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Section A – General

A1  	Purpose

This policy sets out the framework and principles that the school will use to determine the pay of staff.  It covers all areas where the Governing Body has discretion to make these decisions for Teachers and support staff. 

It covers the period 1st September 2025 to 31st August 2026. 

A2	Policy Statement

The Governing Body of South Bank Primary School seeks to ensure that all members of the workforce are valued and receive proper recognition and remuneration for their work and their contribution to school life.

In determining this policy the Governing Body has taken into account all relevant legislation; codes of good practice and the School Teachers’ Pay and Conditions Document (STPCD).  This pay policy should be read in conjunction with the school’s appraisal policy, which outlines the procedures and the criteria for determining pay progression on the grounds of performance.  

A3	Aims

To maintain and improve the quality of education provided for pupils in the school by having a pay policy that supports the school’s stated aims and improvement plan.

To identify the principles by which the salary decisions for all staff will be made.

To operate pay arrangements in accordance with Equal Pay legislation and the principles of equal pay for work of equal value.

To ensure accountability, objectivity and equality of opportunity (including compliance with equalities legislation).

To show clearly the school staffing structure and the graded value of each post within it.

To clearly identify the proposed timetable for annual salary reviews, including the consideration of staff for performance related pay.

To demonstrate to all staff that the Governing Body is managing its policy on pay in a fair, consistent and responsible way.     

To show a commitment to involving all members of staff and their Professional Associations/Trade Unions in consultation on discretionary areas of pay and conditions of service.

To ensure that job descriptions and person specifications are available for all posts and that job descriptions are formally updated and agreed with existing staff on a yearly basis as part of the annual performance appraisal.

To ensure the staffing structure provides realistic career development opportunities for staff.

To provide a means of recruiting staff in accordance with the school’s needs taking into account appropriate equal opportunity policies and employment legislation and the appropriate guidance on safer recruitment practice.

To respond to recruitment and retention problems where they exist.

A4	Decision making process

In applying this policy the Governing Body will have due regard to the following:

The School Teachers’ Pay and Conditions Document and Guidance currently in force;

The Education (School Teacher’s Appraisal) (England) Regulations 2013;

Conditions of Service for School Teachers in England and Wales (Burgundy Book August 2000);

The National Joint Council for Local Government Services National Agreement of Pay and Conditions of Service (Green Book);

The Education (Review of Staffing Structures) (England) Regulations 2005;

The School Staffing (England) Regulations 2009;

Locally agreed conditions of service negotiated and facilitated by Redcar and Cleveland Borough Council, including the job evaluation arrangements for support staff.

The Governing Body will ensure the Pay Policy is followed, having considered recommendations from the Head Teacher on all matters with the exception of his/her own salary.  

The Governing Body at this school has delegated responsibility for pay review decisions to the Pay Review Committee.  The Pay Review Committee will administer the Governing Bodies behalf, including the determination of grades and salaries where appropriate.

The Pay Review Committee comprises of a minimum of three Governors and does not include Staff Governors. 

The Pay Review Committee’s remit is:

· To ensure that each Teacher’s salary is reviewed annually, with effect from 1st September.  

· To consider reviews at other times in 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.

· Determine on review or appointment a salary range for Head Teachers, Deputy Head Teachers and Assistant Head Teachers in accordance with the STPCD.

· To agree a pay scale for leadership posts as stated in the current STPCD with effect from 1st September 2025.

· To agree a pay scale for Main Pay, Upper Pay, Leading Practitioners and Unqualified Teachers within the minimum and maximum points as stated in the current STPCD with effect from 1st September 2025.

· Determine how pay decisions will take into account the performance of Teachers in applying the uplift to the national framework for September 2025.

· To apply fairly, criteria related to discretionary areas of pay, as identified within the Pay Policy.

· To determine salary at the time of the annual review for all staff.

· To consider the recommendations of the Head Teacher, Head Teacher’s Appraisal/Performance Management Committee/Pay Review Committee or delegated representative in relation to the pay of the school workforce.

· To consider initial representations made by staff where there is a dispute regarding pay.  

· To ensure that statutory and contractual requirements are applied to all staff groups.

· To ensure that adequate records of decisions are kept.

· To ensure that there is pay relativity between posts within the school.  Where possible, appropriate differentials will be created and maintained, following the appropriate guidelines.

The remit may also include:

Regular review of job descriptions, and where responsibility or accountability is increased, to reconsider the grade in accordance with the appropriate guidelines.  They will ensure that support staff jobs in the school are evaluated using the council’s job evaluation scheme.   

A5	Relationship with School Staffing Structure

The staffing structure of the school, as agreed by the Governing Body following consultation with staff and recognised trade union representatives, is set out in Appendix A of this policy.

Further changes to the school staffing structure may be required from time to time.  Staff and recognised trade union representatives will be consulted about any proposals to change the staffing structure. Any review will be in accordance with any policies adopted by the Governing Body.

A6	Job Descriptions and Person Specifications
	
Job descriptions will be provided for all members of staff, on behalf of the Governing Body. These will be reviewed as part of the appraisal process to check that they are still appropriate; any changes will be made as part of the performance management process and in consultation with staff and trade unions.

All job descriptions will be produced in standard format and will include the following: key areas of responsibility, duties of the post, grade, and where appropriate, the management and/or teaching and learning responsibilities of staff. 

The Governing Body will seek to ensure that there is pay relativity between posts within the school.  Where possible, appropriate differentials will be created and maintained, following the appropriate guidelines.

The Governing Body will ensure that support staff jobs in the school are evaluated using the Council’s job evaluation scheme.

[bookmark: _Hlk180500122]A7 	Pay progression based on performance

In this school all Teachers can expect to receive regular, constructive feedback on their performance and are subject to annual appraisal that recognises their strengths, informs plans for their future development and helps to enhance their professional practice.  The arrangements for Teachers appraisal are set out in the school’s Appraisal Policy.

Decisions regarding pay progression will be made with reference to the Teachers’ appraisal reports and the pay recommendations they contain.  In the case of Newly Qualified Teachers (NQT’s), whose appraisal arrangements are different, pay decisions will be by means of the statutory induction process.  It will be possible for a ‘no progression’ determination to be made without recourse to the Capability Procedure.

To be fair and transparent, assessments of performance will be properly rooted in evidence.  In this school we will ensure fairness using a variety of assessment methods which can include:
· Lesson observations (limited and proportionate to avoid excessive workload).
· Work scrutiny (e.g., marking, assessment outcomes).
· Pupil progress and attainment data contextualised appropriately.
· Professional dialogue and reflective accounts.
· Regular, informal feedback supports ongoing development, preventing surprises at the review stage.
· Mid-cycle reviews and catch-ups help identify progress and address emerging concerns promptly.
· Support (mentoring, coaching, training) is offered proactively where development needs are identified.
· Contributions to wider school activities and professional development.

Teachers will be eligible for an annual pay progression until they reach the top of their pay range dependent on appraisal outcomes and meeting the agreed objectives.	

A8	Recruitment and Selection

The Governing Body will operate within the schools agreed procedure for recruitment and selection, taking into account employment legislation, safer recruitment arrangements and the provisions of the Education Acts.

A9	Equality of Opportunity and Employment Legislation

The Governing Body support equality of opportunity and will abide by all relevant legislation and codes of practice. In particular it will not discriminate on the grounds of race, color, nationality, ethnic or national origin, gender, sexual orientation, religious belief, marital status, disability, age, fixed term or part time working.  

A10	Confidentiality and Record Keeping

Under the Freedom of Information Act 2000 we will publish this pay policy through our scheme of publication.

The Governing Body will ensure that pay recommendations and decisions are confidential.  The Pay Review Committee will report its decisions to the full Governing Body for information in summary form.

The Governing Body will ensure that staff are notified in writing of any pay decision no later than one month after the decision is made.  

Records of pay decisions and any appeals will be retained by the Governing Body for a minimum period of 6 years.

A11	Monitoring and Review

The Governing Body will monitor its application of this policy, particularly to ensure that our practices are fair and do not discriminate unlawfully.

The Governing Body will review this policy every year taking into account any changes in the School Teachers’ Pay and Conditions Document, conditions of service for support staff and any relevant changes to employment legislation.  The Governing Body will seek to agree any revisions with recognised trade unions after consultation with all staff.

Statutory regulations and guidance will take precedence in the event of any inadvertent contradictions with this policy.

Section B - Teaching Staff

B1	New Appointments

B1.1	The Governing Body will determine the pay range for a vacancy prior to advertising. 
On appointment it will determine the starting salary within that range to be offered to the successful candidate.

In making such determinations, the Governing Body may take into account a range of factors, which may include:

· the nature of the post;
· the level of qualifications, skills and experience required;
· market conditions;
· the wider school context

The Governing Body will, if necessary, use its discretion to award a recruitment incentive to secure the candidate of choice. There is no assumption that a Teacher will be paid at the same rate as they were being paid in a previous school.

All newly qualified Teachers will start at M1, irrespective of degree qualifications.

All newly appointed Teachers will receive a written offer, which clearly states their starting salary and point on the pay scale.

B1.2	The full Governing Body will follow a three-stage process for new appointments to a Headship 
or the wider leadership team:

Stage 1 – Defining the role and determining the Head Teacher group
Stage 2 – Setting the indicative pay range
Stage 3 – Deciding the starting salary and individual pay range

When determining the leadership pay, the Governing Body will take into account all of the permanent responsibilities of the role, any challenges that are specific to the role and all other relevant considerations.   

The Governing Body will assign the School to a Head Teacher Group and will determine the appropriate broad pay range in respect of the Head Teacher.

For other leadership groups, the Governing Body will consider how the particular role fits within the wider leadership structure of the School when setting a pay range.

The Governing Body will ensure that this process is carried out in a fair and transparent manner and will ensure that all decisions and the reasons for them are well documented at each stage.

B2	Setting Pay Scales
B2.1	Pay Range for Leadership Group 
The full Governing Body will assign the school to a Head Teacher Group for the purpose of determining pay ranges and pay progression of the members of the leadership group.  They will then determine a salary for the Head Teacher, Deputy Head Teacher(s) in accordance with paragraphs 4 to 7 of the STPCD.  
The Governing Body has established the following reference points (pay scales) for the Head Teacher, Deputy Head Teacher(s) or Assistant Head Teacher(s) effective from 1st  September 2025:

Pay Range for Leadership Group 2025
	Minimum

	£51,773

	Maximum

	£143,796







The pay range for Head Teacher in this school will be:
L19
To 
L24

The pay range for Deputy Head Teacher in this school will be:
L11
To 
L15


B2.2	Leading Practitioners

Such posts may be established for Teachers whose primary purpose is the modelling and leading improvement of teaching skills, where those duties fall outside the criteria for the TLR payment structure. When determining the pay scales for such posts, the Governing Body will do this by reference to the weight of the responsibilities of the post and bear in mind the need to ensure pay equality where posts are equally onerous and fair pay relativities between posts of differing levels of responsibility. 

The Governing Body will determine the pay spine for Leading Practitioners in accordance with the agreed pay spine and the STPCD as detailed below:

	Pay Range for Leading Practitioners

	
Minimum 
	£52,026

	
Maximum
	£79,092



B2.3	Main and Upper Pay Scales

The Governing Body has established the following reference points (pay scales) for classroom teacher posts on the Main Pay Range and Upper Pay Range effective from 1st  September 2025.

Main Pay Scale                         	England & Wales
	
Minimum
	
£32,916

	
Maximum:
	
£45,351



	The Main Pay Range in this school consists of 6 points which is set out below:
1	£32,916
2	£34,822
3	£37,101
4	£39,555
	5	£42,057
6	£45,351

Where teachers have failed to meet their agreed objectives the Governing Body may determine that no award is to be made.

B2.4	Upper Pay Scale                      	England & Wales

	
Minimum 
	£47,472

	
Maximum
	£51,047



	The Upper Pay Range in this school consists of 3 points which is set out below:

1 £47,472
	2	£49,232
	3	£51,047

B2.5	Unqualified Pay Range Teachers/Instructors

The Governing Body recognise that there are some specific posts where the appointment of an Unqualified Teacher may be appropriate, with no expectation that the Unqualified Teacher be working towards Qualified Teacher status, for example swimming instructor, sports coaches, an artist to teach art, a musician to teach music, an actor to teach drama etc.  

An Unqualified Teacher must be paid such salary within the minimum and maximum of the Unqualified Teacher Pay Range set out below as the relevant body determines.  The pay range for Unqualified Teachers is:

	Unqualified Teachers		England & Wales

	
Minimum
	£22,600

	
Maximum
	£35,258



	The Unqualified Teacher Pay Range in this school consists of 6 points which is set 	out below:

1	£22,600
2	£25,193
3	£27,785
4	£30,071
5	£32,562
6	£35,258

The Governing Body will determine at which point a newly appointed Unqualified Teacher enters the scale.

B2.6	An Unqualified Teacher Who Becomes Qualified

Upon obtaining qualified teacher status an unqualified teacher will be transferred to a salary within the Main Pay Range for Teachers.  

If the Teacher continues to be employed at the school upon becoming qualified: 

· They will be paid a salary which is the same as, or higher than, the salary paid to them on the Unqualified Pay Range including any allowances or safeguarded sums.  

· A Teacher who obtains Qualified Teacher status retrospectively will be paid a lump sum for the payment of remuneration at the time when Qualified Teacher status was effectively obtained.  The lump sum payable will be the difference (if any) between the remuneration the Teacher was actually paid as an Unqualified Teacher and the salary (not including any allowances) the Teacher would have been paid as a Qualified Teacher, from the date Qualified Teacher status was effectively obtained to the date when the lump sum is paid.

B3	Salary Reviews

B3.1	The Pay Review Committee will review every Teacher’s salary with effect from 1st 	September each year.  

B3.2	In relation to staff who are absent on maternity leave or long term sick leave (in accordance 
with the STPCD) a successful annual performance review is required before progressing through the Upper Pay Range.

B3.3	In exceptional circumstances the timescales may be extended for example where a 
Teacher is absent because of maternity, adoption, paternity, pregnancy and any periods of long-term sick absence and additional time is needed to complete the process.  Arrangements will be made for a performance review and subsequent salary review to take place no later than three months after their return to work.    The pay award may be backdated to September 1st in line with the appraisal cycle.  

B3.4	The Committee may review a Teacher’s salary 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 their pay.

B3.5	Teachers will be provided with a written pay statement within one month of their salary review.  
	
	This will include the information required by Part 1, Paragraph 3.4 of the STPCD, specifically:

· The position within the pay range that the Teacher is paid on;
· In the case of Leadership Group or the pay range for Leading Practitioners, the basis on which their remuneration has been decided and the criteria, including performance objectives, that will be used to review their salary in the future;
· Any additional payments or allowances paid to the Teacher; and
· Where relevant any safeguarding arrangements, that apply.

B3.6	Teachers may appeal against their salary review by using the procedure set out in 	Appendix C.


B4 	Teachers Appraisal

B4.1	All members of teaching staff are required to participate in the arrangements made for their 
appraisal, in accordance with their conditions of employment and the Education (School Teachers’ Appraisal) (England) Regulations 2012 and the School’s Policy for Teacher Appraisal.

B4.2	Under the appraisal arrangements as detailed in the Schools Appraisal policy the reviewer will seek to agree objectives which will be used along with the relevant standards to assess the reviewee’s performance. The decisions regarding pay progression will be made with reference to the Teacher’s appraisal reports and the pay recommendations they contain.

B4.3	It will be possible for a ‘no progression’ determination to be made without recourse to the Capability Procedure.

B4.4	In the case of NQT’s; pay decisions will be made by means of the statutory induction process.

B4.5	To be fair and transparent, assessments of performance will be properly rooted in evidence. 
In this school we will ensure fairness by ensuring that the Head Teacher or nominated person will moderate objectives and assessments to ensure that they are consistent across the school.  

The evidence we will use may include:

· Lesson observations (limited and proportionate to avoid excessive workload).
· Work scrutiny (e.g., marking, assessment outcomes).
· Peer review
· Pupil progress and attainment data contextualised appropriately.
· Professional dialogue and reflective accounts.
· Regular, informal feedback supports ongoing development, preventing surprises at the review stage.
· Mid-cycle reviews and catch-ups help identify progress and address emerging concerns promptly.
· Support (mentoring, coaching, training) is offered proactively where development needs are identified.
· Contributions to wider school activities and professional development.

B4.6	Teachers’ appraisal reports will contain pay recommendations. Final decisions about whether 
or not to accept a pay recommendation will be made by the Pay Review Committee, having regard to the appraisal report and taking into account advice from the senior leadership team if appropriate. 

The Pay Review Committee will consider its approach in the light of the school’s budget and ensure that appropriate funding is allocated for pay progression at all levels.

B5	Pay Progression Based on Performance

B5.1	Annual pay reviews for teaching staff who have completed a year of employment (as defined 
in the STPCD) since the previous annual pay determination will be carried out by the Pay Review Committee.    
B5.2	Judgements on performance will be made against the extent to which Teachers have met 	their individual objectives and the relevant standards and how they have contributed to:

· Impact on pupil progress
· Impact on wider outcomes for pupils
· Improvements in specific elements of practice, such as behaviour management or lesson planning
· Impact on effectiveness of teachers or other staff
· Wider contribution to the work of the school This should be determined in consultation with recognised trade unions

B6	Leadership Group Pay

B6.1	The Governing Body will only review the pay of those currently in leadership posts when there 	is a significant change to an individual’s responsibilities.

The Governing Body will ensure that the maximum of the Deputy or Assistant Head Teachers’ pay range does not exceed the maximum of the Head Teacher group for the school.  It will also ensure that the pay range for a Deputy or Assistant Head Teacher will only overlap the Head Teachers range in exceptional circumstances.

The pay range for the Head Teacher will not normally exceed the maximum of the Head Teacher group.  Where the Governing Body determines that circumstances specific to the role or candidate warrant a higher than normal payment they will ensure that the maximum of the Head Teachers’ Pay Range and any additional payments made under paragraph 10 does not exceed the maximum of the Head Teacher Group by more than 25% unless 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 reasons for awarding an additional payment must be clearly justified.  

Discretionary payments up to 25% limit should be regularly monitored so that the responsibilities for the awarded amounts can be changed without safeguarding.

The Governing Body will ensure that there is appropriate scope within the leadership ranges to allow for performance related progression over time.

B6.2	Pay progression for existing Head Teachers 

The appointed Governors for performance management will meet with the Head Teacher and consider progress against previously agreed objectives and agree the new objectives for the following year.  The objectives will be agreed as early as possible in the autumn term.  

Following the review of performance the appointed Governors will make an appropriate recommendation to the Pay Review Committee.

If good progress towards achieving the performance objectives has been made and there has been sustained high quality performance overall, the Pay Review Committee may recommend an increase of not more than two points in the course of a year within the relevant salary range.  Where an award is made, this will be paid with effect from 1st September, backdated as appropriate.

The Pay Review Committee have discretion to award one or two points for performance based on the available evidence:

· The Pay Review Committee will award one point where there has been a successful review of overall performance and the Teacher has met or made substantial progress towards their objectives;
· In exceptional circumstances the Pay Review Committee will award two points after considering the degree of challenge in the performance objectives, the extent to which they have been met or exceeded and evidence of the Teacher’s professional growth by developing their leadership and (where relevant) teaching expertise.)

A Head Teacher who fails to achieve the performance objectives, or has not made substantial progress towards them, will not receive an increase.

Where a Governing Body decides that there is an exceptional case for exceeding the 25% limit, a business case should be made and be presented to the full Governing Body.  The Governing Body must seek external, independent advice in these cases and in reaching its decision.

Discretionary payments up to 25% limit should be regularly monitored so that the responsibilities for the awarded amounts can be changed without safeguarding.

B6.3	Pay progression for existing Deputy and Assistant Head Teachers 

The Governing Body delegates to the Head Teacher the agreement of performance objectives with the other members of the Leadership Group. Objectives will be agreed and reported to the Pay Review Committee as early as possible in the autumn term.

The Pay Review Committee will consider the recommendations of the Head Teacher and recommend movement up the pay range where appropriate.

If good progress towards achieving the performance objectives has been made, and there has been sustained high quality performance overall, the Pay Review Committee may recommend an increase of not more than two points in the course of a year within the relevant salary range.  

The Pay Review Committee have discretion to award one or two points for performance based on the available evidence:

· The Pay Review Committee will award one point where there has been a successful review of overall performance and the teacher has met or made substantial progress towards their objectives;
· In exceptional circumstances the Pay Review Committee will award two points after considering the degree of challenge in the performance objectives, the extent to which they have been met or exceeded and evidence of the teacher’s professional growth by developing their leadership and (where relevant) teaching expertise.)

Where an award is made, this will be paid with effect from 1st September, backdated as appropriate.

A Deputy or Assistant Head Teacher who fails to achieve the performance objectives, or has not made substantial progress towards them, will not receive an increase.

B7	Pay progression for Upper Pay Range Teachers

B7.1	Pay determination effective from 1st September 2025

The Pay Review Committee must pay a Teacher on the Upper Pay Range if:

a. The Teacher is employed in a school as a post-threshold Teacher, for as long as the Teacher is so employed at that school without a break in the continuity of their employment; or
b. The Teachers successfully applied to this school to be paid on the Upper Pay Range in accordance with paragraph B7.2 of this document, the Teacher is still employed at this school and there has been no break in continuity of employment;
c. The Teacher was employed as a member of the Leadership Group in the school and has continued to be employed at the school without a break in their continuity of employment, was appointed on or after September 2000 and occupied such as post, or posts, for an aggregate period of one year or more.

and the Teacher will not be paid on the pay range for Leading Practitioners or as a member of the Leadership Group.

The Pay Review Committee may pay a Teacher on the Upper Pay Range if the Teacher meets the criteria outlined in paragraph 15.2 in the STPCD 2025 document.

Any Qualified Teacher may apply to be paid on the Upper Pay Range and it is the responsibility of the Teacher to decide whether or not they wish to apply. Teachers wishing to be considered for progression onto the Upper Pay Range should apply to the Head Teacher in accordance with the provisions of the document and must be assessed in line with this policy.

Applications may be made at least once a year.

B7.2	Assessment

Teachers who wish to be assessed for payment on the Upper Pay Range should submit their application to the Head Teacher in the autumn term between the dates of 1st September and 31st October. 

Qualified Teachers may apply to be paid on the Upper Pay Range at least once a year.  The Pay Review Committee will assess any such application received and make a determination on whether the Teacher meets the following criteria:

a. That the Teacher is highly competent in all elements of the relevant standards; and
b. That the Teacher’s achievements and contribution to an educational setting or settings are substantial and sustained.

An example Application Form for Upper Pay Range Assessment can be found within Appendix D.

Progression through the Upper Pay Range is not automatic.  Teachers will only progress following a successful appraisal review, and where the relevant body is satisfied of the following: 

a) That the Teacher is highly competent in all elements of the relevant standards.

For the purposes of this pay policy highly competent means:

performance which is not only good but also good enough to provide coaching and mentoring to other Teachers, give advice to them and demonstrate to them effective teaching practice and how to make a wider contribution to the work of the school, in order to help them meet the relevant standards and develop their teaching practice, 

and

b) 	That the Teacher’s achievements and contribution to the school are substantial and 	sustained.

For the purposes of this pay policy substantial means:

of real importance, validity or value to the school; play a critical role in the life of the school; provide a role model for teaching and learning; make a distinctive contribution to the raising of pupil standards; take advantage of appropriate opportunities for professional development and use the outcomes effectively to improve pupils’ learning

For the purposes of this pay policy sustained means:

maintained continuously over a long period - 2 school years

Salary progression should be upon the recommendation of the reviewer for performance management purposes. This would normally form part of the appraisal process. The annual pay review for Upper Pay Range Teachers will be conducted by the Pay Review Committee based on the recommendations of the reviewer for appraisal purposes.

Where it is clear from evidence that the Teacher’s performance is exceptional and where the Teacher has met or exceeded their objectives, the Pay Review committee may recommend an enhanced progression from the minimum Upper Pay Range point to the maximum. Teaching should be ‘outstanding’ as defined by Ofsted. 

Any points awarded are permanent whether the Teacher remains in the same post or takes up a new post within this school.

· If requested, oral feedback will be given by the assessor within 10 days of the outcome of the application. Feedback will be given in a positive and encouraging environment and will include evidence and support on areas for improvement.

· Teachers will receive written notification of the outcome of their application within 20 days of the Governors decision.  If the application is rejected  the teacher will be informed by written notification, which will set out the reasons for rejection. 

If a Teacher is considered not to have met the criteria and progression is not agreed, he/she will be notified in writing within 20 days of the Governor’s decision and will be advised of their right of appeal.

· Successful applicants will be paid the Upper Pay Scale salary with effect from 1st September 2025.

· No more than one point will be awarded on the upper pay spine in a single pay determination.

The Pay Review Committee will pay former members of the Leadership Group or those previously employed as Leading Practitioners, who have stepped down from their posts on any point on a salary between the minimum and maximum of the Upper Pay Range as they so determine.

B8	Pay progression for Main Pay Range Teachers

B8.1	Classroom Teachers in Post

The date for annual pay determination will be 1st September and individual members of staff will be notified using the recommended salary assessment form.

No mandatory points will be given to Teachers for completing years of service.

Progression through the pay range will be linked to annual appraisal. Appraisal should be against a single set of teaching standards, and individual objectives, with emphasis on professional development. Progression will only take place where the teaching standards and criteria for progression are fully met, or has made substantial progress towards them.

Where it is determined that no progression is to be made this could be without recourse to the capability procedures.

The Head Teacher may, where appropriate, delegate the role of reviewer in its entirety to the Teacher’s line manager or other member of the Senior Leadership Team.  

The Pay Review Committee will consider the recommendations of the Head Teacher or nominated reviewer and recommend movement up the pay grade where teachers have made good progress towards their objectives and have shown that they are competent in all elements of the Teacher’s standards. Teaching should be ‘good’; as defined by Ofsted.


The Pay Review Committee should only reject a pay recommendation where there is good reason to challenge the decision of the appraiser.

Where Teachers are assessed as exceeding all their objectives and assessed as
fully meeting the relevant standards and teaching is assessed as ‘outstanding’; as
defined by Ofsted, the Pay Review Committee may recommend an increase of not
more than (two) points in the course of a year within the relevant Teacher’s pay range. 

Where an award is made, this will be paid with effect from 1st September, backdated as appropriate.

Any change to the discretionary pay points within the statutory minimum and maximum pay range for Classroom Teachers should be determined by the Pay Review Committee.

Refer to Section B4 of this policy for information on how performance will be measured.

B9	Pay progression for Unqualified Teachers/Instructors

B9.1	Pay progression for an Unqualified Teacher will be subject to appraisal against their 
performance and previously noted objectives. 

The Pay Review Committee will consider recommendations of the Head Teacher and recommend movement up the pay spine where appropriate.

If good progress towards achieving performance objectives has been made and there has been sustained performance overall, the Committee may recommend an increase of one point in the course of a year within the relevant range.

Where an award is made, this will be paid from 1st September, backdated as appropriate.
Unqualified Teachers will not hold TLRs, SEN allowances or Recruitment and Retention incentives and benefits.

B10	Discretionary allowances/payments

B10.1	Teaching and Learning Responsibility (TLR) Payments for Teachers

TLR 1 and TLR 2
The Governing Body will take into account the statutory criteria and factors for awarding TLR payments when it decides which posts in the school are awarded TLR payments.

The level of TLR payments awarded to the holders of those posts is indicated in the staffing structure in Appendix A.  Unqualified Teachers may not be awarded TLRs.

The Governing Body will determine the levels and values of the TLR Payments attached to individual posts, as appropriate to the duties and responsibilities of those posts using the following framework:


	
	TLR1
	TLR2

	Minimum  
	£10,174
	£3,527

	Maximum 
	£17,216
	£8,611



Where the Governing Body deem that the criteria and factors cease to be met and now merit the TLR1 or TLR2 payment to be reduced or withdrawn, it will apply the safeguarding rules outlined under paragraph 32 of the STPCD.

A Teacher cannot hold a TLR1 and a TLR2 concurrently.

Fixed Term TLR (TLR3)

The Pay Review Committee will consider the payment of TLR3 in accordance with the criteria as set out in the document and will be awarded for a clear, time limited school improvement project or a one-off externally driven responsibility.

The Pay Review Committee will consider the annual value of the TLR3 payment which will be:

	
	TLR3

	Minimum  
	£702

	Maximum 
	£3,478



These figures outline the statutory minimum and maximum detailed within the STPCD to a Classroom Teacher.

The Governing Body will set out in writing to the Teacher the duration of the fixed term (it is recommended that this is no less than one term and no longer than a maximum of 18 months). The duration of the fixed term must be established at the outset and the amount of the award which will be paid in monthly instalments. 

The award of a TLR3 will be for a fixed period and therefore will not be subject to safeguarding on completion and the Teacher will revert to his/her substantive role on completion.
Although a Teacher cannot hold a TLR1 and TLR2 concurrently, a Teacher in receipt of either a TLR1 or TLR2 may also hold a TLR3.

B10.2	Special Educational Needs (SEN) Allowances for Main/Upper Pay Range teachers only


The Pay Review Committee will award a SEN allowance within the statutory minimum and maximum detailed above to a classroom Teacher:

· In any SEN post that requires a mandatory SEN qualification and involves teaching pupils with SEN
· In a Special School

· Who teaches pupils in one or more designated special classes or units in a school or, in the case of an unattached Teacher, in a Local Authority unit or service.
· In any non-designated setting (including any short stay school or pupil referral unit (PRU)) that is analogous to a designated special class or unit, where the post:
· involves a substantial element of working directly with children with special educational needs
· requires the exercise of a Teacher’s professional skills and judgement in the teaching of children with special educational needs; and
· has a greater level of involvement in the teaching of children with special educational needs than is the normal requirement of teachers throughout the school, unit or service. 

	 

When determining the spot value of the allowance, the Governing Body will take into account the structure of the school’s SEN provision and the following:
· Whether any mandatory qualifications are required for the post;
· The qualifications or expertise of the Teacher relevant to the post; and
· The relevant demands of the post.

Where the Governing Body deem that the criteria and factors cease to be met and now merit the SEN allowance payment to be reduced or withdrawn, it will apply the safeguarding rules outlined under paragraph 31 - 37 of the STPCD.

B10.3	Recruitment and Retention incentives and benefits

The Governing Body will exercise its discretion to award recruitment and retention incentives and/or benefits to a Teacher as it considers to be necessary as an incentive for the recruitment of new Teachers and the retention in their service of existing Teachers.  A regular formal review of all such awards must be conducted.  The Governing Body should make it clear at the outset the expected duration of any such incentives and benefits and the review date after which they may be withdrawn.

Head Teachers, Deputy Head Teachers and Assistant Head Teachers may not be awarded payments under paragraph 27 of the STPCD other than as reimbursement of reasonably incurred housing or relocation costs.  All recruitment and retention considerations in relation to a Head Teacher, Deputy Head Teacher or Assistant Head Teacher – including non-monetary benefits – must be taken into account when determining the pay range.  Where a recruitment or retention incentive or benefit awarded to a Head Teacher, Deputy Head Teacher or Assistant Head Teacher under a previous STPCD, subject to review, it may continue to make that payment at its existing value until such time as the respective pay range is determined under this STPCD.

B10.4	Additional payments

The Governing Body will exercise its discretion to make additional payments to teaching staff, 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;
· Participation in out of school hours learning activities agreed between the teacher and the Head Teacher, or between the Head Teacher and the Governing Body;
· Additional responsibilities and activities due to, or in respect of, the provision of services by the Head Teacher relating to the raising of educational standards to one or more additional schools;

· Payment will be calculated based on an hourly rate based on the annual salary divided by 1265.

B10.5	Temporary payments to Head Teachers

The Governing Body will exercise our discretion to make additional payments to the Head Teacher for clearly temporary responsibilities or duties that are in addition to the post for which his/her salary has been determined.

The Governing Body will award a payment only if they have not previously taken such reason or circumstances into account when determining the Head Teacher’s pay range. 

The total sum of any additional payments to the Head Teacher in any school year will not exceed the equivalent of 25% of the annual salary which is otherwise payable to the Head Teacher, and the total sum of salary and other payments made to a Head Teacher must not exceed 25% above the maximum of the Head Teacher group.

The Governing Body may in wholly exceptional circumstances, may determine an additional payment which exceeds the limit set out above. Before making any such agreement, the Governing Body will seek external independent advice. 

B10.6	Acting allowances

Acting allowances may be paid to teachers who are assigned and carrying out the duties of Head Teacher, Deputy Head Teacher or Assistant Head Teacher but has not been appointed as an acting Head Teacher, Deputy Head Teacher or Assistant Head Teacher.  We will, within a four week period of the commencement of acting duties, determine whether or not the acting post holder will be paid an allowance.  In the event of a planned and prolonged absence, an acting allowance will be agreed in advance and paid from the first day of absence.

If it is determined that an allowance will be paid, this will be equivalent to the salary that the Governing Body considers to be appropriate in relation to whom the pay range has been determined and will be no lower than the minimum of that range. 

B10.7	Allowance payable to Unqualified Teachers

The Pay Review Committee may determine that such additional allowance as it considers appropriate shall be paid to an Unqualified Teacher.

B10.8	Provision of services to other Schools

Arrangements for payment for external work, including personal remuneration, must be clearly stated and formally incorporated into a protocol by the Governing Body (or the Finance/Pay Review Committee) and decisions duly minuted. The disposition of any payment, including personal remuneration, must be agreed in advance in accordance with the determinations of the Governing Body. The terms of such an agreement must be set out in a memorandum signed by the Chair of Governors and any other members of staff involved.

Any income derived from external sources for the work of a school’s staff should accrue to the school. The Governing Body should decide whether it would be appropriate for individual members of staff to receive additional remuneration for these activities prior to the Teacher accepting the accepting the work, and if so, determine the appropriate amount.

B11	Non-discretionary Payments

B11.1	Safeguarding

Where Teachers would otherwise experience a reduction in salary, the Governing Body will apply the statutory arrangements for safeguarding set out in the STPCD.  The Governing Body recognises that it has no discretion to provide different safeguarding arrangements.

If the safeguarded sum is £500 or more the Teacher must undertake additional duties that the Governing Body consider are appropriate and commensurate with the safeguarded sum.  The Governing Body must withdraw the safeguarded sum if the Teacher unreasonably refuses to undertake these duties and will give one month’s notice to the Teacher.

B11.2	Honoraria

The Governing Body will not pay an honorarium to any Teacher.  There is no provision for these payments in the STPCD and we recognise that such payments would be unlawful.

B12	Salary sacrifice arrangements

B12.1	In accordance with paragraph 28 of the STPCD 2025 document where the employer operates 
a salary sacrifice arrangement. Teachers’ may participate in any such arrangement and the Teacher’s gross salary will be reduced accordingly.

B12.2	Participation in any salary sacrifice arrangement has no effect upon the determination of any 
safeguarded sum to which the Teacher may be entitled under any provision of the document.

B13	Part-time Teachers

B13.1	Teachers employed on an ongoing basis at the school but who work less than a full working 
day or week are defined as part-time.  We recognise that they are eligible for the same points on the main and Upper Pay Scale and other allowances/payments as full-time Teachers.

B13.2	A part-time Teacher will be paid according to the proportion of the school’s timetabled 
teaching week (STTW) that they work.  Two or more calculations will be required where the Teacher works across different parts of the school which each have a different timetabled teaching week.  Any additional hours worked by agreement from time to time will be paid at the same rate.

Salary and allowances, with the exception of payments in respect of a TLR3, will be paid on a pro-rata basis.

B14	Supply Teachers

B14.1	Teachers who work on a day-to-day or other short notice basis are entitled to have their pay 
determined in line with the statutory pay arrangements in the same way as other Teachers.

B14.2	The Governing Body have discretion to award relevant allowances or payments where this 
is specified in the school’s staffing structure and the Supply Teacher is undertaking the range of duties appropriate to that particular payment.

B14.3	Where eligible Teachers have worked sufficiently on a regular or irregular basis for a decision 
to be responsibly made, we will consider awarding discretionary performance pay.

B14.4	The Governing Body will on appointment determine the starting salary within the agreed 
School Teachers Pay Range or the agreed Upper Range as determined.  In making such determinations, the Governing Body may take into account a range of factors, as set out in paragraph B8 in this document.   

B15	Appeals by Teachers against individual pay decisions

B15.1	A Teacher may seek a review of any decision about their pay or any other decision taken by 
the Pay Review Committee that affects their pay.

B15.2	The usual reasons (which are not exhaustive) for seeking a review of a pay decision are that 
	the Committee:

· Incorrectly applied any provision of the School Teachers’ Pay and Conditions 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 Teacher.

B15.3	The procedure for considering appeals is set out in Appendix C.

B16	Pension considerations

B16.1	Members of the Teachers’ Pension Scheme may have their salaries restricted when 
retirement benefits are calculated if a significant increase in pay has taken place during the period that the average salary calculation considers, unless the local authority or Governing Body agrees to make an additional financial contribution.

Section C – Support Staff

C1	Basic principles

C1.1	The Governing Body are required by law to follow the pay and conditions for support staff 
contained in the Green Book (NJC Terms and Conditions) and set by the local authority where it has discretion to do so.  

C1.2	When making an appointment the Governing Body will recommend to the local authority an 
appropriate grade from its grading structure based on the responsibilities of the post and with reference to any national job profiles and local job evaluation results.  In doing so, we will propose a job description reflecting the duties of the post.  The Local Authority may make representations in writing to the Governing Body within 7 days if it has outstanding concerns about the proposal.  Therefore the Governing Body will not make any offer of appointment (including regrading of posts) until the Local Authority has had this opportunity.

C2	Basic pay decisions

C2.1	Starting salaries

The Governing Body recognise that it has discretion to select a starting salary at any scale point within the grade for the post but that an inconsistent approach would not be fair or equitable.  Therefore appointments will normally be made to the lowest point of the grade, except in the following circumstances (e.g. the employee has been promoted or regraded to a post at a higher grade and would not otherwise receive an immediate pay increase of at least one increment upon appointment, an offer of a starting salary above the minimum is necessary to attract a suitable candidate).

C2.3	Incremental progression

The Governing Body will follow the Local Authority’s terms and conditions for incremental progression.  Increments will be paid each 1st April up to the maximum of the grade subject to six months’ service within the grade.  Where the service requirement is not met on 1st April, the increment will be paid on the six-month anniversary of the employee’s start date on that grade.

C3	Discretionary payments/allowances

C3.1	Honoraria

The Governing Body will follow the Local Authority’s terms and conditions for paying honoraria.  Honoraria will be paid 
· Acting Up: When an employee undertakes the full duties and responsibilities of a higher graded post for a continuous period of at least four weeks.
· Partial Duties: When an employee carries out part of the duties of a higher graded post for a sustained period, typically four weeks or more.
· Duration: Honoraria payments are generally limited to a maximum of 6–12 months, depending on the Local Authority’s specific policy. Extensions may be granted in exceptional circumstances with appropriate approval.
· Approval Process: All honoraria payments must be initiated by the line manager, agreed in writing using the designated payment authorisation form, and approved by the Head Teacher and HR before duties commence


subject to the provision meeting the Local Authority’s terms and conditions.

C4	Appeals by Support Staff against their pay and grading

C4.1	A member of support staff may seek a review of the grade of their post decided by the Staffing 	Committee.

C4.2	The usual reasons for seeking a grading review are that the employee is dissatisfied with the 
grading of their job after an evaluation under the Local Authority’s scheme on one or more of the following grounds:

· They do not agree the job content with their Head Teacher;
· The employee believes that the skills, responsibilities, demands or duties of the post have changed substantially since the post was last evaluated using the authority’s job evaluation scheme.
C4.3	The detailed arrangements are set out in the Council’s ‘Appeal Process Against the Grading 
of the Post Following Implementation of the Job Evaluation Scheme’ and the ‘Application for Grade Review and Grade Appeals Procedure’.  The procedure for considering appeals in schools is set out in Appendix C of this policy.


Appendix A – School staffing structure
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	Previous Spine Point
	£ Values September 2024
	£ Values September 2025
	 
	Previous Spine Point
	£ Values September 2024
	£ Values September 2025

	Leading Practitioner Pay Range
	1
	                       50,025 
	                       52,026 
	Unqualified Teacher   Pay Range
	1
	                       21,731 
	                       22,600 

	
	2
	                       51,276 
	                       53,327 
	
	2
	                       24,224 
	                       25,193 

	
	3
	                       52,556 
	                       54,658 
	
	3
	                       26,716 
	                       27,785 

	
	4
	                       53,865 
	                       56,020 
	
	4
	                       28,914 
	                       30,071 

	
	5
	                       55,204 
	                       57,412 
	
	5
	                       31,310 
	                       32,562 

	
	6
	                       56,588 
	                       58,852 
	
	6
	                       33,902 
	                       35,258 

	
	7
	                       58,116 
	                       60,441 
	Main Pay Range
	1
	                       31,650 
	                       32,916 

	
	8
	                       59,453 
	                       61,831 
	
	2
	                       33,483 
	                       34,822 

	
	9
	                       60,940 
	                       63,378 
	
	3
	                       35,674 
	                       37,101 

	
	10
	                       62,502 
	                       65,002 
	
	4
	                       38,034 
	                       39,555 

	
	11
	                       64,127 
	                       66,692 
	
	5
	                       40,439 
	                       42,057 

	
	12
	                       65,603 
	                       68,227 
	
	6
	                       43,607 
	                       45,351 

	
	13
	                       67,245 
	                       69,935 
	Upper Pay Range
	1
	                       45,646 
	                       47,472 

	
	14
	                       68,921 
	                       71,678 
	
	2
	                       47,338 
	                       49,232 

	
	15
	                       70,636 
	                       73,461 
	
	3
	                       49,084 
	                       51,047 

	
	16
	                       72,512 
	                       75,412 
	
	
	
	

	
	17
	                       74,179 
	                       77,146 
	
	
	
	

	
	18
	                       76,050 
	                       79,092 
	
	
	
	





	Leadership Pay Ranges
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Group 1
	
	Group 2
	
	Group 3
	
	Group 4

	Previous Spine Point
	£ Values September 2024
	£ Values September 2025
	
	Previous Spine Point
	£ Values September 2024
	£ Values September 2025
	
	Previous Spine Point
	£ Values September 2024
	£ Values September 2025
	
	Previous Spine Point
	£ Values September 2024
	£ Values September 2025

	 
	 
	 
	
	8
	       59,167 
	       61,534 
	
	11
	       63,815 
	       66,368 
	
	14
	       68,586 
	       71,329 

	6
	       56,316 
	       58,569 
	
	9
	       60,641 
	       63,067 
	
	12
	       65,286 
	       67,897 
	
	15
	       70,290 
	       73,102 

	7
	       57,831 
	       60,144 
	
	10
	       62,200 
	       64,688 
	
	13
	       66,917 
	       69,594 
	
	16
	       72,161 
	       75,047 

	8
	       59,167 
	       61,534 
	
	11
	       63,815 
	       66,368 
	
	14
	       68,586 
	       71,329 
	
	17
	       73,817 
	       76,770 

	9
	       60,641 
	       63,067 
	
	12
	       65,286 
	       67,897 
	
	15
	       70,290 
	       73,102 
	
	18
	       74,925 
	       77,922 

	10
	       62,200 
	       64,688 
	
	13
	       66,917 
	       69,594 
	
	16
	       72,161 
	       75,047 
	
	19
	       77,551 
	       80,653 

	11
	       63,815 
	       66,368 
	
	14
	       68,586 
	       71,329 
	
	17
	       73,817 
	       76,770 
	
	20
	       79,473 
	       82,652 

	12
	       65,286 
	       67,897 
	
	15
	       70,290 
	       73,102 
	
	18
	       74,925 
	       77,922 
	
	21
	       80,634 
	       83,859 

	13
	       66,917 
	       69,594 
	
	16
	       72,161 
	       75,047 
	
	19
	       77,551 
	       80,653 
	
	22
	       83,460 
	       86,798 

	14
	       68,586 
	       71,329 
	
	17
	       73,817 
	       76,770 
	
	20
	       79,473 
	       82,652 
	
	23
	       85,528 
	       88,949 

	15
	       70,290 
	       73,102 
	
	18
	       74,925 
	       77,922 
	
	21
	       80,634 
	       83,859 
	
	24
	       86,782 
	       90,253 

	16
	       72,161 
	       75,047 
	
	19
	       77,551 
	       80,653 
	
	22
	       83,460 
	       86,798 
	
	25
	       89,828 
	       93,421 

	17
	       73,817 
	       76,770 
	
	20
	       79,473 
	       82,652 
	
	23
	       85,528 
	       88,949 
	
	26
	       92,049 
	       95,731 

	18
	       74,925 
	       77,922 
	
	21
	       80,634 
	       83,859 
	
	24
	       86,782 
	       90,253 
	
	27
	       93,399 
	       97,135 





	Leadership Pay Ranges
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Group 5
	
	Group 6
	
	Group 7
	
	Group 8

	Previous Spine Point
	£ Values September 2024
	£ Values September 2025
	
	Previous Spine Point
	£ Values September 2024
	£ Values September 2025
	
	Previous Spine Point
	£ Values September 2024
	£ Values September 2025
	
	Previous Spine Point
	£ Values September 2024
	£ Values September 2025

	 
	 
	 
	
	 
	 
	 
	
	24
	87,651
	       91,157 
	
	28
	96,673
	     100,540 

	 
	 
	 
	
	21
	81,441
	       84,699 
	
	25
	89,830
	       93,423 
	
	29
	99,067
	     103,030 

	18
	75,675
	       78,702 
	
	22
	83,464
	       86,803 
	
	26
	92,052
	       95,734 
	
	30
	101,533
	     105,594 

	19
	77,552
	       80,654 
	
	23
	85,529
	       88,950 
	
	27
	94,332
	       98,105 
	
	31
	104,040
	     108,202 

	20
	79,475
	       82,654 
	
	24
	87,651
	       91,157 
	
	28
	96,673
	     100,540 
	
	32
	106,626
	     110,891 

	21
	81,441
	       84,699 
	
	25
	89,830
	       93,423 
	
	29
	99,067
	     103,030 
	
	33
	109,275
	     113,646 

	22
	83,464
	       86,803 
	
	26
	92,052
	       95,734 
	
	30
	101,533
	     105,594 
	
	34
	111,975
	     116,454 

	23
	85,529
	       88,950 
	
	27
	94,332
	       98,105 
	
	31
	104,040
	     108,202 
	
	35
	114,759
	     119,349 

	24
	87,651
	       91,157 
	
	28
	96,673
	     100,540 
	
	32
	106,626
	     110,891 
	
	36
	117,601
	     122,305 

	25
	89,830
	       93,423 
	
	29
	99,067
	     103,030 
	
	33
	109,275
	     113,646 
	
	37
	120,524
	     125,345 

	26
	92,052
	       95,734 
	
	30
	101,533
	     105,594 
	
	34
	111,975
	     116,454 
	
	38
	123,506
	     128,446 

	27
	94,332
	       98,105 
	
	31
	104,040
	     108,202 
	
	35
	114,759
	     119,349 
	
	39
	126,517
	     131,578 

	28
	96,673
	     100,540 
	
	32
	106,626
	     110,891 
	
	36
	117,601
	     122,305 
	
	40
	129,673
	     134,860 

	29
	99,067
	     103,030 
	
	33
	109,275
	     113,646 
	
	37
	120,524
	     125,345 
	
	41
	132,913
	     138,230 

	30
	101,533
	     105,594 
	
	34
	111,975
	     116,454 
	
	38
	123,506
	     128,446 
	
	42
	136,243
	     141,693 

	31
	104,040
	     108,202 
	
	35
	114,759
	     119,349 
	
	39
	126,517
	     131,578 
	
	43
	138,265
	     143,796 





Appendix C – Procedure for appeals

	1.
	The procedure for considering appeals is:
a) Within 10 working days of receiving written notification of the pay decision in the case of Teachers or at any time in the case of support staff, the employee should seek to resolve the matter informally with the Chair of the Committee who made the original pay decision. The discussion will cover the basis on which the decision has been made but no change can be made to the decision without it going back to the original committee.
b) Where this is not possible within the above timescale or where the employee continues to be dissatisfied, they may follow a formal appeal procedure by writing to the Chair of the Committee which made the original pay decision setting out the grounds of appeal within 10 working days of receiving written notification of the pay decision or failing to resolve the matter informally as set out in a);
c) The Committee which made the original pay decision should hold a hearing within 10 working days of receipt of the appeal letter and give the employee the opportunity to make representations and be accompanied by a trade union representative or fellow worker if they wish;
d) Following the hearing in c) the employee will be informed of the decision in writing within 5 working days and, where relevant, notified of their further right of appeal;
e) Where the employee continues to be dissatisfied, they are entitled to a final right of appeal by writing to the Chair of Governors setting out the grounds of further appeal within 10 working days of receiving written notification of the outcome of the hearing in c);
f) The Chair of Governors will convene a (Staffing/Pay Review) Appeals Committee of at least three governors who were not involved in the original pay decision normally within 20 working days of receiving the appeal;
g) At the hearing the employee will have the opportunity to make representations and be accompanied by a trade union representative or fellow worker if they wish;
h) Following the hearing in g) the employee should be informed of the decision in writing within 5 working days including a note of the evidence considered and reasons for the decision.


	2.
	An employee can be accompanied to the hearing by a fellow worker or trade union representative.  All trade union officials, regardless of whether the union is recognised, may represent their members individually.  The representative can put the employee’s case and confer with the employee during the meeting.  However, they should not answer questions that are put to the employee.  A representative who is an employee is entitled to paid time off during working hours to accompany the employee.





	3.
	If the employee’s chosen representative is not available at the date/time proposed for the hearing and an alternative is proposed that is reasonable and falls within five working days (or seven consecutive days out of term-time) of the original date, the School must rearrange the meeting to the alternative date/time.


	4.
	The procedure for the conduct of formal meetings shall be as follows:
1. The Management representative to present the facts of the case and may call witnesses.
2. The employee or his/her representative to have the opportunity to question the Management representative and any witnesses about the facts provided.
3. Members of the Committee and HR Representative to have the opportunity to question the Management representative and any witnesses.
4. The employee or his/her representative to put his/her case and to call such witnesses as he/she wishes.
5. The Management representative to have the opportunity to ask questions of the employee and his/her representative and witnesses.
6. Members of the Committee and HR representative to have the opportunity to ask questions of the employee or his/her representative, or the witnesses.
7. The Management representative to have the opportunity to sum up his/her case.  (No new evidence should be submitted at this point).
8. The employee or his/her representative to have the opportunity to sum up his/her case.  (no new evidence should be submitted at this point).
9. The Management representative and the employee and his/her representative to withdraw.
10. The members of the Appeals Committee to consider the facts presented to them.
The appeal hearing may also be adjourned at the deliberation stage, in order to allow for further investigation if the Committee feels there are points that need clarification.   






Appendix D - Application form for Upper Pay Range assessment (effective from 1st  September 2025)

This form is a model only and not a statutory requirement.  

Please read section 3 paragraph 15 of the School Teachers’ Pay and Conditions Document STPCD 2025.

Eligibility criteria

· In order to be assessed you will need to:

· hold Qualified Teacher Status

· Meet the following criteria:

· The Teacher is highly competent in all elements of the relevant standards 
· The Teacher’s achievements and contribution to the School are substantial and sustained.

(Further definition of ‘highly competent’, ‘substantial’ and ‘sustained’ is included in the School’s Pay Policy).

· Please include results of reviews or appraisals under the 2011 or 2012 regulations, including any recommendations on pay that relate to the 2 years immediately prior to the date on which you submit your request.  If this information is not applicable or available, please include a statement and summary of evidence to demonstrate that you meet the criteria.    

· Print, sign and date the form, keeping a copy and pass it on to your Head Teacher by 31st  October 2025. 

















Application to be paid on the
Upper Pay Range


Part 1: Teacher Details
To be completed by the Teacher
Eligibility criteria 
· In order to be assessed you will need to:
· hold Qualified Teacher Status
·  be statutorily employed under the STPCD

· Meet the following criteria
· The Teacher is highly competent in all elements of the relevant standards 
· The Teacher’s achievements and contribution to the School are substantial and sustained.

	
Surname:
	

	
First Name(s):
	

	
Previous surname (if applicable):
	

	
DfE Teacher Reference number:
(7 digits including zeros)
	



Please give details if you are submitting appraisal reports or performance management statements from another School:
	Name and address of School/ LA
	Date(s) of employment
	Name of Head Teacher / Service Manager

	




	
	



Declaration by the Teacher:
I confirm that at the date of this request I meet the eligibility criteria and I have provided the required evidence to demonstrate I meet the assessment criteria.
	
Signed:
	

	
Name
	
	
Date:
	





Part 2: Actions for the Head Teacher


· Check that the Teacher is eligible to be assessed.  Please read part 3, paragraph 15 of the School Teachers’ Pay and Conditions Document (STPCD) 2025 before completing this form.

· Based on the evidence contained in the appraisal reports and planning and review statements (or statement and summary of evidence) the Head Teacher must be satisfied that:
· The Teacher is highly competent in all elements of the relevant standards
· The Teacher’s achievements and contribution to the School are substantial and sustained.
(As defined in further detail in the School’s Pay Policy).

· Complete the Head Teacher’s statement

· Sign, date and copy the form.

· Promptly inform the Governing Body of this decision, and inform the Teacher.  The Teacher should be informed of the outcome within 20 working days of the Governing Body being notified.

· Where the application is successful:
· Provide the Teacher with verbal feedback
· Notify payroll provider of the change 

· Where the application is unsuccessful:
· Notify the Teacher in writing of the outcome of the assessment and provide a copy of the Head Teachers Statement for their information.
· Notify the Teacher of their right of appeal



Head Teacher’s statement

To be completed by the Head Teacher

	
Name of Teacher:
	

	
School:
	



Has the Teacher successfully met the criteria to progress to the Upper Pay Range?

Yes		

No	

If the application is unsuccessful, please provide a detailed explanation below to explain why the criteria have not been met:
	






















	Signature:
	

	
	Please paste in electronic/scanned signature above if submitting the application form electronically.

	Print name:
	

	School name:
	

	Date
	



NB: This page should be passed back to the Teacher where the application is unsuccessful.



Appendix E - Guidance Notes 

Completing the annual salary review

The School Teachers’ Pay and Conditions Document 2025 (STPCD 2025) requires the determination of the remuneration of a Teacher must be made annually with effect from 1st September.  Salaries should be reviewed throughout the year if there are any changes such as a Teacher taking up a new post, when a Teacher becomes entitled to be paid on the Upper Pay Range and at any other time when a change fails to be made to a Teachers salary in any circumstances provided for in the STPCD 2025 document.

Performance related pay progression enables the School to recognise and reward a Teacher’s performance through an increase in pay. It can act as an incentive for continuous improvement. The link between the appraisal and pay process in this school is key to enable Teachers to demonstrate their overall performance. 

These pay ranges shall take effect from 1st September 2025 and will be used in relation to any salary determinations that take place after the annual September 2025 salary determination. 

Appraisal objectives which were set in September 2021 should be reviewed and when they have been met Teachers should be considered for a pay award.  Where a Teacher has failed to meet their agreed objectives the Governing Body may determine that no award is to be made.  

Decision making process

The main points for Governing Body consideration are:

•	Schools need to ensure that their pay policy is clear that performance related progression provides the basis for all decisions on pay – for classroom Teachers and Leaders. 
•	Schools/Governing Bodies are able to determine their own discretionary reference points or can choose to use the suggested pay ranges and pay points which are at Appendix B.  Should the School choose to apply their own pay ranges and pay points Appendix B will need to be amended.  
•	Schools should review their pay and appraisal policies annually to clarify their approach to making performance-based pay decisions and to set out how pay decisions will take account of performance in applying any uplift to the national framework. 
•	All pay decisions must be made on objective criteria so that there is no discriminatory effect on any Teacher or group of Teachers with a particular protected characteristic under the Equality Act 2010.  
•	Schools are free to withhold progression pay without any requirement to initiate or consider capability proceedings. 
•	Schools are free to make appointments above the minimum of a pay range and to use recruitment and retention payments to attract and recruit the Teachers that they need. 
•	There should be scope, where justified by consistently excellent performance, for the most able Teachers to progress rapidly. 
•	Schools have greater flexibility to decide how they wish to reward their leadership teams to reflect individual performance and the challenges of the post. 
•	The pay of Head Teachers or leadership teams in post only have to be reviewed when there have been significant changes to responsibilities. 

Leadership Group Pay

Which Teachers do the relevant body need to consider?

Posts designated as Head Teacher, Deputy Head Teachers or Assistant Head Teachers which are paid on the leadership group pay range.  Consideration must be given to the school group when the relevant body reviews the Leadership Group pay within the school. 

What action does the relevant body need to take?

Task 1:	Consider whether Leadership Group members are eligible for performance pay progression and should be awarded any increase, if so determine what increase should be paid.

The STPCD 2025 requires that there must not be any movement up the pay range unless:

1.	An appraisal of the Head Teachers, Deputy Head Teachers and Assistant Head Teachers performance has been carried out and there has been a sustained high quality of performance having regard to the performance objectives agreed; or

2.	There has been a sustained high quality performance by the Head Teacher, Deputy Head Teacher and Assistant Head Teachers having regard to the results of the most recent appraisal carried out in accordance with those regulations.

The relevant body must consider the statutory guidance on Leadership Group progression and when making any determination must have regard to any recommendation on pay recorded in the individual’s most recent appraisal report.

Where the member of the Leadership Group is at the top of his/her existing range, there is no scope for the relevant body to award any performance points from 1st September 2025.  The range can be reviewed from this date in line with the statutory guidance explained in task 2 below but this will only allow performance pay increase to be awarded from 1st September 2025 onwards.

Task 2:	Review the range of each Leadership Group post to consider whether it should be changed

Schools may choose to review the pay of all the leadership posts under the arrangements in the STPCD 2025, only for new appointments to the leadership group or for a member or members of the leadership group whose responsibilities significantly change.  

Pay ranges for Head Teachers should not normally exceed the maximum of the Head Teacher group.  However, the Head Teacher’s pay range may exceed the maximum where the relevant body determines that circumstances specific to the role or candidate warrant a higher than normal payment.  The relevant body must ensure that the maximum of the Head Teacher’s pay range and any additional payments made under paragraph 10 of the STPCD does not exceed the maximum of the Head Teacher 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 or Assistant Head Teachers pay range must not exceed the maximum of the Head Teacher group for the School.  The pay range for a Deputy or Assistant Head should only overlap the Head Teachers pay range in exceptional circumstances.

Task 3:	Complete the necessary paperwork and submit to the schools payroll provider.  For schools who purchase RCBC HR Transactional Services the actual salary to be paid must be included on the variation form.

Task 4:	Once the relevant body has made its decision on performance pay progression, it must at the earliest opportunity and in any event not later than one month after the determination, ensure that the Teacher is notified in writing of that determination and any other payments associated with it.  



Leading Practitioner 

A Leading Practitioner is a Qualified Teacher who is employed within a post that has been determined to have the primary purpose of modelling and leading improvement of teaching skills.

For any such post the relevant body shall determine in accordance with its pay policy an individual post range within the overall pay range.  The pay range of Leading Practitioners is a wide one and the relevant body may determine that different posts in the same school may be paid on different individual post ranges within the overall pay range.
 
Other Teachers

There are four pay ranges for other Teachers:

1.	The Main Pay Range for qualified Teachers who are not entitled to be paid on any other pay range
2.	The Upper Pay Range
3.	The Unqualified Teachers’ Pay Range, and
4.	The pay range for Leading Practitioners whose primary purpose is to model and lead the improvement of teaching skills.

What action does the relevant body need to take?

Task 1: 	Consider whether any Main Pay Range, Upper Pay, Leading
Practitioner or Unqualified Teacher should be awarded a performance pay increase and, if so determine what increase should be paid.  

All Teachers on the Main Pay Scale and Unqualified Pay Scale will receive incremental progression based on performance assessments. 

The STPCD 2025 requires that there must not be any movement up the pay range unless:

1.	An appraisal of a Teachers performance has been carried out and there has been continued good performance having regard to the performance objectives agreed; or

2.	There has been continued good performance by the Teacher having regard to the results of the most recent appraisal carried out in accordance with those regulations.

Task 2: 	Complete the necessary paperwork and submit to the schools payroll provider.  For schools who purchase RCBC HR Transactional Services the actual salary to be paid must be included on the variation form.

Task 3:  	Once the relevant body has made its decision on performance pay progression, it must at the earliest opportunity and in any event not later than one month after the determination, ensure that the Teacher is notified in writing of that determination and any other payments associated with it.  
 

Discretionary Allowances and Teaching and Learning Responsibility Payments (TLRs)

Teaching and Learning Responsibility (TLR) payments

The relevant body may award a TLR1 or TLR2 to a Classroom Teacher for undertaking a sustained additional responsibility in the context of their staffing structure for the purpose of ensuring the continued delivery of high quality teaching and learning for which the Teacher is made accountable.

Having decided to award a TLR the relevant body must determine whether to award a TLR1 or TLR2;

•	The annual value of a TLR1 must be no less than £XXXX and no greater than £XXXX
•	The annual value of a TLR2 must be no less than £XXXX and no greater than £XXXX

The relevant body may award a fixed term TLR (TLR3) to a Classroom Teacher for a clearly time limited school improvement project or one off externally driven responsibility.  The annual value of an individual TLR3 must be no less than £XXX and no greater than £XXXX.  A TLR3 amount should not be pro rata’d for part time members of staff – an amount can just be paid.

With the exception of sub-paragraphs (c) and (e), which do not apply to the award of TLR3’s, before awarding any TLR the relevant body must be satisfied that the Teacher’s duties include a significant responsibility that is not required of all Classroom Teachers and that:

a)	Is focused on teaching and learning;
b)	Requires the exercise of a Teachers’ professional skills and judgement;
c)	Requires the Teacher to lead, manage and develop a subject or curriculum area, or to lead and manage pupil development across the curriculum;
d)	Has an impact on the educational progress of pupils other than the Teacher’s assigned classes or groups of pupils and;
e)	Involves leading, developing and enhancing the teaching practice of other staff.

Before awarding a TLR1, the relevant body must be satisfied that the significant responsibilities include line management responsibility for a significant number of people.

Teachers can be in receipt of a TLR1 or a TLR2 as well as a TLR3 at the same time i.e. TLR1 + TLR3 or TLR2 +TLR3.  But they cannot hold both a TLR1 and a TLR2 at the same time.


Special Education Needs (SEN) Allowance

A SEN allowance of no less than £XXXX and no more than £XXXX per annum is payable to a Classroom Teacher, the relevant body must award a SEN allowance to a Classroom Teacher:

a)	In any SEN post that requires a mandatory SEN qualification;
b)	In a special school;
c)	Who teaches pupils in one or more designated special classes or unit;
d)	In any non-designated setting (including any Pupil Referral Unit (PRU).

Where a SEN allowance is to be paid, the relevant body must determine the spot value of the allowance, taking into account the structure of the schools SEN provision and the following factors:

a)	Whether any mandatory qualifications are required for the post;
b)	The qualification or expertise of the Teacher relevant to the post;
c)	The relative demands of the post.

Allowance payable to Unqualified Teachers

The relevant body may determine that such additional allowance as it considered appropriate to be paid to an Unqualified Teacher where it considers, in the context of its staffing structure and pay policy, that the Teacher has:

a)	Taken on a sustained additional responsibility which:
i.	Is focused on teaching and learning; and
ii.	Requires the exercise of a Teachers professional skills and judgement; or
b)	Qualifications or experience which bring added value to the role being undertaken.



Recruitment and Retention, incentives and benefits

The Governing Body may make a payment or provide such other financial assistance, support or benefits to a Teacher as it considers to be necessary as an incentive for the recruitment of new Teachers and the retention of existing Teachers.    Such payments may only be made for recruitment and retention purposes and not for carrying out specific responsibilities or to supplement pay for other reasons.     Relevant bodies are free to determine the value of any award but they may only be given for a fixed period.  The relevant body should make it clear at the outset the expected duration of any such incentives and benefits and the review date after which they will be withdrawn.  

In respect of Head Teachers, Deputy Head Teachers and Assistant Head Teachers, may not be awarded payments as detailed above other than as a reimbursement of reasonably incurred housing or relocation costs, all other recruitment and retention considerations, including non-monetary benefits must be taken into account when determining the pay range.  

Where the relevant body pay a recruitment/retention incentive or benefit to a Head Teacher, Deputy Head Teacher or Assistant Head Teacher under a previous document, subject to review, it may continue to make that payment at its existing value until such time as the respective pay range is determined under the STPCD 2025.
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VARIATION TO APPOINTMENT - SCHOOLS


This form should be used for notifying the Human Resources Transactional Team where an employee’s current Contract of Employment changes: - i.e. Hours/Job Title/Grade

	Title
	

	Full Name
	

	Home Address
	

	
	

	
	

	Employee Number 
	




Please complete all the current information below and only complete the new information where a change 
has occurred, please note any incorrect or incomplete information may impact on salary payments.


	Date Change Effective From
	

	Reason for Change
	



	Current
	New

	Job Title
	
	Job Title
	

	Job Reference
	
	Job Reference
	

	School
	
	School
	

	Location
	
	Location
	

	Grade
	
	Grade
	

	SCP
	
	SCP
	

	Salary
	£
	Salary
	£

	Hours
	
	Hours
	

	Working Weeks (for TTO Only)
	
	Working Weeks (for TTO Only)
	

	JE Number
	
	JE Number
	

	Conditions of Service
	
	Conditions of Service
	

	Allowances (TLR/SEN
 Please delete as app.)
	£
	Allowances (TLR/SEN 
Please delete as app.)
	£

	Status (if temporary or Fixed Term, please provide the contract end date)
					
	Status (if temporary or Fixed Term, please provide the contract end date)
	
				

	Contract End Date
	
	Contract End Date
	

	
Please provide the Working Pattern for the New Job Role

	Working Pattern (Please show total hours worked each day  please refer to the notes guidance overleaf)
	Mon
	Tues
	Wed
	Thurs
	Fri
	Sat
	Sun

	
	
	
	
	
	
	
	




I confirm that the information contained on this form is true and accurate.

	Head Teacher/Chair of Governors Signature
	

	Head Teacher/Chair of Governors  Name
	

	Date
	




Please return the completed form electronically via confidential and secure transfer to:  Hrtransactional@redcar-cleveland.gov.uk













Notes of Guidance (Working Patterns)

If the employee works the same days each week you only need to complete the table overleaf, for example the post is 37 hours per week working Monday- Friday

	Working Pattern
	Mon
	Tues
	Wed
	Thurs
	Fri
	Sat
	Sun

	
	7:30
	7:30
	7:30
	7:30
	7:00
	
	



If the working pattern means the employees working days change over an agreed rota you will need to attach a copy of the working rota. 












Head Teacher
LDR24


Deputy Head Teacher
LDR12-15


HR, Systems & Service Manager
NJC H 33-35


Pastoral, Attending & Safeguarding Leader
NJC - H33-35


Phase Leader KS2
UPS3 + TLR


Phase Leader  KS1
UPS3 + TLR


Phase Leader EYFS
UPS3 + TLR


Finance Administrator
NJC H33-35


Administrator
NJC C6-7


Administrator Level 1 x2
NJC A+2-3


Midday Assistant 
x 8
NJC A2


SEN Teacher x 3
UNQ1 -MPS6 + SEN1


HLTA 
NJC E17-19


SEN TA x 12
NJC D9-11 


Teacher x 3
MPS1-6-UPS1


HLTA
NJC E17-19


TA x 7
NJC B+-C+4-8


Teacher x2
MPS1-6


Teacher x 8
MPS1-6-UPS2


Teacher
UPS2 + TLR


Teacher	x2
MPS1-6 + TLR


HLTA x2
NJC E17-19


TA x 2
NJC C+7-8


HLTA x 2
NJC E17-19


TA x 3
NJC C+7-8


Breakfast Club Assistant x7
NJC B3-4


SEMH Mental Health Nurse 
NJC G28-30


Midday Supervisor
NJC C+7+8


Afterschool Club Assistant x 4
NJC B3-4
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