
 
 

Copnor Primary School  

 

 Pay Policy 

 

1.  INTRODUCTION 

 

The Governing Body will seek to ensure that all staff are remunerated for the level of responsibility they 

carry and for the individual contribution they make to the school, subject to the constraints of conditions of 

service and budgetary provision. 

 

The Pay Committee will ensure that appropriate funding is allocated for pay progression at all levels. 

 

The Governing Body will operate the policy in accordance with equality legislation. 

 

All staff will have access to the Pay Policy and staffing structure. 

 

The Pay Policy should be read in conjunction with,  

 

 the School Teachers’ Pay and Conditions Document 2014 (STPCD), found in the school office or 

at 

https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/341951/School_teac

hers__pay_and_conditions_2014.pdf 

 

 the Appraisal Policy and the Teachers’ Standards. 

       

The policy will be reviewed annually.  

 

 

2.  MECHANISMS FOR IMPLEMENTING AND REVIEWING THE POLICY 

 

2.1. Implementation 

 

The Governing Body’s Pay Committee will deal with all matters relating to pay and will have full 

responsibility for implementing the pay policy in a fair and equitable manner. 

 

The Pay Committee will maintain all statutory and contractual obligations and will comply with the 

following legislation, (as amended), the Employment Relations Act 1999, the Equality Act 2010, the Part 

time Workers (Prevention of Less Favourable Treatment) Regulations 2000 and the Fixed Term 

Employees (Prevention of Less Favourable Treatment) Regulations 2002.    

 

The Headteacher will ensure fairness by reviewing and moderating all pay recommendations, thereby 

ensuring a consistent application and interpretation of criteria and evidence. 

 

The full Governing Body retains responsibility for endorsing any proposed changes to the school’s pay 

policy.  

 

Any changes should be discussed with and communicated to all staff. 

  

Any person employed to work at the school, other than the Headteacher, must withdraw from a meeting at 

which the pay or appraisal of any other employee of the school, is under consideration. The Headteacher 

must withdraw from that part of the meeting where the subject of consideration is his or her own pay.  A 

person must withdraw where there is a conflict of interest or any doubt about his/her ability to act 

impartially. 

  

2.2. Pay Review 

 

The Governing Body will ensure that every teacher’s salary is reviewed each year (effective from 1 

September) no later than 31 October (except in the case of the Headteacher for whom the deadline is 31 

https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/341951/School_teachers__pay_and_conditions_2014.pdf
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December) each year.  

 

A written statement will be given after the review, setting out the salary and any other financial benefits to 

which they are entitled and the basis on which the decision was made.  

 

Reviews may take place at other times of the year to reflect any changes in circumstances or job 

description that lead to a change in the basis for calculating an individual’s pay (subject to Section 2, Para 

3.1 of the STPCD 2014).  

 

2.3. Appeals 

 

Any employee seeking a reconsideration of a pay decision should first seek to resolve the matter 

informally. Where this is not possible, or the employee continues to be dissatisfied, they may follow the 

procedure as detailed in Section 17 of this policy. 

 

2.4. Pay Award 

 

For September 2014, the agreed Pay Award will be applied to all teacher pay ranges, SEN and TLR 

Payments. 

 

Future pay awards - After 2014 pay decisions, consideration will be made on how future pay awards will be 

applied (if nationally agreed) across the Leadership group, all teachers' pay and allowances (where 

applicable). 

 

 

3. ABSENCE (MATERNITY, ADOPTION, PATERNITY OR PARENTAL LEAVE, SICKNESS OR 

DISABILITY RELATED ABSENCE) 

 

An absence from work for those reasons listed above does not mean pay progression is automatically not 

given, or a teacher is not considered for the Upper Pay Range, as this could be discriminatory.  

 

Where a teacher or member of the Leadership team has been absent for some or all of the assessment 

period, an assessment will be based on performance during any periods of attendance and/or prior 

performance.  

 

When making an assessment, the following will be considered: 

 

 The individual's performance before they were absent. 

 The individual's performance on return to work (if a sufficient period of time eg a full term) - how 

does it differ from previous performance. Have mitigating factors been considered. 

 When taking all reasonable factors into account, would pay progression have been given if the 

absence had not occurred. 

 

The Headteacher may contact the Schools HR Team for advice. 

 

 

4.  LEADERSHIP GROUP  

This Section is broken down into the Leadership group, subject to the STPCD 2013 (at paragraph 

4.2) and the Leadership group, subject to the STPCD 2014 (at paragraph 4.3) 

 

4.1. The Local Authority recommends the conversion of Leadership points into Progression Points (Known in 

the STPCD as Reference Points) for 2014 Pay decisions.  

 

For 2015 pay progression, the Reference Points in the STPCD will be removed to allow the Governing Body 

greater flexibility to decide the level of progression awarded appropriate to performance. The Governing Body 

is required to indicate what pay level might be achieved after the annual appraisal. Any recommendation on 

pay progression is subject to sustained performance and high quality performance through pay points on the 

determined pay range. 

 

In this school, the School group is Group 4 and is determined in accordance with the STPCD. 



 

The pay or allowances of existing Headteachers or leadership teams or newly appointed Headteachers or 

leadership teams for the 1 September 2014 will not be reassessed in September 2014 unless there are 

significant changes to responsibilities (in accordance with the STPCD 2014). This includes those who were 

appointed to a leadership post prior to 1 September 2014 but who will not take up post until on or after that 

date. 

 

Changes to the determination of leadership group pay under the STPCD 2014 should only be applied to 

individuals appointed to a leadership post on or after 1 September 2014, or whose responsibilities have 

significantly changed on or after that date. Where a teacher is appointed to a leadership post before the 1 

September 2014 but does not take up the post before that date, their pay should be determined under the 

STPCD 2013. 

 

A school may also choose to review the pay of all of their leadership posts under the new arrangements if 

they determine that this is required to maintain consistency either with pay arrangements for new 

appointments to the leadership group made on or after 1 September 2014, or with pay arrangements for a 

member or members of the leadership group whose responsibilities significantly change on or after that 

date. 

 

4.2. Pay determination for Leadership group who are subject to the STPCD 2013 (unless there are 

significant changes to responsibilities) 

 

All Pay determinations in September 2014 for leadership in this section must be considered in conjunction 

with the STPCD 2013. 

 

4.2.1. ISR 

 

The ISR has been determined in accordance with the STPCD 2013. A record must be held of the reasoning 

behind the determination of the ISR. 

 

The Headteacher group for the school is Group 4 and the total pay range for this group is point 14 to 27 on 

the leadership pay spine.  In accordance with the STPCD 2013, the Governing Body have set the Individual 

School Range at points 20 to 27 (7 POINT RANGE).  

 

The Deputy Headteachers range is determined between the point below the Head’s ISR and the next point 

above the highest paid classroom teacher. 

  

In accordance with the STPCD 2013, the Deputy Headteachers pay range has been set at points 16 to 20 (5 

POINT RANGE).  

 

Where applicable, the Assistant Head’s range is determined between the point below the Head’s ISR and 

the point above the highest paid classroom teacher, but must start at least one point lower on the scale than 

the range for any deputy at the school. 

 

In accordance with the STPCD 2013, the Assistant Headteacher’s pay range has been set at points 8 to 12 

(5 POINT RANGE).  

 

4.2.2. Pay progression for leadership group who are subject to the STPCD 2013 

 

The Pay Committee will agree performance objectives relating to school leadership and management and 

pupil progress for members of the leadership group. This function will be delegated to the Headteacher in 

respect of Deputy Headteachers and Assistant Headteachers. 

 

Headteacher 

 

Annual pay progression within the range for this post is not automatic.  

 

The Pay Committee will review the Headteachers pay in accordance with Section 2, paragraph 6.2(b) of 

the STPCD 2013 and award 1 point where a Headteacher has met their objectives and there has been a 

sustained high quality of performance having regard to the results of the most recent appraisal and any 



recommendation on pay progression in the Headteachers most recent appraisal report (or 2 points in 

exceptional circumstances). 

 

The determination of discretionary payments to a Headteacher will be made in accordance with the STPCD 

2013. A record must be held of the reasoning behind that determination   

 

The total of all discretionary payments made to a Headteacher in respect of any school year must not 

exceed 25% of the amount which corresponds to that individual’s point on their ISR for that year.  

 

The Pay Committee may determine that additional payments be made to a Headteacher which exceed the 

limit set out in Section 2, paragraph 12.2 of the STPCD 2013 in wholly exceptional circumstances by 

making a business case to the Governing Body and gaining the agreement of the Governing Body. The 

Governing Body must seek external independent advice before providing such agreement in accordance 

with the STPCD 2013. 

 

 

 

 

Deputy Headteacher/Assistant Headteacher 

 

Annual pay progression within the ranges for these posts is not automatic.  

 

The salary of a serving Deputy Headteacher/ Assistant Headteacher has been determined in accordance 

with Section 2, paragraph 13 of the STPCD 2013. 

 

The Headteacher will review the Deputy Headteachers/Assistant Headteachers pay in accordance with 

Section 2, paragraph 13.1 and 13.2 of the STPCD 2013 and award 1 point where a Deputy 

Headteacher/Assistant Headteacher has met their objectives and there has been a sustained high quality of 

performance having regard to the results of the most recent appraisal and any recommendation on pay 

progression in the Deputy Headteachers/Assistant Headteachers most recent appraisal report (or 2 points in 

exceptional circumstances). 

 

4.3. Pay Determination for new appointment or where there are significant changes in responsibility for 

an existing leadership group member (Subject to the STPCD 2014) 

 

All Pay determinations for leadership in this section must be considered in conjunction with the STPCD 

2014. 

 

4.3.1. The Governing Body must determine a salary for Headteachers, Deputy Headteachers or Assistant 

Headteachers in accordance with paragraphs 4.1 to 4.4 of the STPCD 2014. 

 

 The progression points for the leadership pay range are shown in Appendix 1. 

 

The three-stage process: 

 

The following three-stage process will be adopted in accordance with the STPCD 2014 when setting the 

pay for new appointments to headship or the wider leadership team or where there are significant changes 

in responsibility for an existing leadership group member. 

 

The three-stage process offers a Governing Body substantial flexibility to set pay at the level needed to 

attract Headteachers and other members of the leadership team by systematically considering the 

circumstances of the role before advertising the post. 

 

The three stages are: 

Stage 1 – Defining the role and determining the Headteacher group 

Stage 2 – Setting the indicative pay range 

Stage 3 – Deciding the starting salary and individual pay range 

See Appendix 2 which condenses the DfE departmental advice which must be considered. 

 

The DfE website provides full departmental advice regarding the three stage process: 



 

https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/341987/Implementing

_your_school_s_approach_to_pay_departmental_advice.pdf 

 

All pay decisions and the reasons for them will be well documented at every stage. All pay decisions must 

be made on objective criteria so that there is no discriminatory effect on any group of teachers with a 

particular protected characteristic under the Equality Act 2010. 

 

The Governing Body will determine a pay range for the Headteacher and Deputy Headteacher and Assistant 

Headteacher in accordance with Section 2, paragraphs 9.2 to 9.4 of the STPCD 2014. 

 

When determining the leadership pay range, the Governing Body must take into account all of the permanent 

responsibilities of the role, any challenges that are specific to the role, and all other relevant considerations.  

 

In the case of a new appointment, the Governing Body may wish to take into account the extent to which the 

leadership pay range reflects how closely their preferred candidate meets the requirements of the post. 

 

The Governing Body must ensure that there is appropriate scope within the range to allow for performance 

related progression over time. 

 

Pay ranges for Headteachers should not normally exceed the maximum of the Headteacher group. However, 

the Headteacher’s pay range (where determined on or after 1 September 2014) may exceed the maximum 

where the Governing Body determines that circumstances specific to the role or candidate specific factors 

warrant a higher than normal payment.  

 

The Governing Body must ensure that the maximum of the Headteacher’s pay range and any additional 

payments made under Section 2, paragraph 10 of the STPCD 2014, does not exceed the maximum of the 

Headteacher group by more than 25% other than in exceptional circumstances; in such circumstances the 

Governing Body must seek external independent advice before providing such agreement and support its 

decision with a business case. 

 

The maximum of the Deputy Headteacher or Assistant Headteacher’s pay range must not exceed the maximum 

of the Headteacher group for the school, calculated in accordance with Section 2, paragraphs 6 to 8 of the 

STPCD 2014. The pay range for a Deputy Headteacher or Assistant Headteacher should only overlap the 

Headteacher’s pay range in exceptional circumstances. 

 

4.3.2. Determination of temporary payments to Headteachers  

 

Subject to Section 2, paragraph 10.2 to 10.4 of the STPCD 2014, the Governing Body may determine that 

additional payments be made to a Headteacher for clearly temporary responsibilities or duties that are in 

addition to the post for which their salary has been determined. In each case the Governing Body must not have 

previously taken such reason or circumstance into account when determining the Headteacher’s pay range. 

 

Subject to Section 2, paragraph 10.3 of the STPCD 2014, the total sum of the temporary payments made to a 

Headteacher in accordance with paragraph 10.1 in any school year must not exceed 25% of the annual salary 

which is otherwise payable to the Headteacher, and the total sum of salary and other payments made to a 

Headteacher must not exceed 25% above the maximum of the Headteacher group, except as set out in 

paragraph 10.4. 

 

Section 2, paragraph 10.2 of the STPCD 2014 does not apply to additional payments made in accordance with: 

 

(a) Section 2, paragraph 25 where those residential duties are a   

 requirement of the post; or 

 

(b) Section 2, paragraph 27 to the extent that the payment is in   

respect of housing or relocation expenses which relate solely to the personal circumstances of that 

Headteacher. 

 

The Governing Body may determine that additional payments be made to a Headteacher which exceed the 

limit set out in Section 2, paragraph 10.2 of the STPCD 2014 in wholly exceptional circumstances and with the 

https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/341987/Implementing_your_school_s_approach_to_pay_departmental_advice.pdf
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agreement of the Governing Body. The Governing Body must seek external independent advice before 

producing a business case seeking such agreement. 

 

4.3.3. Limits on payments to Headteachers 

 

In accordance with Section 3, paragraph 12 to 14 of the STPCD 2014, the Governing Body should have 

oversight of a Headteacher’s entire role and any paid responsibilities attached to the role. This should 

ensure that the Governing Body can take a fully informed decision about the appropriate remuneration for 

the Headteacher and any consequential implications for the pay of other staff who may be taking on 

additional responsibilities in the absence of the Headteacher. 

 

It should be wholly exceptional for the total value of the salary and temporary payments that are paid to a 

Headteacher to exceed the limit of 25% of the amount that corresponds to the maximum of the Headteacher 

group for the school or schools in any given year. If it is considered that there are wholly exceptional 

circumstances that warrant payments that exceed this limit, the Pay Committee must make a business case for 

the payment to the full Governing Body. The Governing Body must seek external independent advice from an 

appropriate person or body, who can consider the provisions of the Document and whether they have been 

properly applied to the Headteacher’s pay and subsequently advise the Governing Body, before they decide 

whether it is justifiable to exceed the limit in each particular case.  

 

There must be a clear audit trail for any advice given to the Governing Body and a full and accurate record of 

all decisions (minuted by the clerk) made by the Governing Body and the reasoning behind it  

 

Where a Headteacher receives a payment under Section 2, paragraph 25 of the STPCD 2014 in respect of 

residential duties which are a requirement of the post, that amount does not count towards the 25% limit. 

Where a Headteacher is awarded a non-monetary benefit under Section 2, paragraph 27 (relating to R&R 

incentives) and it is not a relocation benefit that relates solely to the personal circumstances of that 

Headteacher, the monetary value of the benefit counts towards the 25% limit. 

 

4.3.4. Pay progression for leadership group who are subject to the STPCD 2014 

 

It is the responsibility of the Governing Body to ensure that performance based progression reflects 

individual performance. 

 

The Pay Committee will consider annually whether or not to increase the salary of members of the 

Leadership group who have completed a year of employment since the previous pay determination, and if 

they do so what salary within the pay range they have determined, under the STPCD 2014 it will be. 

 

In accordance with Section 2, paragraph 11 of the STPCD 2014, pay progression will be subject to the 

following: 

 

 The decision whether or not to award pay progression will be related to the individual’s performance, 

as assessed through the schools appraisal policy. 

 A recommendation on pay will be made in writing as part of the appraisal report of a member of 

the Leadership group, and in making their decision the Pay Committee must have regard to this 

recommendation. 

 

 Pay decisions must be clearly attributable to the performance of the individual. 

 

 Sustained high quality of performance having regard to the results of the most recent appraisal carried 

out in accordance with the appraisal policy should give the individual an expectation of progression up 

the pay range. 

 

 Where in accordance with the provisions of an earlier Document, the Governing Body has determined 

a pay range the maximum of which exceeds the highest salary payable under the STPCD 2014 it must 

continue to pay any salary determined by reference to that pay range until such time as it reassesses 

the pay range for its leadership posts under the provisions of the STPCD 2014. 

 

It is recommended that the Governing Body/Pay Committee determine Leadership pay progression for 

September 2015 based on the arrangements in the STPCD 2014 and the 2014 Pay Policy.  



 

 

5. OTHER TEACHERS 

 

5.1. The Governing Body/Pay Committee should determine teachers' pay progression for September 2014 based 

on the STPCD 2013 and the 2013 Pay Policy.  

 

It is recommended that the Governing Body/Pay Committee should determine teachers' pay progression for 

September 2015 based on the arrangements in the STPCD 2014 and the 2014 Pay Policy.  

 

5.2. The pay for new appointments and September 2015 pay progression shall be made in accordance 

with the provisions of the STPCD 2014. Details are as follows: 

 

In this school, all teachers can expect to receive regular, constructive feedback on their performance and 

are subject to appraisal which recognises their strengths, informs plans for their future development, and 

helps to enhance their professional practice. The arrangements for teacher appraisal are set out in the 

school's appraisal policy for teachers. 

 

The Governing Body expects all teachers to perform at the highest possible level and to continue to 

improve their professional practice year on year. Appraisal objectives will be progressive and 

developmental, thereby ensuring that good performance is rewarded and that good teachers have the 

opportunity over a number of years, to progress to the maximum of their respective pay range. 

 

Decisions regarding pay progression within the relevant ranges set out in 5.4 to 5.7 of this pay policy will 

be based on an assessment of the overall performance of the teacher with reference to teachers’ appraisal 

statements and the pay recommendation they contain.  

 

Each teacher's performance will be assessed against the Teachers' Standards to a level that is consistent 

with what should reasonably be expected of that teacher, given their current role and level of experience. 

 

Assessments of performance will be properly rooted in evidence.  

 

Final decisions about whether or not to accept a pay recommendation will be made by the Pay Committee, 

having regard to the appraisal report and taking into account advice from the Headteacher/appraiser. The 

Pay Committee will consider its approach in light of the school's budget and ensure that appropriate 

funding is allocated for pay progression at all levels. 

 

A decision not to award pay progression may be made without recourse to capability procedures.  

 

Where a decision not to progress is made, the teacher will be supported through the appraisal process to 

improve their performance as appropriate. 

 

Any pay increase awarded to a teacher on the Main Pay Range, the Upper Pay Range, or the 

unqualified teacher pay range, in accordance with the STPCD 2014 or any movement between those 

pay ranges must be permanent for as long as the teacher remains employed within the same school. 

 

In the case of Newly Qualified Teachers, whose appraisal arrangements are different, pay decisions will be 

made by means of the statutory induction process. In normal circumstances, if the NQT has passed their 

statutory induction period at the date of determination of pay, pay progression of one point will be 

recommended.  

 

5.3. Sources of Evidence 

 

The evidence to be considered in assessing performance will include the triangulated teaching and learning 

performance; and may include; 

 work scrutiny; 

 pupil progress data; 

 quality of teaching against the Teaching Standards, including observed practice; 

 self-assessment; 

 professional dialogue; 



 received feedback; 

 appraisal statements; 

 impact of CPD. 

 

Also, in the case of an Upper Pay Range teacher and Leading Practitioners, evidence of their contribution 

beyond their own classroom and their impact on the wider school must be considered. 

 

5.4. Main Pay Range  

 

The progression points for the Main Pay Range in this school are shown in Appendix 1. 

 

The Headteacher will determine whether there should be any movement on the Main Pay Range in 

accordance with Section 2, paragraph 19 of the STPCD 2014.   

 

Decisions on pay progression will be based on an assessment of the overall performance of the teacher. 

Assessments of performance will be properly rooted in evidence.  

 

To move up the Main Pay Range, one annual point at a time; 

 

 teachers will need to have met their appraisal objectives and have shown that they are competent in all 

elements of the Teachers’ Standards (refer to 5.2, point 5 of this policy);  

 

 teaching should be ‘good’ overall;  

 

 as a teacher moves up the Main Pay Range, the evidence should show the following (The statements 

shown in brackets relate to examples of additional expectations for exceptional performance): 

 

o an increasing positive impact on pupil progress (a positive impact on pupil progress 

across the wider school community (year group / department / whole school)) 

o an increasing impact on wider outcomes for pupils (across the school community and 

actively developing the same in colleagues) 

o improvements in specific elements of practice, such as behaviour management or 

lesson planning (proactive support for improvements in specific elements of the practice 

of others/sharing specialist subject knowledge after lesson planning) 

o an increased contribution to the work of the school (an increased contribution to the 

work of the school and the direct impact on pupil progress) 

o an increasing impact on the effectiveness of staff and colleagues (across the school) 

 

Appraisal objectives will become more challenging as the teacher progresses up the Main Pay Range. 

 

If appraisal objectives have not been fully met and pay progression is still recommended, the decision to 

recommend must be properly rooted in evidence. In all cases, the teacher must be competent in all elements 

of the Teachers' Standards. 

 

If the evidence shows that a teacher has performed exceptionally (see statements relating to exceptional 

performance in brackets above) and has met or exceeded their appraisal objectives, the Headteacher may 

consider the use of the flexibilities for enhanced pay progression, ranging up to the maximum of the MPR. 

Teaching should be ‘outstanding’ overall. The decision to recommend must be properly rooted in evidence. 

 

Further information, including sources of evidence is available at the beginning of this Section. 

The Pay Committee will be advised by the Headteacher. Pay progression, (ie no movement, one point, 

more than one point) will be clearly attributable to the performance of the individual teacher. The Pay 

Committee must be able to justify its decisions. 

 

In the case of Newly Qualified Teachers, whose appraisal arrangements are different, pay decisions will be 

made by means of the statutory induction process. In normal circumstances, if the NQT has passed their 

statutory induction period at the date of determination of pay, pay progression of one point will be 

recommended.  

 



5.5. Upper Pay Range  

 

The progression points for the Upper Pay Range in this school are shown in Appendix 1. 

 

The Headteacher will determine whether there should be any movement on the Upper Pay Range in 

accordance with Section 2, paragraph 19 of the STPCD 2014.   

 

Performance will be assessed annually, however, the determination on Upper Pay Range progression will 

normally only be considered after the teacher has two years substantial and sustained performance since the 

previous pay progression. 

 

Decisions on pay progression will be based on an assessment of the overall performance of the teacher. 

Assessments of performance will be properly rooted in evidence.  

 

In making such a determination (of one point), the Headteacher will take into account: 

 the evidence base, which should show that the teacher has had a successful appraisal and has met their 

appraisal objectives; 

 the criteria set out in Section 2, paragraph 15.2 of the STPCD 2014; namely that the teacher is highly 

competent in all elements of the Teachers' Standards (refer to 5.2, point 5 of this policy); and that the 

teacher’s achievements and contribution to an educational setting or settings are substantial and 

sustained and evidence that the teacher continues to maintain the criteria set out in Section 7 of this 

policy "Movement to the Upper Pay Range"; 

 evidence that the Upper Pay Range teacher is demonstrating increasing proportions of outstanding 

teaching overall. 

 

Appraisal objectives will become more challenging as the teacher progresses up the Upper Pay Range. 

 

If appraisal objectives have not been fully met and pay progression is still recommended, the decision to 

recommend must be properly rooted in evidence. In all cases the teacher must be highly competent in all 

elements of the relevant standards. 

Where it is clear from the evidence that a teacher has performed exceptionally, in relation to the criteria 

and has met or exceeded their appraisal objectives, the Headteacher may consider the use of the 

flexibilities for enhanced pay progression ranging from the minimum to the maximum of the UPR. 

Teaching should be ‘outstanding’. The decision to recommend must be properly rooted in evidence.    

 

Further information, including sources of evidence is available at the beginning of this Section. 

The Pay Committee will be advised by the Headteacher. Pay progression, (ie no movement, one point, 

more than one point) will be clearly attributable to the performance of the individual teacher. The Pay 

Committee must be able to objectively justify its decisions. 

 

5.6. Unqualified Teacher  

 

Unqualified teachers will normally be paid on the Unqualified Pay Range. 

 

The progression points for the Unqualified teachers' pay range in this school are shown in Appendix 1. 

 

Where an unqualified teacher is on a recognised “route into teaching” programme, the Headteacher may 

exercise their discretion to pay him/her on the Main Pay Range having regard to his/her skill, qualifications 

and experience. 

 

The Headteacher will determine whether there should be any movement on the Unqualified Pay Range in 

accordance with Section 2, paragraph 19 of the STPCD 2014.   

 

Decisions on pay progression will be based on an assessment of the overall performance of the teacher. 

Assessments of performance will be properly rooted in evidence.  

 



 

In order to progress up the Unqualified Pay Range one annual point at a time, an unqualified teacher will 

need to have met their appraisal objectives and as an unqualified teacher moves up the scale, the evidence 

should show the following (The statements shown in brackets relate to examples of additional expectations 

for exceptional performance): 

 

 an improvement in teaching skills 

 an increasing positive impact on pupil progress (a positive impact on pupil progress across the 

wider school community) 

 an increasing impact on wider outcomes for pupils (across the school community) 

 improvements in specific elements of practice identified to the teacher (proactive support for 

improvements in specific elements of the practice of others) 

 an increasing contribution to the work of the school (an increased contribution to the work of the 

school and the direct impact on pupil progress) 

 an increasing impact on the effectiveness of staff and colleagues (across the school) 

 

Appraisal objectives will become more challenging as the teacher progresses up the Unqualified Pay 

Range. 

If appraisal objectives have not been fully met and pay progression is still recommended, the decision to 

recommend must be properly rooted in evidence.  

 

If the evidence shows that a teacher has performed exceptionally (see statements relating to exceptional 

performance in brackets above) and has met or exceeded their appraisal objectives the Headteacher may 

consider the use of the flexibilities for enhanced pay progression, ranging up to the maximum of the pay 

range for unqualified teachers. The decision to recommend must be properly rooted in evidence. 

 

Further information, including sources of evidence is available at the beginning of this Section. 

The Pay Committee will be advised by the Headteacher. Pay progression (ie no movement, one point, more 

than one point) will be clearly attributable to the performance of the individual teacher. The Pay Committee 

must be able to objectively justify its decisions. 

 

5.7. Leading Practitioner 

 

Where a Leading Practitioner post is included in the Staffing Structure, each Leading Practitioner will be 

paid within a specified range, within the Pay Range for Leading Practitioners.   

 

The pay range for Leading Practitioners is shown in Appendix 1. 

 

The Governing Body will specify the range for an individual post and will determine the number and value 

of pay progression points within that range. 

 

The Governing Body will have regard to the challenge and demands of the individual post and internal pay 

relativities. 

 

Different Leading Practitioner posts may have a different specified range, having regard to the demands 

and challenges of the individual post and pay differentials within the school. 

 

The Governing Body will take account of Section 2, paragraph 51.1 of the STPCD 2014 when determining 

the role of a Leading Practitioner in this school. The role should include classroom centred activity, 

excellent pedagogy and practice and teaching champions. Additional duties will be set out in the job 

description of the Leading Practitioner and will include:  

 

 a leadership role in developing, implementing and evaluating policies and practices in the school that 

contribute to school improvement; 

 the improvement of teaching within school (and within the wider school community) which impact 

significantly on pupil progress; 

 improving the effectiveness of staff and colleagues, particularly in relation to specified areas. 

 



The successful candidate for a Leading Practitioner role will normally be expected to have a sustained track 

record of successful performance as a teacher on the Upper Pay Range or higher. 

 

Leading Practitioner roles are for specific posts and are not portable to a different post within the same 

school. 

 

The Headteacher will determine whether there should be any movement on the Leading Practitioners Pay 

Range in accordance with Section 2, paragraph 19 of the STPCD 2014.   

 

Decisions on pay progression will be based on an assessment of the overall performance of the teacher. 

Assessments of performance will be properly rooted in evidence.  

In order to move up the specified range one annual point at a time, the evidence should show the Leading 

Practitioner: 

 has met their objectives; 

 is highly competent in all elements of the Teachers’ Standards (refer to 5.2, point 5 of this policy);  

 is an exemplar of teaching skills, which should impact significantly on pupil progress, within school 

and within the wider school community, if relevant. Leading Practitioners will be expected to 

demonstrate outstanding teaching overall.   

 has made a substantial impact on the effectiveness of staff and colleagues, including any specific 

elements of practice that have been highlighted as in need of improvement;   

 has shown strong leadership in developing, implementing and evaluating policies and practice in their 

workplace that contribute to school improvement. 

 

Appraisal objectives will become more challenging as the teacher progresses up the Leading Practitioners 

specified range. 

 

If appraisal objectives have not been fully met and pay progression is still recommended, the decision to 

recommend must be properly rooted in evidence. In all cases, the teacher must be highly competent in all 

elements of the Teachers' Standards. 

Where it is clear from the evidence that the teacher has performed exceptionally and has met or exceeded 

their appraisal objectives, the Headteacher may consider the use of the flexibilities for enhanced pay 

progression. Teaching should be 'outstanding'. The decision to recommend must be properly rooted in 

evidence. 

 

Further information, including sources of evidence is available at the beginning of this Section. 

The Pay Committee will be advised by the Headteacher. Pay progression (ie no movement, one point, more 

than one point) will be clearly attributable to the performance of the Leading Practitioner. The Pay 

Committee must be able to objectively justify its decisions. 

 

 

6.  PAY ON APPOINTMENT (MPR, UPR, Unqualified and Leading Practitioner) 

 

6.1. The Governing Body will determine the pay range for a vacancy prior to advertising it in accordance with 

the pay policy and STPCD 2014. On appointment the Headteacher will determine the starting salary within 

that range to be offered to the successful candidate. 

 

6.2. In making such determinations, the Governing Body may take into account a range of factors, for example; 

 

 the nature of the post 

 the level of qualifications, skills and experience required 

 market conditions 

 the wider school context 



 

6.3. A decision to appoint a teacher on the UPR will be made in accordance with Section 2, paragraph 14.2 to 

14.3 of the STPCD 2014, which states when a school must pay a teacher on the UPR and when a school 

may pay a teacher on the UPR. 

 

6.4. Newly Qualified Teachers in their first year, will normally be paid on the minimum of the Main Pay Range. 

 

6.5. There is no assumption that an employee will be paid the same rate they were being paid in a previous 

school or as an unattached teacher in a Local Authority. The appropriate salary will be matched to the 

specific post on offer. 

 

In addition to this, the school will use the discretions available within the STPCD 2014, considering any 

equality issues that may arise whilst making these pay decisions. The school will not discriminate against 

teachers on the grounds of a protected characteristic for example direct or indirect discrimination against a 

teacher who has taken a break from teaching to give birth and/or to take care of children. 

 

Further advice should be sought from the Schools HR Team. 

 

 

7.  MOVEMENT TO THE UPPER PAY RANGE 

 

7.1. Any qualified teacher may apply to be paid on the Upper Pay Range once per year in accordance with the 

STPCD 2014. Although, in this school, it is the expectation in normal circumstances that a teacher would 

need to be on the maximum of the Main Pay Range in order to satisfy the criteria below.  

 

7.2. It is the responsibility of the teacher to decide whether or not they wish to make an application.   

 

7.3. Applications must be made by 31 October in each year  

 

The teacher must formally inform the Headteacher that they wish to make the application by 31 October. 

 

(Consideration will be given to accepting late applications where individual circumstances eg absence 

prevent this deadline being met). 

 

Movement to the Upper Pay Range will be backdated to 1 September. 

 

If a teacher is employed at another school(s), they may make separate applications if they wish to apply to 

be paid on the Upper Pay Range in that school(s).  

 

This school will not be bound by any pay decision made by another school or by a Local Authority for 

unattached teachers. 

 

7.4. The Criteria 

 

An application will be successful, if the Headteacher and the Pay Committee are satisfied: 

 

 that the teacher is highly competent in all elements of the Teachers' Standards (refer to 5.2, point 5 of 

this policy); and, 

 that the teacher’s achievements and contribution to an educational setting or settings are substantial and 

sustained. 

 

This means that the teacher has consistently; 

 

 been assessed as meeting their appraisal objectives over a sustained period; 

 

 demonstrated that they meet all of the Teachers' Standards, both in terms of teaching and personal and 

professional conduct, over a sustained period; 

 

and in addition that; 

 



 teaching has been rated as good overall, with some outstanding, over a sustained period; 

 the teacher has demonstrated over a sustained period an ability to support some pupils to exceed 

expected levels of progress/achievement;  

 the teacher has consistently taken responsibility for identifying and meeting their own professional 

development needs and used their learning to improve their own practice and pupils’ learning; 

 the teacher has demonstrated that they have made an impact on the school beyond their own 

class/group(s) over a sustained period. This may include; 

 

 demonstrating an ability to coach, mentor, advise and demonstrate best practice to other teachers 

to enable them to improve their teaching practice; 

 contributing to policy and practice which has improved teaching and learning across the school. 

 

Sustained means maintained continuously over a period of at least 2 school years (a year being defined as 

at least 26 weeks work in any academic year in accordance with the STPCD 2014).  

 

The school will exercise its discretion to consider performance over a lesser period where a teacher has 

been absent for some of the relevant period. See Section 3 of this policy regarding absence. The 

Headteacher should contact the Schools HR Team for advice. 

 

Teachers may use evidence from another school in order to show that they meet the criteria. 

 

7.5. The Assessment 

 

The Headteacher will assess all applications to be paid on the Upper Pay Range and their recommendation 

will be considered by the Pay Committee. 

 

The Headteacher will use the evidence contained in the teachers’ appraisal review to make their 

assessment. 

 

A teacher may, if they wish, provide additional evidence to support their application, but they are not 

obliged to do so. 

 

7.6. Procedure 

 

The Headteacher will discuss their recommendation with the teacher and the Pay Committee will confirm 

the decision in writing.  

 

Where the application is approved, the teacher will progress to the minimum of the Upper Pay Range 

backdated to 1 September. 

 

Where the application is not successful, the Headteacher will provide feedback and the teacher will be 

provided with advice and support though the appraisal process to develop their skills with a view to them 

making a future successful application. 

 

Teachers have the right to appeal any decision not to move them onto the Upper Pay Range. The appeals 

procedure is at Section 17 of this pay policy. 

 

 

8.  ALLOWANCES FOR CLASSROOM TEACHERS 

 

8.1. Teachers on the Main or Upper Pay Ranges may be paid an additional allowance. 

 

Any allowances of a part time teacher except for TLR3s must be determined in accordance with the pro 

rata principle. 

 

8.2. Teaching and Learning Responsibility Payments (TLR’s) 

 

There are 3 TLR levels: TLR1, TLR2 and TLR3. 

 

TLRs may be awarded to teachers on the Main or Upper Pay Range.    



 

Unqualified teachers may not be awarded TLRs. 

 

The annual value of a TLR1 must be no less than £7,471 and no greater than £12,643. 

The annual value of a TLR2 must be no less than £2,587 and no greater than £6,322. 

Posts which attract TLR1 and TLR2s and the amounts are set out in the staffing structure. In accordance 

with Section 2, paragraph 20 of the STPCD 2014, the TLR1 or TLR2 awarded may be permanent while a 

teacher remains in the same post or awarded while a teacher occupies another post in the absence of the 

post-holder. 

 

Section 2, paragraph 20.4 of the STPCD 2014 details the significant responsibility that the teachers duties 

must include to be awarded a TLR. 

 

The school will consider the relative weight of the TLR post and appropriate level of reward. Posts of equal 

weight should be allocated equal value. The value of a new post should be considered in relation to the 

value of existing posts. 

 

Where a TLR 1 or TLR 2 is awarded to a part time teacher they must be paid pro rata at the same 

proportion (pro rata principle) as the teacher's part time contract. The pro rata principle does not apply to 

TLR 3s. 

 

TLR3s are paid for a fixed-term period, for delivery of a significant responsibility in relation to a clearly 

time-limited school improvement project or one-off externally driven responsibility. 

 

The Headteacher will determine which projects should attract a TLR3 payment and the value of the TLR3 

having regard to the context, nature and complexity of the responsibility. 

 

The annual value of an individual TLR3 must be no less than £511 and no greater than £2551 and be in 

accordance with Section 2, paragraph 20.3 of the STPCD 2014. The duration of the fixed term must be 

established at the outset and payment should be made on a monthly basis for the duration of the fixed term. 

 

In determining the allocation and value of TLR3 payments, due regard will be given to ensuring 

consistency, fairness, transparency and value for money. 

 

TLR3s are not subject to safeguarding. 

 

A teacher cannot hold a TLR1 and a TLR2 concurrently. 

 

A teacher in receipt of either a TLR1 or TLR2 may also hold a concurrent TLR3. 

 

Where a TLR is awarded, written notification will be given to the teacher of: 

 

 the nature of the significant responsibility; 

 the level of the payment; 

 the date on which the allowance will end (where appropriate). 

 

Consultation will occur if there is a review of the staffing structure. 

 

 

8.3. Special Educational Needs Allowance 

 

A Special Educational Needs (SEN) allowance of no less than £2043 and no more than £4034 per annum is 

payable to a classroom teacher in accordance with Section 2, paragraph 21 of the STPCD 2014. 

 

Where a SEN allowance is to be paid, the Governing Body will determine the spot value of the allowance, 

taking into account the structure of the school’s SEN provision, whether any mandatory qualifications are 

required for the post, the qualifications or expertise of the teacher relevant to the post and the relative 

demands of the post. 



 

In determining the value of an SEN payment, due regard will be given to ensuring consistency, fairness, 

transparency and value for money. 

 

 

9. PART TIME TEACHERS 

 

The salary and any allowances (except for TLR3s), of a part time teacher must be determined in accordance 

with the pro rata principle as stated in Section 2, paragraph 42 and 43 of the STPCD 2014. 

 

The “pro rata principle” means the proportion of total remuneration which corresponds to the number of 

hours that the teacher is employed in that capacity during the course of the school’s timetabled teaching 

week as a proportion of the total number of hours in the school’s timetabled teaching week. 

 

Part-time teachers are entitled to PPA time pro-rata to full time teachers. 

 

Part-time teachers should be provided with a clear statement of the sessions and hours they will be required 

to work and details of their pay calculation. 

 

Further details on part time pay are available in Section 3, paragraph 38 of the STPCD 2014. 

 

 

10. SHORT NOTICE/SUPPLY TEACHERS 

 

Teachers engaged on a day to day or other short notice basis must be paid in accordance with the provisions 

of the STPCD 2014 on a daily basis calculated on the assumption that a full working year consists of 195 

days, periods of less than a day being calculated pro rata. 

11. SAFEGUARDED PAYMENTS AND ALLOWANCES 

 

11.1. Safeguarding will apply up to a maximum of three years whenever a teacher faces a reduction in salary 

through no fault of their own in accordance with Section 2, Part 5 of the STPCD 2014. 

 

11.2. Where a pay determination leads or may lead to the start of a period of safeguarding, the Governing Body 

will give the required notification as soon as possible and no later than 1 month after the date of the 

determination. 

 

11.3. TLR3s are not subject to safeguarding. 

 

11.4. In accordance with the STPCD 2014, if the safeguarded sums exceed £500 in total, the Governing Body 

must review the teacher's assigned duties and allocate such additional duties to the teacher as they 

reasonably consider are appropriate and commensurate with the safeguarded sum, for as long as the teacher 

continues to be paid the safeguarded sum. 

 

 

12. ADDITIONAL PAYMENTS 

 

12.1. The Governing Body may make such payments as they see fit in accordance with Section 2, paragraph  

26.1 of the STPCD 2014, to a teacher in respect of:  

 

 Continuing professional development undertaken outside the school day. 

 

 Participation in out-of-school hours learning activity agreed between the teacher and the Headteacher. 

 

 Additional responsibilities and activities due to, or in respect of, the provision of services relating to the 

raising of educational standards to one or more additional schools in accordance with Section 2, 

paragraphs 26.1 (d) of the STPCD 2014.  

 

12.2. An appropriate level of payment will be decided prior to activity and the level will depend on the activity 

undertaken. The Governing Body will make the decision on the recommendation of the Headteacher. 

 



12.3. All agreements and payments will be documented. 

 

 

13. SALARY SACRIFICE ARRANGEMENTS  

 

Where the school operates a salary sacrifice arrangement as detailed in Section 2, paragraph 29.1 - 29.2 of 

the STPCD 2014, the employee may participate in any such arrangement and their gross salary may be 

reduced accordingly for the duration of participation. 

 

 

14. RECRUITMENT AND RETENTION INCENTIVES AND BENEFITS 

 

14.1. The Governing Body can award lump sum payments, periodic payments, or provide other financial 

assistance, support or benefits for a recruitment or retention incentive (Section 2, paragraph 27.1 - 27.2 of 

the STPCD 2014). 

 

14.2. It will make clear at the outset, in writing, the expected duration of any such incentive or benefit, and the 

review date after which they may be withdrawn. 

 

14.3. The Governing Body will conduct a regular formal review of all such awards. 

 

14.4. Headteachers, Deputy Headteachers and Assistant Headteachers may not be awarded payments under Section 

2, paragraph 27.1 to 27.2 of the STPCD 2014 other than as reimbursement of reasonably incurred housing or 

relocation costs. All other recruitment and retention considerations in relation to a Headteacher, Deputy 

Headteacher or Assistant Headteacher must be taken into account when determining the pay range.  

 

Where the Governing Body pays a recruitment or retention incentive or benefit to a Headteacher, Deputy 

Headteacher or Assistant Headteacher awarded under a previous Document subject to review, they may 

continue to make that payment at its existing value until such time as the Headteacher, Deputy Headteacher or 

Assistant Headteacher’s pay range is determined under the STPCD 2014. 

 

 

15. HONORARIA 

 

The Governing Body will not pay any honoraria to any member of the teaching staff. 

 

 

16. NON-TEACHING STAFF PAY 

 

16.1. Principles 

 

The underlying principles of this policy apply to all staff in school. 

 

 

 

16.2. Recognition 

 

To recognise outstanding work or to reward work undertaken in addition to a person’s job description, 

honoraria may be paid to non-teaching staff.  

 

Accelerated increments cannot be used. 

 

16.3. Job Evaluation  

 

An assessment of the pay structure has taken place to ensure it meets the needs of the council and the 

school. Reviewing all posts, other than teachers and staff on Soulbury terms and conditions of service, 

using a job evaluation system to ensure there is no discrimination in pay and conditions of service. 

 

 

17.  FORMAL PAY MEETING AND APPEAL PROCEDURE 



 

17.1. An employee may seek a review of any determination in relation to his/her pay or any other decision taken 

by the Pay Committee that affects pay. 

  

A key aspect of the process is the opportunity for the employee to discuss a pay recommendation prior to it 

being confirmed as a pay determination by the Pay Committee. 

 

The opportunity to discuss a pay decision before it is made may also mitigate the need for the formal stages 

of the process. 

 

The following list, which is not exhaustive, includes some possible reasons for seeking a review of a pay 

recommendation or determination. 

 

That the person or the Pay Committee by whom the decision was made – 

 

 incorrectly applied any provision of the policy/document, 

 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     or 

 otherwise unlawfully discriminated against the employee. 

 

The employee is entitled to be accompanied to any formal meeting or appeal by a representative from their 

trade union or work colleague. 

 

It is important to ensure that all parties understand the need for confidentiality, and adhere to it. 

 

When an employee with a disability makes a request for a review or makes an appeal, reasonable 

adjustments should be made. 

 

The procedure to follow: 

 

17.2. Pay recommendation 

 

The appraiser will inform the employee of the pay recommendation as part of the appraisal process. 

 

17.3. Informal discussion 

 

If the employee is dissatisfied with the pay recommendation, they should raise it informally with the 

Headteacher within 10 working days of the appraisal outcome.  

 

The appraiser will be invited to attend the discussion (if not the Headteacher). 

 

17.4. Formal pay meeting 

 

If, having had an informal discussion with the Headteacher, the employee believes that an incorrect 

recommendation has been made, the employee should submit a formal written statement to the Headteacher 

setting down in writing the grounds for not agreeing with the pay recommendation within 10 working days 

of the informal discussion.  

 

The employee will be given the opportunity to make representation at a formal pay meeting with a 

representative(s) of the Pay Committee. This may be an individual member of the Pay Committee. The 

employee will be notified in writing of the pay recommendation outcome. 

 

17.5. Pay determination 

 

Once the Pay Committee has considered all the pay recommendations, the pay determination and the basis 

on which the decision was made will be communicated in writing to all teachers. 

  

17.6.  



17.7. Appeal 

 

Should the teacher not agree with the formal written pay determination, the teacher may appeal the 

decision.  

 

An appeal should be raised within 10 working days of the written outcome of the pay determination. 

 

An appeal should be heard by a panel of three governors who were not involved in the original 

determination or at a previous stage. The employee will be given the opportunity to make representation in 

person.  

Pay Appeals should be formally clerked and a written record of proceedings made. 

 

The decision of the appeal panel will be given verbally and confirmed in writing within 2 working days (or 

as soon as practicable thereafter). Where the appeal is rejected, the letter will include a note of the evidence 

considered and the reasons for the decision.  

 

The decision is final and there is no further right of appeal.  

 

The pay meeting and the appeals procedure performs the function of the grievance procedure on pay 

matters and therefore decisions should not be reopened under the general grievance procedure. 
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