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1. Introduction
1.1 The Board of Directors has adopted the policy set out in this document to provide a

clear framework for the management of pay and grading issues for all staff employed in the Trust.

1.2 The Board of Directors is committed to taking decisions in accordance with the ‘key principles of public life’:

objectivity, openness and accountability.  It recognises the requirement for a fair and transparent policy to

determine the pay and grading for all staff employed in the school, which takes account of the conditions of

service under which staff are employed and relevant statutory requirements.

1.3 The Board of Directors recognises its responsibilities under relevant legislation including the Equality Act

2010, the Employment Relations Act 1999, the Part–time Workers (Prevention of Less Favourable

Treatment) Regulations 2000, the Fixed-Term Employees (Prevention of Less Favourable Treatment)

Regulations 2002, and will ensure that all pay related decisions are taken equitably and fairly in compliance

with statutory requirements.

1.4 This policy is based on a Trust wide approach to pay issues.  However, pay decisions will take account of the

resources available to the individual schools.  The school staffing structure will support the schools’

improvement plans.  The Board of Directors will exercise its discretionary powers using fair, transparent and

objective criteria in order to secure a consistent approach in school pay decisions.

1.5 The Board of Directors recognises the requirement that all pay progression decisions for all teaching staff

must be linked to annual appraisal of performance.  The procedures set out in this policy seek to ensure

that this is achieved in a fair equitable and transparent way.  The Board of Directors also recognises the

importance of annual appraisal of performance for support staff.

1.6 The Trust follows the School Teachers’ Pay and Conditions Document but if there is any discrepancy

between the two then the Pay Policy will prevail.

2. Scope and purpose
2.1 The Board of Directors aims to use the school pay policy to:

• Maintain and improve the quality of teaching and learning at the schools;

• Support the schools’ improvement plans;

• Underpin the schools’ Appraisal policies;

• Ensure that all staff are valued and appropriately rewarded for their work contribution in the

schools;

• Ensure staff are well motivated, supported by positive recruitment and retention policies and staff

development;

• Demonstrate that decisions on pay are fair and equitable and recognise the principle of equal pay

for like work and work of equal value;

• Provide flexibility to recognise individual staff performance linked to pay decisions.

2.2 The Board of Directors will also consider advice issued by the Department for Education, recognised trade

unions and other national bodies as appropriate, along with relevant statutory legislation.

3. Job Roles and Responsibilities
3.1 All members of staff will be provided with a job description outlining the roles and responsibilities of the

post.  This will also include the pay range and any additional payments or allowances covered by this policy.

The job description will state the reason for any additional allowances or payments and whether this is a

permanent or temporary payment.

3.2 Any significant changes to duties and responsibilities of a post will be subject

to discussion with the member of staff with a view to reaching agreement.

Where there is a significant change in duties and responsibilities of a post a

new job description will be issued.
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3.3 Where the staffing structure of the individual school needs to be changed, resulting in broader changes to

roles and responsibilities, this will be the subject of consultation with staff before any changes are made

and with a view to seeking to agree the changes before new job descriptions are issued.

4. Pay Assessment and Pay Review
4.1 The Chief Executive Officer and Local Governing Body will ensure that every teacher’s salary is reviewed on

an annual basis with effect from 1 September, no later than 31 October (31 December for the Principal).

4.2 The teacher’s appraisal report will contain a recommendation on pay.  The principal will be responsible for

submitting any recommendations for pay progression, in accordance with the relevant sections of this

policy, to the Local Governing Body for approval on to the Board of Directors.

4.3 All teachers will be entitled to receive an annual pay statement including details of any salary and financial

benefits to which they are entitled, including any salary safeguarding arrangements that may apply.

4.4 A review may occur at other times where there has been a significant change affecting an individual

teacher’s pay.  A revised written statement will be issued to the teacher in such circumstances, including

any salary safeguarding arrangements that may apply.

5. Recruitment
5.1 Teaching Staff

5.1.1 Advertisements for vacant posts in the school will be considered by the Principal and Chief Executive Officer

where appropriate.  All posts will be advertised either internally or externally, locally, nationally or

internationally as appropriate.

5.1.2 The advertisement will include the relevant pay band for the post from the range of bands determined by

the Principal as appropriate for the post and as contained in the relevant section of this pay policy.  The

advertisement will specify the expected level of skills and experience for appropriate candidates relevant to

the post.  The advertisement will also include details of any additional payments or allowances applicable to

the post.

5.1.3 Where an applicant does not meet the criteria for the level of post advertised within the school pay

structure but the post would otherwise prove difficult to fill, the Principal may appoint at a lower level but

also consider a recruitment payment in accordance with the school policy set out in section 9.4

5.1.4 Where the post is on a temporary basis, the advertisement will specify the reason for and duration of the

post.

5.1.5 Within the framework of relevant statutory legislation, the advertisement may also include reference to any

underrepresentation within the school to encourage applications from any disadvantaged and

underrepresented groups.

5.2 Support Staff

5.2.1 The arrangements for advertising vacancies for support staff will mirror those for teaching

staff.  Advertisements will indicate the number of working hours and working weeks and

will show the appropriate salary and grade.

6. Teaching Staff Pay
6.1 All teaching staff are employed in accordance with the provisions of the School Teachers Pay and Conditions

Document.  In reviewing pay scales in the future the Local Governing Body will have regard to any changes

to national pay bands contained within the STP&C Document.  The following pay arrangements have been

agreed by the Local Governing Body using the flexibilities contained within the STP&C Document.

6.1.1 The Local Governing Body will consider any recommended pay awards agreed nationally and will decide

annually on whether or not these should be applied to the pay ranges detailed in this policy.
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6.2 Principal

6.2.1 The Chief Executive Officer and Local Governing Body will assign a minimum of a six point Principal Pay

Range.  The Chief Executive Officer and Local Governing Body will ensure that there is no overlap of salary

bands between the Principal and other leadership posts.

6.2.2 On appointment the principal will be appointed on one of the first 4 points on the pay range.

6.2.3 Progression on the pay range for the Principal will be subject to a review of the Principal’s performance set

against the annual appraisal review.  The Chief Executive Officer and Local Governing Body may decide to

award one increment for sustained high quality performance or two increments where performance has

been exceptional.  Where performance has not been of a sustained high quality the Board may decide that

there should be no pay progression.  The pay review for the principal will be completed by 1st December.

6.2.4 The Chief Executive Officer and Local Governing Body will ensure that reasons for setting the pay range at a

given level are recorded and that the process for the determination of the principal’s salary is fair and

transparent.

6.2.5 Discretionary payments to the principal

6.2.6 The Chief Executive Officer and Local Governing Body may consider a discretionary payment not exceeding

25% of the Principal’s salary, as determined above, for reasons not already taken into account in

determining the Principal pay range, and which may include:

• the school is a school causing concern;

• without such additional payment the governing body considers that the school would have

substantial difficulty filling a vacant principal post

• without such additional payment the governing body considers the school would have substantial

difficulty retaining the existing principal; or

• the Principal is appointed as a temporary principal of one or more additional schools.

6.2.7 In wholly exceptional circumstances the Chief Executive Officer and Local Governing Body may consider a

payment in excess of 25%.  In such circumstances the Chief Executive Officer and Local Governing Body will

seek external independent advice.

6.2.8 The Chief Executive Officer and Local Governing Body may also consider additional

payments in respect of:

• continuing professional development undertaken outside the school day;

• activities relating to the provision of initial teacher training as part of the ordinary conduct of the

school;

• additional responsibilities and activities due to, or in respect of, the provision of services by the

principal relating to the raising of educational standards to one or more additional schools.

6.3 Other Leadership Posts

6.3.1 The Chief Executive Officer and Local Governing Body will determine a minimum of a 4 point pay range for

all other leadership posts from within the leadership scale contained in the School Teachers’ Pay and

Conditions Document.

6.3.2 The range for individual posts will be determined according to the duties and responsibilities of the post

and may vary between posts.  A post with a designated deputy role in the absence of the principal will be

remunerated accordingly above the range for other leadership posts.

6.3.3 The Chief Executive Officer and Local Governing Body will ensure that there is no overlap of pay points

between the Principal and any other leadership post.

6.3.4 On appointment a teacher paid on the leadership scale will be appointed on one of the first 3 points on the

pay range.

6.3.5 The pay range for teachers paid on the leadership spine will be reviewed for 1 September each year or at

any time during the year where there is a significant permanent change in the duties and responsibilities of
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the post, or where it is necessary to consider a retention payment for a member of staff on the leadership

spine.

6.3.6 Progression on the pay range for a member of staff paid on the leadership scale will be subject to a review

of their performance set against the annual appraisal review.  The Chief Executive Officer and Local

Governing Body may decide to award one increment for sustained high quality performance or two

increments where performance has been exceptional. Where performance has not been of a sustained high

quality the Chief Executive Officer and Local Governing Body made decide that there should be no pay

progression.  The pay review will be completed by 31st October.

6.4 Main Scale and Upper Pay Spine Teachers

6.4.1 The Board of Directors will establish posts paid in accordance with the minimum and maximum points for

such posts as determined by the School Teachers’ Pay and Conditions Document.

6.4.2 The Board of Directors has agreed to continue the established pay structure for these posts as follows:

Band 1

Point 1 £32,407 Teacher

Point 2 £34,103

Point 3 £35,886

Band 2

Point 4 £37,763 Accomplished Teacher

Point 5 £40,050

Point 6 £43,193

Band 3

Point 7 £44,687 Expert Teacher ( UPS)

Point 8 £46,340

Point 9 £48,055

6.4.3 The Board of Directors has agreed to continue the Professional Skills Level Descriptors for each band

(attached as Appendix 4 to this policy).  The pay review will normally be completed by 31st October.

Pay Progression within bands

6.4.4 Pay progression within bands will be subject to sustained performance towards the next higher band, and

meeting the relevant teacher standards and Professional Skills Level Descriptors for that band.  Meeting

appraisal objectives will not automatically mean that pay progression will be awarded. Where a teacher’s

performance does not demonstrate a sustained level and is below the individual school’s expectations at

that level of post, the governors may determine that no incremental progression will be awarded in that

year.

6.4.5 Progression within a pay band will be subject to a review of the teacher’s performance set against the

annual appraisal review and the Teacher Standards.  The Principal and Local Governing Body may decide to

award one increment for sustained high quality performance in line with school expectations or two

increments where performance has exceeded school expectations. For teachers on the upper pay spine

(Band 3 – Expert Teacher) progression will normally be considered after 2 years of sustained high quality

performance or earlier where performance has exceeded school expectations.

Pay progression between bands

6.4.6 The Board of Directors has continued the understanding that, other than in exceptional circumstances, a

teacher would not move to band 2 (Accomplished Teacher – M4 to M6) unless they are able to demonstrate

a minimum of 2 years teaching experience and experience of working across different key stages, or to band
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3 (Expert Teacher) unless they are able to demonstrate 3 years’ experience of working across different key

stages.

6.4.7 Progression between bands will be based on the teacher demonstrating, through performance appraisal

that they meet the teacher standards and Professional Skills Level Descriptors for the new band.

6.4.8 A teacher appointed to Band 1 (Teacher) would, other than in exceptional circumstances, be expected to

have progressed to the Accomplished Teacher band within a maximum 3 years of taking up their post.  In

circumstances where a teacher’s performance is not at that level this will be addressed through the school’s

appraisal and possibly capability procedure.

6.4.9 A teacher reaching the top of Band 1 will automatically progress to the next band if they meet the criteria

for the higher band and are recommended for progression by the appraiser.  Progression to the upper pay

range (Band 3) is detailed in section 6.5 of this policy

Accelerated progression

6.4.10 Normally,progression within a band will be by annual increments.  However, where a teacher’s

performance has been of a sustained high quality, exceeding school expectations at that level, the Principal

and Local Governing Body may award accelerated progression (of up to two increments) within the band.

Progression to the next band will be subject to the criteria for the higher band being met as set out in the

previous paragraphs of this section of the policy.

Appointments

6.4.11A newly appointed teacher will usually be appointed at any point in the band to take account of a teacher’s

previous salary and/or relevant experience as determined by the principal.

6.4.12A teacher transferring roles internally within the individual school will continue to be paid the same salary

on the main scale (Bands 1 and 2 – M1 to M6) or the Upper Pay Scale (Band 3 – Expert Teacher) as paid in

the previous role.

6.5 Application to move on to or up within the Upper Pay Range  (Band 3 – Expert Teacher)

6.5.1 As defined in the School Teachers’ Pay and Conditions Document, a teacher being considered for a move on

to the Upper Pay Spine (Band 3 – Expert Teacher) must therefore be able to demonstrate that:

• the teacher is highly competent in all elements of the relevant standards; and

• the teacher’s achievements and contribution to the school are substantial and sustained.

6.5.2 Any qualified teacher may apply to be paid on the upper pay range.  It is the responsibility of the teacher to

decide whether or not they wish to apply.  If the teacher has decided they both wish to apply and have the

necessary evidence they should:

• Inform their Performance Manager of their intention during the Performance Management

mid-Year Review and discuss with them the evidence they will need to have for their application.

Their Performance Manager should have initial discussions with them about whether they feel able

to support their application.

• Inform the Principal in the first week of the Autumn Term that they are intending to submit

evidence in support of their application to progress to Expert Teacher or up the Expert Teacher

Scale.  The evidence should be submitted by completing the RAG review against teachers standards

form (Appendix 6) to be found in the Whole College/Performance Management folder.

A meeting will be arranged with the teacher and the Principal by the end of September to consider the

evidence which must have been provided 5 working days in advance of the meeting.  The evidence

presented must have been signed off as accurate and supported by the Performance Manager.  See the

proforma attached to this policy as an appendix.

6.5.3 The Local Governing Body will consider applications approved by the Principal during the Autumn term for

progression, to be backdated to 1st September.  A teacher may submit one application in any academic year.
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6.5.4 An application for progression to the upper pay range (Band 3 – Expert Teacher) will be assessed by the

Principal and a decision notified to the teacher in writing within 20 working days.

6.5.5 If unsuccessful the teacher will be provided with feedback by the Principal.

6.5.6 Any appeal against the decision, which should be submitted within 10 working days, will be considered in

line with the Trust’s pay appeals procedure set out in appendix 2.

6.6 Unqualified Teachers

6.6.1 The Board of Directors will appoint unqualified teachers to a salary within the range set out in the School

Teachers Pay and Conditions Document.

6.6.2 The Board of Directors has agreed to continue the established determination that this

should be a 6 point scale as follows:

Point 1 £22,924

Point 2 £25,144

Point 3 £27,362

Point 4 £29,323

Point 5 £31,539

Point 6 £33,759 *

6.6.3 * These points overlap with Band 1 (Teacher) on the Qualified Teacher scale and therefore the Principal and

Local Governing Body will take account of the professional skill level descriptors for those teachers in setting

the relevant expectations for an unqualified teacher paid at this level.

6.6.4 A newly appointed unqualified teacher will usually be appointed at any point in the band determined by the

principal.

6.6.5 Progression within the range will be subject to a review of the teacher’s performance set against the annual

appraisal review and the appropriate Teacher Standards. The Local Governing Body may decide to award

one increment for sustained high quality performance or more increments where performance has been

exceptional.  Where performance has not been of a sustained high quality the Local Governing Body made

decide that there should be no pay progression.  In such circumstances where a teacher’s performance is

not at the required level this will be addressed through the Trust’s appraisal and possibly capability

procedure.

6.6.6 The pay review will be completed by 31st October.

6.6.7 Where an unqualified teacher obtains qualified teacher status whilst employed by the individual school,

they will transfer to the relevant pay band for qualified teachers at a salary at least equivalent to the salary

they were being paid as an unqualified teacher.

6.6.8 The Local Governing Body and Principal may pay additional allowances to an unqualified teacher where, the

teacher has either:

• taken on a sustained additional responsibility which is focused on teaching and learning and

requires the exercise of a teacher’s professional skill and judgement; or

• gained qualifications or experience which bring added value to the role being undertaken.

7. Supply Teachers
7.1 Teachers employed on a short notice or supply basis will have their pay determined in line with the

arrangements outlined in this policy for other teachers.  Teachers paid on a daily basis will have their salary

assessed as an annual amount, divided by 195.  For temporary teachers on short notice this will be

multiplied by the number of days to be worked.

7.2 Teachers who work less than a full day will be hourly paid and will have their salary calculated by dividing

the annual salary by 1265 to give an hourly rate.

7.3 A short notice teacher who is employed by the Trust throughout a consecutive period of

12 months will not be paid any more in respect of that period than they would have if
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they had been in regular employment throughout the period.

8. Part time teachers
8.1 The Board of Directors will ensure that part time teachers’ pay and working time will be dealt with in

accordance with the School Teachers’ Pay and Conditions Document.  Pay scales and pay progression will be

as detailed earlier in this policy.

8.2 Part time teachers will be entitled to be paid for their contractual hours pro rata to a full time teacher and

will also be entitled to PPA time, other non-contact time and directed time allocated on a pro rata basis.

9. Allowances
9.1 Teaching and Learning Responsibility Payments (TLRs)

9.1.1 TLR payments will be awarded to the holders of the posts indicated in the individual school’s staffing

structure.

9.1.2 TLR payments will be awarded to a teacher on the main scale or upper pay scale where a teacher is required

to undertake a sustained additional responsibility within the individual  school’s staffing structure for

ensuring the continued delivery of high quality teaching and learning for which they are accountable.

9.1.3 The Board of Directors will award TLR payments within the range prescribed in the School Teacher’s Pay and

Conditions Document.  In this Trust the governing bodies have determined that TLR payments will be as

follows:

TLR 1a £10,040

TLR 1b £12,045

TLR 1c £14,056

TLR 2a £3,012

TLR 2b £5,021

TLR 2c £7,362

TLR 3a £1,166

TLR 3b £1,747

TLR 3c £2,328

9.1.4 A teacher will not be awarded more than one TLR of any value.

9.1.5 The Local Governing Body may award a TLR (TLR3) payment of between £1,110 to £2,218 to a post requiring

additional duties for a time limited period for a specific project identified as a priority within the individual

school’s development plan or other substantial school improvement projects or exceptional on off

externally driven responsibilities.

9.1.6 The value of any TLR3 will be determined within the above range on an individual basis according to

complexity and level of responsibility of the role.

9.1.7 The duration of such TLR3 payments would normally not exceed 2 years after which time they will be

reviewed and may be extended if appropriate.

9.1.8 There will be no safeguarding of any TLR3 payments.

9.2 Acting Allowances

9.2.1 Teachers who cover all of the duties associated with a post of a higher grade or allowance than their own

for a period of at least 4 weeks will be considered for payment of an acting allowance.  This will normally be

the difference between the teacher’s substantive salary and the appropriate point on the pay range of the

higher level post, and will cover the whole period of acting up during which the teacher will be expected to

undertake the full range of duties and responsibilities of the post.
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9.3 Recruitment and Retention

9.3.1 The Local Governing Body may, on the advice of the principal, consider the award of a recruitment and

retention payment where there is clearly demonstrated evidence that such a payment is:

• required to attract suitable candidates for a post which it has been or it is considered difficult to fill;

or

• required to retain the skills and expertise of a teacher, particularly in a specialist area or where it is

considered that the subsequent vacancy would be difficult to fill.

• to recognise a teacher’s performance which exceeds the school’s expectations and which is not

recognised through accelerated salary progression in other sections in this policy.

9.3.2 The value of any recruitment or retention payment will be determined according to the circumstances of

each case but will take into account salary relativities across the individual school’s structure and known

staffing changes in the future and would normally be within the range £500 - £3,000.

9.3.3 The duration of the payment will be determined according to the circumstances of the payment.  Initially

this may be for a period of 2 years but will be subject to annual review which may extend the period if

appropriate.

9.4 Out of School Learning Activities

9.4.1 Teachers who undertake agreed voluntary learning activities outside the normal school day, and whose

salary range does not take account of such activity may be entitled to an additional payment.  The Local

Governing Body advised by the principal, will consider each case individually before the activity takes place.

Such activities may include:

• Holiday revision groups

• Summer Schools

• Saturday morning booster classes

9.4.2 The rate of payment will be determined according to circumstances, but will usually be at the teacher’s

normal hourly rate.

10 CEO and Trust Executive Directors

10.1 The CEO is performance managed by the Board of Directors’ Remuneration Committee.  Any pay increase is

agreed by the full Board.

10.2 The pay for Trust Executive Directors (Director of Inclusion, Finance Director, HR Director and Director of

Teaching & Learning) will be performance related and any annual pay increase will be determined following

annual appraisal meetings with the CEO and the Chair of the Board of Directors.

11. Salary Sacrifice
11.1 The Board of Directors will support salary sacrifice arrangements for staff in respect

of the following:

• Childcare vouchers / childcare benefit schemes

• Cycle or cyclists safety equipment scheme

11.2 Participation in any salary sacrifice scheme arrangement will have no effect upon the determination of any

safeguarded sum to which the teacher may be entitled.

12. Safeguarding
12.1 The Board of Directors will apply the salary safeguarding provisions of the School Teachers Pay and

Conditions Document.
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13. Appeals
13.1 A member of staff may seek a review of any determination in relation to their pay

or any decision taken by the Principal and Local Governing Body (or committee or

individual acting with delegated authority) that affects the pay of the member of staff.

13.2 The CEO and Board of Directors have agreed to consider appeals on the following

grounds:

That the person or LGB making the decision:-

• incorrectly applied any provision of the School Teachers Pay and Conditions Document or other

statutory provision;

• failed to have proper regard for statutory guidance;

• failed to take proper account of relevant evidence

• took account of irrelevant or inaccurate evidence

• was biased

• otherwise unlawfully discriminated against the teacher.

13.3 The procedure for considering appeals is set out in appendix 2 of this policy.

14. Support Staff Pay
14.1 Tudor Park Education Trust has adopted the national agreement on pay and conditions of service issued by

the National Joint Council for Local Government Services, the Green Book, and relevant local collective

agreements.

14.2 The pay scales are attached (Appendix 9) and are also available from Penny Davies (HR Director) or Ndullee

Stevens (Finance Director).

14.3 Job descriptions shall exist for all posts and shall be consistent with the staffing structure.  Job descriptions

shall be provided on appointment and reviewed regularly.

14.4 All support staff shall take part in the annual review process.  This will involve a meeting in the Autumn

Term between the member of staff and their line manager.  The purpose of the meeting is to give members

of staff an opportunity for self-reflection and to formally review the actions and targets set for the previous

year and to focus on areas for development moving forward.

14.5 Any entitlement to additional pay or overtime payments shall be in accordance with the national agreement

and shall be at least as good as any local agreement.

14.6 The Board of Directors in consultation with the LGBs is responsible for the review of the Pay Policy.  Any

recommendations regarding salary or pay upgrades will be taken to the relevantLocal Governing Bodies on

an annual basis for agreement.  These will be signed off by the Directors.

14.7 Appeals against decisions of the Principal and LGB shall be made to the CEO.  The procedure for

considering appeals is set out in appendix 2  of this policy.

14.8 Each employee will be given a formal written statement setting out their salary from 1 April together with

details of how it was calculated. Such salary will be applicable from the immediate previous 1 April where

the employee remains in the same post.

14.9 Any employee appointed during the academic year and after the annual review shall, upon appointment,

receive a formal statement of salary together with details of how it was calculated.

14.10 Employees shall be entitled to participate in salary sacrifice arrangements in

respect of:

• a childcare voucher or other childcare scheme

• a cycle or cyclist’s safety equipment scheme

14.11 Staff will be paid by bank credit transfer on the 28th of each month.  Employees working to term-time only

contracts shall have their annual entitlement equated over twelve months.

14.12 Unpaid leave calculations will follow the formula applied to teachers.
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Appendix 1
Remit / Terms of Reference of the local governing body re pay

The local governing body will be authorised by the Board of Directors to determine all matters relating to pay and

related performance of staff.  It will establish a whole school pay policy and will monitor and review the pay policy

on an annual basis.

When discussing and determining pay decisions, the local governing body meeting will not include any member of

staff employed by the Trust at the individual school.

Remit

The local governing body will have full delegated powers to take all decisions relating to pay in accordance with

the approved Trust pay policy.  The local governing body will make recommendations to the Board of Directors

regarding the pay decisions.

Specifically this will include:

(i) Reviewing the Trust pay policy.

(ii) Reviewing the school pay structure on an annual basis to consider the impact of any changes to nationally

recommended pay rates.

(iii) Ensuring that the policy is applied equitably and consistently for all staff

(iv) Ensuring that pay decisions are fair and equitable, link with the Trust Appraisal policy and take account of

the recommendations of the principal and where appropriate other members of the schools’ leadership

teams.

(v) In accordance with the Trust pay policy, determine appropriate use of the pay ranges for all staff employed

in the school, including allowances and temporary recruitment and retention payments where appropriate.

(vi) Review the individual schools’ staffing structures specifically in respect to pay relativities of posts in the

structure.  Maintain up to date staffing structures.

(vii) Recommend annual pay progression to the Board of Directors.

(viii) Ensure that external advice is sought from the CEO where appropriate, particularly in respect of salary

matters relating to the Principal

(x) Ensure accurate and up to date person specifications and job descriptions are maintained in school to

inform pay decisions where necessary

(xii) Provide an annual report to the Board of Directors summarising pay decisions and issues arising.
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Appendix 2
Pay Appeals Procedure

The local governing body has adopted the following procedure to consider any pay appeals:

Stage 1 - Informal

1.1 If, following receipt of the written confirmation of the pay determination and where appropriate the basis

upon which the decision was made, the member of staff is not satisfied, he / she should seek to resolve this

by discussing the matter informally with the decision maker within 10 working days of the decision.

1.2 Where this is not possible, or where the member of staff continues to be dissatisfied with the decision, they

may follow the formal Stage 2 Appeal process.

Stage 2 - Formal

2.1 The member of staff should submit a written appeal, setting out the grounds and the detail upon which the

pay decision is appealed.  This should be sent to the person/LGB who made the determination, within 5

working days of the notification of the decision being appealed against, or the outcome of the informal

discussion.

2.2 The person or LGB who made the determination will arrange a hearing, within 10 working days of receipt of

the written appeal, at which they will consider the appeal and give the staff member an opportunity to

make representations in person and / or be accompanied by a colleague or trade union representative.

2.3 Following the hearing the member of staff will be informed in writing of the decision and the right of

appeal.  Any appeal must be submitted within 5 working days from receipt of written confirmation of the

decision.

2.4 Any further appeal will be heard by the CEO, HR Director and a member of the Board of Directors.  The

appeal will normally be heard within 20 working days of the receipt of the written notification of appeal.

The staff member will be given an opportunity to make representations in person and / or be accompanied

by a colleague or trade union representative.

2.5 The decision of the appeal panel will be given in writing within 5 working days and where the appeal has

been rejected this will include a note of the evidence considered and the reasons for the decision.

2.6 The decision of the panel will be final.  There will be no further right of appeal.
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Appendix 3
Pay Bands for academic year 2022-23

Unqualified teachers

Unqualified Teacher Point 1 £22,924

Point 2 £25,144

Point 3 £27,362

Point 4 £29,323

Point 5 £31,539

Point 6 £33,759

Teachers’ Pay Bands

Pay band 1 M1 £32,407 Teacher Main scale

M2 £34,103

M3 £35,886

Pay band 2 M4 £37,763 Accomplished
teacher

M5 £40,050

M6 £43,193

Pay band 3 UPS1 £44,687 Expert teacher Upper Pay Range

UPS2 £46,340

UPS3 £48,055

TLR allowances

TLR Grade Allowance

1a £10,040

1b £12,045

1c £14,056

2a £3,012

2b £5,021

2c £7,362

3a £1,166

3b £1,747
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3c £2,328
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Leadership Group Pay Range for 2022/2023

Spine Point Salary
Leadership spine 43 £126,539
Leadership spine 42 £124,770
Leadership spine 41 £121,811
Leadership spine 40 £118,930
Leadership spine 39 £116,114
Leadership spine 38 £113,439
Leadership spine 37 £110,785
Leadership spine 36 £108,178
Leadership spine 35 £105,651
Leadership spine 34 £103,177
Leadership spine 33 £100.774
Leadership spine 32 £98,411
Leadership spine 31 £96,116
Leadership spine 30 £93,877
Leadership spine 29 £91,682
Leadership spine 28 £89,555
Leadership spine 27 £87,471
Leadership spine 26 £85,441
Leadership spine 25 £83,464
Leadership spine 24 £81,526
Leadership spine 23 £79,635
Leadership spine 22 £77,795
Leadership spine 21 £76,003
Leadership spine 20 £74,249
Leadership spine 19 £72,542
Leadership spine 18 £70,871
Leadership spine 17 £69,218
Leadership spine 16 £67,740
Leadership spine 15 £66,073
Leadership spine 14 £64,553
Leadership spine 13 £63,077
Leadership spine 12 £61,623
Leadership spine 11 £60,308
Leadership spine 10 £58,876
Leadership spine 9 £57,488
Leadership spine 8 £56,174
Leadership spine 7 £54,990
Leadership spine 6 £53,637
Leadership spine 5 £52,415
Leadership spine 4 £51,225
Leadership spine 3 £50,060
Leadership spine 2 £48,932
Leadership spine 1 £47,820
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Appendix 4
Professional Skills Level Descriptors

Professional
Area

Relevant
Standards

Band 1: Teacher
Range T1 – T3

Band 2: Accomplished
Teacher

Range AT1 – AT3

Band 3: Expert Teacher
Range ET1 – ET3

Professional
Practice

1.1(1);1.2(2,3,5)
1.3 (1,3) 1.4(1,2,3) 1.5
all
1.6 (1) 1.7 (1,2,3)
1.8 (3) 2.1 (2,4)
Preamble

T1 - The majority of
aspects of teaching
over time are good.
T3 - The large majority
of aspects of teaching
over time are good.

AT1 -Most aspects of
teaching over time are
good.
AT3 -All aspects of
teaching over time are
at least good,

ET1 - All aspects of
teaching over time are
good, a small minority
are outstanding.
ET3 - the large majority
of teaching overtime is
outstanding.

Professional
Outcomes

1.1(2) 1.2(1,2,3)
1.5(1) 1.6 (3,4)
Preamble

T1With appropriate
additional support,
most pupils’ progress in
line with expectations
T3 - With appropriate
additional support,
almost all pupils’
progress in line with
expectations, a few do
without support and a
few exceed
expectations.

AT1 - Most pupils’
progress in line with
expectations without
additional support, a
small minority exceed
them.
AT3 - All pupils’
progress in line with
expectations without
additional support, a
minority exceed them.

ET1 - All pupils’
progress in line with
expectations, the
majority exceed them.
ET2 - All pupils’
progress in line with
expectations, most
exceed them.

Professional
Relationships

1.1(1) 1.6(4)
1.7(4) 1.8(2,3,5)
2.1 (1,3,4)
Preamble

Positive working
relationships with
pupils, colleagues and
parents are emerging.

These working
relationships result in
good progress by all
groups of pupils and
productive sharing of
professional practice
with others.

Working relationships
with colleagues are
characterised by an
enthusiastic
commitment to helping
them overcome
professional challenges

Professional
Development

1.2(4,5)
1.3(1,2,4,5) 1.4(4,5)
1.5(2,3,4)
1.6(1) 1.8(4)
2.1(2) 2.3, Preamble

Able, with support, to
identify key
professional
development needs and
respond to advice and
feedback.

Takes a proactive role in
identifying areas for
professional
development and
accessing advice

Proactively leads the
professional
development of others
in a way which leads to
improved outcomes for
pupils

Professional Conduct 1.1(3) 1.7(1)
1.8(1) 2.1(all)
2.2 2.3
Preamble

Meets all standards for
professional conduct
set out in the Teachers’
Standards

Meets all standards for
professional conduct
set out in the Teachers’
Standards

Meets all standards for
professional conduct
set out in the Teachers’
Standards
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Appendix 5
Examples of pay progression

Band Level Notes To progress from this level to the
next evidence will be based on ...

Typical
route

Pay Band 1
Teacher

T1 Progress will normally be
after a successful NQT year.
In Band 1 progress will
normally be every year.
At the start of T3 year
targets must be set for
progress to Band 2

... professional skills in the third term 1st year

T2 ... professional skills over at least
two terms

2nd year

T3 ... good performance and
professional skills over one year

3rd year

Pay Band 2
Accomplished

Teacher

AT1 In Band 2 progress will
normally be every year.
At the start of both the AT2
and AT3 year targets must
be set for progress to Band
3

... consistently good performance
and professional skills over one year

4th year

AT2 ... increasingly good performance
and professional skills over one year

5th year

AT3 ... consistently good performance
and professional skills over two years
with some outstanding features.

6th year

Pay Band 3
Expert

Teacher

ET1 In Band 3 progress will
normally be every two
years.
Targets must be set
annually to show
increasingly outstanding
levels of professional skill
and pupil outcomes.

... Increasingly outstanding
performance and professional skills
over two years.

7th year

ET2 ... Consistently outstanding
performance and professional skills
over two years.

9th year

ET3 11th year
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Appendix 6
Application form to move up to / up within the upper pay spine

Name

School

Please tick:

Application to move from main scale to upper pay spine

Application to move up within the upper pay spine

Based on both the objectives set and this form with evidence collated against the expert teacher standards:

I can recommend progression through the pay scale:

I cannot recommend progression through the payscale:

Signature of reviewer:

Date
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Please provide your evidence based on the following expert teacher (UPS) standards:

Standard Evidence Line manager to
circle

Promote good outcomes and progress by pupils

Learners you teach achieve well relative to
their prior attainment
and a good percentage make more than
expected progress compared to students
nationally.

Met

Partially met

Not met

Demonstrate good subject and curriculum knowledge

Have a more developed knowledge and
understanding of subject/curriculum areas
and related pedagogy including
how learning progresses with them -to be
able to advise others and support others in
their
curriculum development.

Met

Partially met

Not met

Have an up to date knowledge and
understanding of the different types of
qualifications and specification and their
suitability for learners.

Met

Partially met

Not met

Plan and teach well structured lessons

Have an extensive knowledge and
understanding of how to use and adapt a
range of teaching and
learning and behaviour management
strategies, including
how to personalise learning to provide
opportunities for all learners to achieve.
Model and share your best practice.

Met

Partially met

Not met

Adapt teaching to respond to the strengths and needs of all pupils

Be expert in planning and delivering stretch
and challenge for all students allowing for
the building of resilience.

Met

Partially met

Not met

Make accurate and productive use of assessment

Lead practitioner in planning routed in
accurate assessment of students and
predicted outcomes at the end of Key Stages.

Met

Partially met
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Not met

Proven role model for high quality marking
and feedback.

Met

Partially met

Not met

An extensive knowledge and well
informed understanding of the
assessment requirements and
arrangements for subject areas you teach
including those related to public
examinations and qualifications.

Met

Partially met

Not met

Manage behaviour effectively to ensure a good and safe learning environment

Deep expertise in promoting highest
expectations of behaviour and building
strong relationships
with students and their parents. Able to
share best practice and
support other colleagues.

Met

Partially met

Not met

Fulfil wider professional responsibilities

Offer additional learning opportunities to
groups of students supporting session three
learning.

Met

Partially met

Not met

Share best practice with others supporting
whole school CPD.

Met

Partially met

Not met

21



Appendix 7
NJC Support staff pay scales

Outer London

Pay Spine
Grades (bandings) April 2021 FTE salary

1 Scale 1 a £21,224

2
Scale 1b

£21,397

3
Scale 2

£21,783

4 £22,174

5
Scale 3

£22,573

6 £22,980

7

Scale 4

£23,394

8 £23,815

9 £24,242

10 £24,680

11

Scale 5

£25,123

12 £25,575

13 £26,036

14 £26,506

15 £26,983

16

Scale 6

£27,469

17 £27,961

18 £28,467

19 £28,977

20 £29,498

21

S01

£30,032

22 £30,571

23 £31,120
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24 £31,587

25 £32,104

26

S02

£32,416

27

P01

£32,983

28 £33,905

29

P02

£34,806

30 £35,488

31 £36,377

32

P03

£37,348

33 £38,381

34 £39,563

35

P04

£40,564

36 £41,583

37 £42,580

38

P05

£43,603

39 £44,622

40

P06

£45,573

41 £46,636

42 £48,677

43 £49,672

44

P07

£50,698

45 £51,713

46

HM3

£52,742

47 £53,790

48 £54,869

49 £55,979

50

HM2

£57,080

51 £58,168

52 £59,260
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53 £60,361

54 £61,452

55 £62,544

56 £63,648

57

HM1

£64,746

58 £65,834

59 £66,935

60 £68,340

61 £69,767

62 £71,225

63 £72,725

64 £74,246

65 £75,733
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