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Policy Statement  
 
The Governing Body of Kirklevington 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 & Conditions 
Document 2017 here after referred to in this Policy as the document.  
 
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.  
 
The Council will offer advice on all aspects of this policy through the School’s Human 
Resources Advisory team. 
 

1. Who does this procedure apply to? 
 
This policy will apply to all staff who have contracts of employment with the Governing 
Body. 
 

2. Aims 
 
The aim of this policy is 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 

 

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

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

 

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

 

 clearly identify the proposed timetable for annual salary reviews, including the 
consideration of staff for pay progression based on performance 

 

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

 

 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 

 

 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 
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 ensure the staffing structure provides realistic career development 
opportunities for staff 

 

 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 safe recruitment practice 

 

 respond to recruitment and retention problems where they exist 

 
3. Responsibilities 
 
3.1 Governing Body 
 
In applying this policy the Governing Body will have due regard to the following: 
 

 The School Teachers’ Pay and Conditions Document and Guidance 2017 
  

 The Education (School Teachers’ Appraisal) (England) Regulations 2012 
 

 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 Stockton 
Borough Council, including the job evaluation arrangements for support staff 

 
The Governing Body will ensure the pay policy is followed, having taken advice from 
the Headteacher on all matters with the exception of the Headteacher’s own salary. 
The Governing Body delegates authority to the Pay Review Committee to administer 
the Pay Policy on its behalf and ensure that appropriate budget provision is made 
taking account of potential progression.  
 
The Pay Review Committee should comprise of a minimum of three governors, not 
including staff governors, with the exception of the Headteacher who must withdraw 
when the subject under consideration is the Headteacher’s own pay or performance 
appraisal.  
 
The Pay Review Committee’s remit is: 
 

 to agree a pay scale for Main Pay Scale; Upper Pay Range, Leading 
Practitioners and Unqualified teachers within the minimum and maximum points 
as stated in the document 
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 to determine how pay decisions will take into account the performance of 
teachers in applying the uplift to the national framework with exception to the 
statutory pay points as set out in the document  

 

 to ensure that each teacher’s salary is reviewed annually, with effect from 1 
September and no later than 31 October each year, and the 31 December in 
the case of the Headteacher’s annual review 

 

 to consider reviews at other times in the year to reflect any changes in 
circumstances or job descriptions that lead to a change in the basis for 
calculating an individual’s pay  

 

 assign the school to a Headteacher group for new appointments, by reference 
to the schools total unit score in accordance with the document 

 

 determine if a review is necessary of all of the school leadership posts 
  

 determine on review or appointment a salary range for Headteacher, Deputy 
and Assistant Headteachers in accordance with the document 
 

 to determine salary at the time of the annual review for all staff  
 

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

 

 to consider the recommendations of the Headteacher 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 review job descriptions regularly and where responsibility or accountability is 
increased, to reconsider the grade in accordance with appropriate guidelines, 
and the job evaluation scheme for support staff as determined by the Local 
Authority 
 

 to ensure that adequate records of decisions are kept 
 

The Pay Review Committee terms of reference are: 
 

 to achieve the aims of the whole school pay policy in a fair and equable manner 
 

 to apply the criteria set by the whole school pay policy in determining the pay 
of each member of staff at the annual review 

 

 to minute clear and accurate records of the reasons for all decisions made 
about staff pay and report those decisions to the next meeting of the full 
governing body 
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 to keep abreast of relevant developments and to advise the governing body  
when the school’s pay policy needs to be revised 

 to appoint and work with the school’s independent external advisor to carry out 
the performance management of the Headteacher 

 

 to authorise the Headteacher to determine levels of pay when appointing staff 
  

 to work with the Headteacher in ensuring that the Governing Body complies 
with the school Appraisal Policy. 

 
Decisions of the Pay Review Committee will be notified to the member of staff 
concerned in writing. Teachers should receive an annual salary statement by 31 
October each year. This will indicate their pay and the elements comprising their pay 
with effect from 1 September each year.  
 
Where salary is determined at any other time, teachers should receive a pay statement 
within one month of the change. 
 
Incremental progression for support staff up to the maximum of the grade is subject to 
satisfactory performance. The first increment will be awarded on 1 April in the year 
following appointment or six months later if taking up post between 1 October and 30 
March and thereafter on 1 April each year.  
 
3.2 Headteacher Responsibilities  
 
The Headteacher will:  

 develop clear arrangements for linking appraisal to pay progression and 
consult with staff and school union representatives on the appraisal and pay 
policies 
 

 submit any updated appraisal and pay policies to the Governing Body for 
approval 

 

 make available to all staff the pay policy and the appraisal policy to teachers 
 

 ensure that effective appraisal arrangements are in place and that all 
appraisers have the knowledge and skills to apply procedures fairly 

 

 submit pay recommendations to the pay review committee and ensure the pay 
review committee has sufficient information upon which to make pay decisions 

 

 ensure that teachers are informed about decisions reached; and that records 
are kept of recommendations and decisions made 

 

 ensure that teachers have an annual review of their performance 
 
3.3 Teachers Responsibilities 
 
A teacher will: 
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 engage with the appraisal process;  this includes working with their appraiser 
to ensure that there is a secure evidence base in order for an annual pay 
determination to be made 

 keep records of their objectives and review them throughout the appraisal 
process 
 

 share any evidence they consider relevant with their appraiser 
 

4. Reviewing the Pay Policy 
  
The Pay Policy will be reviewed by the *Governing Body on an annual basis.  
 
The Governing Body will consult with employees and employee Professional 
Associations/Trade Unions on amendments to this policy. 
 
Governors will reconvene each year and review the discretionary elements of the 
policy 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.  
 

5. Pay Decisions 
 
The Governing Body will ensure the pay policy is followed, having taken advice from 
the Headteacher on all matters with the exception of the Headteacher’s own salary. 
The Governing Body delegates authority to the Pay Review Committee to administer 
the Pay Policy on its behalf. The Pay Review Committee should comprise of a 
minimum of three governors. Please refer to paragraph 3 of this document which will 
apply. 
 
The Headteacher must withdraw from that part of the meeting where the subject of 
consideration is his or her own pay. Where the Pay Review Committee has invited 
either a representative of the Local Authority or relevant external advisor to attend and 
offer advice on the determination of the Headteacher’s pay, that person will withdraw 
at the same time as the Headteacher while the committee reaches its decision.    
 
A relevant person must withdraw where there is a conflict of interest or any doubt about 
their ability to act impartially.   
 

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

7. Job Descriptions and Person Specifications  
 
Job descriptions will be provided for all members of staff by the school 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. 
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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 and safeguarding 
responsibilities. 
 

8. 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. The Governing Body will also 
ensure that appropriate differentials are created and maintained between posts within 
the school, recognising accountability and job weight and the need to recruit, retain 
and motivate staff at all levels. 
 

9. Pay Progression based on Performance (Teachers) 
 
9.1 Appraisal 
 
All members of the 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 Appraisal 
Policy. 
 
In this school judgements of performance will be made against the extent to which 
teachers have met their individual objectives and the relevant teachers’ standards.  
 
The rate of progression may be differentiated according to an individual teacher’s 
performance. 
 

9.2 National Uplift (Annual Pay Award) based on Performance 
 
The Governors of this school will maintain a distinction between the annual uplift to the 
national framework and pay progression for performance management.  

 

10. Pay Relativity 

 
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 and recognising accountability, job size and the 
need to recruit, retain and motivate sufficient employees of the required quality at all 
levels. 
 
The Governing Body will ensure that support staff jobs in the school are evaluated 
using the council’s job evaluation scheme. 
 

11. Records 
 
Personal records including salary information will be confidential to the individual 
concerned, the Headteacher, the appraiser for performance management purposes, 
the Pay Review Committee, the Local Authority Human Resources and Xentrall Payroll 
Services where applicable. 
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12. Support Staff 
 
The Governing Body will comply with the National Joint Council for Local Government 
Services National Agreement of Pay and Conditions of Service (Green Book); and any 
local agreements on employees’ conditions of service. 

 
13. Teaching Staff 
 
The Governing Body will follow the requirements of the current School Teachers Pay 
and Conditions Document in implementing the pay policy for teaching staff to ensure 
staff are treated fairly, equitably and consistently.  
 
The salaries of all teachers, including Deputy and Assistant Headteachers will be 
reviewed no later than 31 October following a performance review, with any resulting 
increase being paid with effect from the preceding 1 September.  The salaries of 
Headteachers will be reviewed no later than 31 December of each year. Any resulting 
increase will be paid with effect from the preceding 1 September.  
 
In the case of staff who are absent on maternity leave or long term sick leave, in 
accordance with the document a member of staff should have a successful annual 
performance review before progressing up the upper pay spine.  
 
Where a teacher is absent because of maternity, adoption, paternity, pregnancy and 
any periods of sickness or injury this must be taken into account and the Headteacher 
should seek to determine the teachers overall performance during the period in 
question and 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. 

 
14. Upper Pay Range  
 
In accordance with the document any qualified teacher may apply to be paid on the 
upper pay range. The application will be successful where the teacher is highly 
competent in all elements of the relevant standards and their achievements and 
contributions to the school are substantial and sustained. Assessment of these criteria 
should be made at annual appraisal reviews. 

 
15. Leadership Group Pay 
 
15.1 Headteachers Pay 
 
15.1.1 New Appointments 
 
The Governing Body will, when making a new appointment determine the pay range 
to be advertised and agree pay on appointment as follows and in accordance with the 
document 
 
STAGE ONE: 
Define the role and determine the broad pay range for the Headteacher in accordance 
with paragraphs 4 to 11 of the document. This will take into account the specific role, 
responsibilities and accountabilities of the post including the relevant competences 
required  
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STAGE TWO: 
Set an indicative pay range and exercise its discretion allowed under paragraphs 10.1 
– 10.4. The total of all discretionary payments must not amount to more than 25% of 
the Headteacher’s annual salary and the total sum of any other payments made to the 
Headteacher must not exceed 25% above the maximum of the Headteacher group 
‘except in wholly exceptional circumstances and where supported by a business case’. 
The Governing Body will seek external independent advice prior to any agreement 
when looking to apply any increases above the 25% limit. The complexities and 
challenge and accountabilities, which go beyond that expected of any Headteacher in 
a similar sized school and not reflected in stage one should be taken into account when 
setting the indicative pay range 
 
STAGE THREE: 
Set the pay range and starting salary for the Headteacher and ensure that there is 
appropriate scope within the range to allow for performance related progression over 
time. 
 
15.1.2 Pay Progression for Serving Headteachers  
 
The *Governing Body will determine if there is a need to review the pay of their 
leadership posts following the changes introduced in the 2014 STPCD document: 
where there are significant changes i.e. a vacancy, or when there is a need to maintain 
consistency with pay arrangements for new starters employed under the 2014 
arrangements. 
 
The appointed Governors will agree performance objectives with the Headteacher. 
The objectives will be agreed as early as possible in the autumn term. In agreeing 
objectives and reviewing performance the appointed governors will take into account 
the views of the external advisor. 
 
The appointed Governors will review the performance of the Headteacher on an annual 
basis against the performance objectives and the appointed governors will make 
appropriate recommendations to the Pay Review Committee regarding pay 
progression. 
 
Any recommendation for progression must be related to the Headteacher’s 
performance as assessed through the school’s appraisal arrangements. The Pay 
Review Committee must have due regard for any pay recommendation from the 
appraisal report in making a pay determination. 
 
The Pay Review Committee will need to determine whether or not to increase the 
salary of the Headteacher who have completed a year of service since the last pay 
determination. If they determine to increase the salary, a determination of the salary to 
be paid within the relevant pay range must be made. 
 
The pay range for Headteacher’s should not normally exceed the maximum of the 
Headteacher group. However, the Headteacher’s pay range may exceed the maximum 
where the relevant body determines that circumstances specific to the role or 
candidate (if a new appointment) warrants a higher than normal payment. 
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15.1.3 Determination of Temporary Payments to Headteachers 
 
The Pay Review Committee may determine that payments be made to a Headteacher 
for clearly temporary responsibilities or duties. The responsibilities or duties must be 
in addition to the post for which their salary has been previously determined and must 
not have been previously taken into account when determining the Headteacher’s pay 
range. 
 
The total sum of temporary payments made to a Headteacher must not exceed 25% 
of the Headteacher’s annual salary. The total sum of salary and other payments made 
to a Headteacher must not exceed 25% above the maximum of the Headteacher 
group. Only in wholly exceptional circumstances and with the agreement of the 
*Governing Body can the 25% limit be exceeded. The *Governing Body must seek 
external independent advice before producing a business case to support such an 
agreement. 
 
15.2. Other Members of the Leadership Group (Deputy Headteachers and 
Assistant Headteachers) 
 
15.2.1 New appointments 
The Governing Body will, when making a new appointment, determine the pay range 
to be advertised and agree pay on appointment in accordance with the document as 
follows: 
 
STAGE ONE:  
define the role and determine the broad pay range for the Deputy Headteachers and/or 
Assistant Headteachers in accordance with paragraphs 9.1, 9.2 and 9.4 of the 
document. This will take into account the specific role, responsibilities and 
accountabilities of the post including the relevant competences required  
 
STAGE TWO: 
set an indicative pay range and exercise its discretion allowed under paragraphs 27.3: 
Recruitment and Retention incentives and benefits, where there are recruitment 
issues. The complexities and challenges will need to be reflected at this stage 
 
STAGE THREE: 
set pay range and starting salary for the Deputy Headteacher and/or Assistant 
Headteacher and ensure that there is appropriate scope within the range to allow for 
performance related progression over time.  
 
15.2.2 Pay Progression for other Serving Members of the Leadership Group  

 
The *Governing Body will determine if there is a need to review the pay of their 
leadership posts following the changes introduced in the 2014 document where there 
are significant changes i.e. a vacancy, or there is a need to maintain consistency with 
pay arrangements for new starters employed under the 2014 arrangements. 
 
Any change to the ranges of the Leadership Group should be determined by the 
*Governing Body. 
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The Governing Body delegates to the Headteacher 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 Headteacher 
and recommend movement up the pay spine where appropriate; 
 
If good progress towards achieving performance objectives has been made and there 
has been sustained high quality performance overall, the Pay Review Committee may 
recommend an increase in the course of a year within the relevant range.  
 
Where an award is made, this will be paid with effect from 1 September, backdated as 
appropriate. 
 
The Pay Review Committee will need to determine whether or not to increase the 
salary of the Deputy Headteacher and/or Assistant Headteacher who have completed 
a year of service since their last pay determination. If they determine to increase the 
salary, then to what salary within the relevant pay range. 
 
The pay range for a deputy or assistant Headteacher should only overlap the 
Headteacher’s pay range in exceptional circumstances. 
 

16. Acting/Interim Allowances 
 
Acting allowances may be paid to teachers who are assigned and carrying out the 
duties of Headteacher, Deputy Headteacher or Assistant Headteacher.  The 
*Governing Body 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 the *Governing Body determines that an allowance will be paid, any teacher who 
carries out the duties of Headteacher, Deputy Headteacher or Assistant Headteacher, 
will be paid at an appropriate point which should not be lower than the minimum of the 
Headteacher’s range, Deputy Headteacher range or Assistant Headteacher range as 
determined by the *Governing Body. 
 

17. Classroom Teachers 
 
All qualified teachers, other than Leading Practitioners, and Post Threshold Teachers 
will be paid in accordance with paragraphs 12 and 13 of the document (main pay range 
for classroom teachers). 
 
Teachers must be paid a salary within the Minimum and Maximum of the main pay 
scale. 
 
This school has set salary points 1, 2, 3, 4, 5 and 6 as allowed under the discretions 
of the document 
 
The pay scale for the Main Pay Range in this school will consist of 6 points as set out 
below: 
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Post: 
Classroom Teacher 

Annual Salary 
01/09/2017 

Minimum M1  £22,917 

Discretionary M2  £24,728 

DiscretionaryM3  £26,716 

Discretionary M4  £28,771 

Discretionary M5   £31,039 

Maximum  M6  £33,824 

 
17.1 New Appointments 
 
The *Governing Body will determine the pay range for a vacancy prior to advertising 
it. 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 will take into account a range of 
factors, including:  
 

 the nature of the post  

 the level of qualifications, skills, experience and specialist knowledge required 
for the post  

 the wider school context  

 recent relevant teaching experience 

 current pay point 
 
NB: The above list is not exhaustive and may not apply to all appointments.  


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.  

 
In this school all newly qualified teachers will start at point M1, irrespective of degree 
qualifications; other than where the teacher was employed by this school prior to 
obtaining qualified teacher status, the teacher will be paid a salary within the qualified pay 
scale which is the same as or higher than the sum of the salary payable under the 
unqualified pay scale.  
 
All newly appointed teachers will receive a written offer within a reasonable time scale, 
which clearly states their starting salary and point on the pay scale. 
 
17.2 Teachers already in Post 
 
Annual pay reviews for teaching staff will be carried out by the Pay Review Committee 
and the outcomes notified to the individual member of staff using the recommended 
salary assessment form. The date for annual pay determination will be 1 September 
2017. 
 
Progression through the pay scales will be linked to annual appraisal. Appraisal should 
be against the teaching standards, and individual objectives, inclusive of professional 
development.  
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Where it is determined that no progression is to be made this could be without recourse 
to the capability procedures.   
 
The Headteacher may where appropriate, delegate the role of appraiser 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 Headteacher or 
nominated appraiser and recommend movement up the pay spine 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. 
 
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 1 September, backdated as 
appropriate. 
 
The Pay Review Committee should only reject a pay recommendation where there is 
good reason to challenge the decision of the appraiser. 
 
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. 
 

18. Upper Pay Range  
 
A teacher on the Upper Pay Range will be paid in accordance with paragraph 14 of 
the document.  
 
Payment on the Upper Pay Range must be within the Minimum and Maximum points.   
 
The Upper Pay Range for this school will consist of 3 points as set out below: 
 

Post: 
Upper Pay Range 
Classroom Teacher 

Annual Salary  
01/09/2017 

U1 Minimum     £35,927 

U2 Discretionary   £37,258 

U3 Maximum     £38,633 

 
 
18.1 Pay determination effective from 1st September 2017 
 
The Pay Review Committee will pay teachers who are successful with their threshold 
application in accordance with paragraph 14 of the 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 through the threshold should apply to the 
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Headteacher in accordance with the provisions of the document and must be assessed 
in line with this policy. 
 
18.2 Assessment 
 
Teachers who wish to be assessed for the Upper Pay Range should submit their 
application to the Headteacher.  
 
In this school the following will apply: 

 One application may be submitted annually by using the form attached at 
Appendix 1 of this policy and should be made by 31st August  

 Assessment will take place between 1st September and 31st October  

 Where successful, progression will take place with effect from the 1st 
September of the current academic year 

 The evidence to be used will be that available through the performance 
management/appraisal process 

 All applications should include the results of the two most recent appraisals 

 Evidence from a previous school will also be used when an application is made 
by a newly appointed teacher 

 
Where a teacher is absent during the two year period because of maternity, adoption, 
paternity, pregnancy, sickness or injury the two year period of evidence should be 
reduced to reflect the period of absence. 
 
Progression through the upper pay range is not automatic.  Teachers will only progress 
following a successful appraisal review, and where the Pay Review Committee 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 practise. 

 
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 profession development and use the outcomes effectively to 
improve pupils’ learning. 
 
For the purposes of this pay policy sustained means: 
 
Maintained continuously over a period of 2 school years 
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Salary progression should be upon the recommendation of the appraiser for 
performance management purposes. This would normally form part of the appraisal 
process. The annual pay review for post threshold teachers will be conducted by the 
Pay Review Committee based on the recommendations of the reviewer for appraisal 
purposes. Where the Pay Review Committee determines movement on the Upper Pay 
Range, one point bi-annually will be applied. 

 
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 committee may 
recommend an enhanced progression from the minimum to the maximum of the Upper 
Pay Range. 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 a teacher is considered not to have met the criteria 
and progression is not agreed, they will be notified in writing within 20 working days of 
the Governors decision and will be advised of their right of appeal. 

 
Successful applicants will be paid the Upper Pay Range salary with effect from 1 
September. 
 
The Pay Review Committee has discretion to pay former members of the leadership 
group or those previously employed as Advanced Skills or Excellent Teachers, who 
have stepped down from a Leadership post on any point on the Upper Pay Range. 

 

19. Leading Practitioners 
 
It is not the Intention of the *Governing Body of this school to create a Leading 
Practitioner post at this time but this will be reviewed from time to time.  
 

 
20. Teaching and Learning Responsibility Payments (TLRs) 
 
Teaching and Learning Responsibility Payments will only be awarded at the discretion 
of the *Governing Body in accordance with the statutory provisions of the document 
and in line with the published staffing structure of the school. TLR’s will only be 
awarded to posts that meet the criteria identified in the document. Meeting the criteria 
alone is not sufficient to require payment of a TLR.  
 
NB: Unqualified teachers cannot be awarded TLR payments. 
 
The criteria for the award of TLR 1 and 2 payments are as follows: 
 
Before awarding any TLR 1 or 2 payments, the *Governing Body must be satisfied 
that the teacher’s duties include a significant responsibility that is not required of all 
classroom teachers and that: 
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 is focused on teaching and learning; 

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

 requires the teacher to lead, manage and develop a subject or curriculum 
area; 

            or to lead and manage pupil development across the curriculum; 

 has an impact on the educational progress of pupils other than the teacher’s 
assigned classes or groups of pupils; and 

 involves leading, developing and enhancing the teaching practice of other staff. 
 

In addition, before awarding a TLR1 payment, the *Governing Body must be satisfied 
that the significant responsibility referred to above includes line management 
responsibility for a significant number of people. 
 
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 and in this school the following framework will be applied: 
 
 

TLR’s September 2017 

TLR 1 TLR 2 TLR 3 

A £7,699 A £2,667 Min  £529 

B £9,474 B £4,443 Max  £2,630 

C £11,252 C £6,515  

D £13,027  

 
These values are effective from 1st September 2017  The *Governing Body undertakes 
to increase these values in future as required by the document or, where any discretion 
is permitted to Governing Bodies, at least by the level of any increases in the value of 
the Main and Upper Pay Scales. 
 
20.1 Fixed Term TLR’s (TLR3) 
 
The *Governing Body 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 *Governing Body will consider the annual value of each individual TLR3 payment 
which will be: 
 

 No less than  £529 per annum 

 No more than £2,630 per annum 
 

The Governors 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) 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 salary 
safeguarding on completion and the teacher will revert to his/her substantive role on 
completion. 
 
Holders of TLR1 or TLR 2 payments will also be eligible to receive a TLR3 payment. 
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21. Unqualified Teachers/Instructors 
 
21.1 Pay Range 
 
The *Governing Body recognises 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 or a training teacher etc.   
 
Unqualified teachers must be paid a salary within the Minimum and Maximum of the 
unqualified teacher pay range. 
 
This school has set salary points 1, 2,3,4,5 and 6 as allowed under the discretions of 
the document 
 
The unqualified pay range for this school will consist of 6 points as set out below. 
Example of a 6 point range: 
 

Post: Unqualified 
Classroom Teacher 

Annual Salary 
01/09/2017 

Minimum   £16,626 

Discretionary  £18,556 

Discretionary  £20,492 

Discretionary  £22,426 

Discretionary  £24,361 

Maximum   £26,295 

 
Governors will determine where a newly appointed unqualified teacher enters the 
agreed unqualified teachers scale and in accordance with the document. 
 
Pay progression for an unqualified teacher will be subject to appraisal against their 
performance and previously notified objectives. Evidence should show that there is; 
(examples only) 

 an improvement in teaching skills 

 an increasing positive impact on wider outcomes for pupils 

 an increasing positive impact on pupil progress 

 improvements in specific elements of practice notified to the teacher 

 an increasing contribution to the work of the school 

 an increasing impact on the effectiveness of staff and colleagues 
 

The Pay Review Committee will consider the recommendations of the Headteacher 
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 Pay Review Committee may recommend 
an increase of one point in the course of a year within the relevant six point range. 
  
Where an award is made, this will be paid with effect from 1 September, backdated as 
appropriate. 
 
21.2 Allowances payable to Unqualified Teachers 
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The Pay Review Committee may determine that such additional allowance as it 
considers appropriate shall be paid to an unqualified teacher in accordance with 
paragraph 22.1 of the document. 
 

22. Recruitment and Retention Incentives and Benefits 
 
The *Governing Body reserves the right to exercise discretion to award recruitment 
and retention incentives and benefits to teaching members of staff in accordance with 
paragraph 27 (27.1 – 27.2) of the document. 
 
Incentives and benefits may be awarded as a lump sum or for a fixed period for 
recruitment and retention purposes.   
 
The *Governing Body will determine what payments, financial assistance, support or 
benefits will be awarded to recruit and retain teachers and any conditions attached to 
them. It should be made clear at the outset the expected duration of the benefits and 
of the review date, at which time the benefits may be withdrawn. 
 
Headteacher’s, Deputy and Assistant Headteachers may only be awarded payments 
under paragraph 27 for reimbursement of reasonably incurred housing and relocation 
costs. All other recruitment and retention considerations in relation to Headteacher’s, 
Deputy and Assistant Headteacher’s must be taken into account when determining or 
reassessing leadership pay ranges.  

 
23. Special Educational Needs  
 
The *Governing Body shall award a SEN allowance of no less than £2,106 and no 

more than £4,158 per annum to a classroom teacher who meets the criteria as set out 

in paragraph 21 of the document: 
 

 In any SEN post that requires a mandatory SEN qualification; 

 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 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 teachers professional skills and judgement 
in the teaching of children with SEN, and 

 Has a greater level of involvement in the teaching of children with SEN 
than is the normal requirement of teachers throughout the school or unit 
within the school or in the case of an unattached teacher, the unit or 
service. 

 

The lower value of £2,106 must be awarded by the *Governing Body if the criteria 

detailed above apply. In addition to this, the higher value of £4,158 can be awarded 

to a member of staff who meets the following criteria: 
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 has appropriate, demonstrable and recognised expertise/qualifications in more 
than one area of specialism; e.g. ASD/BSED/SLD  
 

 is the lead outreach practitioner/trainer within own service settings and or works 
collaboratively with other LA colleagues or as part of a  multi agency model  

 

 is the lead practitioner in their field carrying out complex diagnostic assessment  
 

 has considerable relevant experience in their area of specialism and is seen as 
the school’s leading professional in their area.  

 
24. Additional Payments 
 
In accordance with paragraph 26 of the document and paragraph 60 – 68 of section 3 
guidance the *Governing Body reserves its right to exercise discretion to make 
additional payments to teaching staff, other than the Headteacher; 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 Headteacher, or between the Headteacher and the *Governing 
Body 

 

 Additional responsibilities and activities due to, or in respect of, the provision of 
services by the Headteacher relating to the raising of educational standards to 
one or more additional schools 

 
NB: any payment for CPD will be calculated on a daily basis at 1/195 per day or 1/1265 
per hour of the teacher’s actual salary. 
 
24.1 Honoraria Payments 
 
The *Governing Body will not pay any honoraria to any member of the teaching staff 
for carrying out their professional duties as a teacher; recognising that there is no 
provision within the document for the payment of bonuses or honoraria in any 
circumstances. 
 
The *Governing Body will consider the payment of an honorarium to a member of the 
support staff for clearly defined, job evaluated additional duties on a fixed term basis 
in accordance with the terms of the Single Status Agreement 2008 (Revision(3) - 1st 
April 2012). 

 
25. 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 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 
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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, and 
if so, determine the appropriate amount. 

 
26. Supply Teachers (non-agency supply)  
 
The *Governing Body will on appointment determine the starting salary within the 
agreed School Teachers pay range or the agreed Upper Pay Range as determined. 
In making such determinations, the *Governing Body may take into account a range 
of factors, as set out in Paragraph 17.1 of this policy, Classroom Teachers – New 
Appointments. 
 

27. Salary Sacrifice Arrangements 
 
In accordance with paragraph 28 of the 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. 
 
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. 

 
28. Representations and Appeals against Pay Determination 
 
A teacher may appeal against a decision relating to his/her pay and the *Governing 
Body has adopted a policy for dealing with pay appeals, which is attached at Appendix 
3 and 4.  
 
A three stage appeal process should be followed: 
 
Stage 1 
A teacher who is dissatisfied with a pay recommendation should have the opportunity 
to discuss the recommendation with the appraiser or Headteacher before it is actioned 
and before confirmation of the pay decision is made to the Pay Review Committee. 
 
Stage 2 
Where, after informal discussion the teacher feels that a wrong decision has been 
made the formal appeal process should be followed by submitting a formal appeal to 
the Chair of the Pay Review Committee. The teacher will be given the opportunity to 
make representation at a formal meeting with the Pay Review Committee who made 
the determination. 
 
Stage 3  
If the teacher is still dissatisfied with the outcome of the hearing with the Pay Review 
Committee, he/she has a further right of appeal to the Appeals Committee of the 
Governing Body. 
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29. Review  
 
This Pay Policy was agreed by the *Governing Body on 4/12/17 It will be reviewed by 
the *Governing Body in December 2018 and annually thereafter. 
 
Signed …A.Parker…………………. Date ……4.12.17……………… 
 
 
 
(Chair of Governors) 
 
 
Further information can be obtained from the following: 

https://www.gov.uk/government/publications/school-teachers-pay-and-conditions 

https://www.gov.uk/government/publications/school-teachers-review-body-27th-
report-2017 
 
https://www.ascl.org.uk/utilities/document-summary.html?id=6162CCE4-CCAB-
4C7B-B2CAAA8DA8C01C78 
 

https://www.gov.uk/government/publications/reviewing-and-revising-school-teachers-
pay 

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 

 

APPENDIX 1 

https://www.gov.uk/government/publications/school-teachers-review-body-27th-report-2017
https://www.gov.uk/government/publications/school-teachers-review-body-27th-report-2017
https://www.ascl.org.uk/utilities/document-summary.html?id=6162CCE4-CCAB-4C7B-B2CAAA8DA8C01C78
https://www.ascl.org.uk/utilities/document-summary.html?id=6162CCE4-CCAB-4C7B-B2CAAA8DA8C01C78
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APPLICATION FOR ASSESSMENT AGAINST THE PERFORMANCE 
CRITERIA FOR UPPER PAY RANGE 

This form should be handled in confidence at all times. 

 

 
 

(Page 1) 

 
 
 
 
Part 1: Teacher details 
 
To be completed by the teacher 

Request for Upper Pay Range Assessment 

 

Eligibility criteria  

 In order to be assessed you will need to: 

– hold Qualified Teacher Status on the date of your request; and 

– be statutorily employed under the STP&CD. 

 In this form the term ’school’ should be taken as including all such settings. 

Teachers not working in schools should substitute ‘service manager’ or ‘line 

manager’ wherever ‘headteacher’ is used. 

 All those wishing to become Upper Pay Range teachers the relevant body will need 

to be satisfied: 

a) that the teacher is highly competent in all elements of the relevant standards; 

and 

b) that the teacher’s achievements and contribution to the school are substantial 

and sustained 

 Please enclose copies of your appraisal reports and/or planning and review 

statements that relate to the 2 years immediately prior to the date on which you 

submit your request.  

NB: Where a teacher is absent during the 2 year period because of maternity, 

adoption, paternity, pregnancy, sickness or injury the 2 year period of evidence may be 

reduced to reflect the period of absence 

Print, sign and date the form, keeping a copy and pass it to your Headteacher by  

31st August 2018 
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Personal details 
 
Surname   
  

First name(s)  
  

Previous surname (if applicable)  

 
DfE teacher reference number   /      

 
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 submit appraisal 
reports and/or performance management statements covering the two year period prior to 
this request for assessment against the upper pay scale. 
 

Signed  

Date   

 
 

(Page 2) 

Part 2: Actions for the Headteacher 
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 Check that the teacher is eligible to be assessed in accordance with the Schools 
Pay Policy and the STP&CD 2017. The Headteacher must first be satisfied, on 
the basis of the evidence contained in the appraisal reports and planning and 
review statements, that the teacher meets the Teachers’ Standards and the 
criteria for progression to the upper pay scale. If the Teachers’ Standards and 
criteria are not met, you must not proceed with the upper pay scale assessment, 
and must write to the teacher setting out the rationale for the judgement.  

 Make an overall judgement on whether the standards and criteria are met/not yet 
met.  

 Complete the Headteacher’s statement on page 4 of this application. 
 Sign, date and copy the form. 
 Promptly inform the *Governing Body of this decision, or the LA in the case of an 

unattached teacher, and inform the teacher, and notify the appropriate body that 
deals with payroll matters for the school. 

 Inform the teacher of the outcome within 20 working days of informing the 
*Governing Body/LA service of this decision. 

 Notify the teacher in writing of the outcome of the upper pay scale assessment 
where the standards have not yet been met and a copy of pages 3 & 4 supplied 
for their information. 
 

Where the standards have been met, provide the teacher with oral feedback. 
 
To be completed by the Headteacher:  
 

Name of teacher  

School/LA service  

 
Please record your overall judgements below.  
 
Teacher Standards/Criteria      Met      
                                                    
                                                  

     Not Met       
 
Teachers’ Standards  
To be successful, the teacher must meet the Teachers’ Standards as well as the additional 
criteria. Assessment against the Upper Pay Range may not proceed where the teacher does 
not meet the Teachers’ Standards and criteria. You should provide a detailed explanation 
below why the Teachers’ Standards have not been met.  
 
 
Upper Pay Range Assessment 
Please provide a detailed explanation why, in your judgement, all the relevant 
standards/criteria have not yet been met throughout the relevant period.  
Please indicate any further areas of professional development for the teacher. 
 
 

(Page 3) 
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Teachers’ Standards/Criteria not met: - 
(Please be specific and state how each of the relevant standards are not 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 either the Teachers’ Standards have not 
been met or the upper pay range criteria have not yet been met. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

(Page 4) 
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Request for Upper Pay Range Assessment Acknowledgement 
 
 
Date  
 
 
Dear (insert Teacher name)  
 
I acknowledge receipt of your request for assessment against the upper 
pay range and confirm that I have received all the associated documents 
to enable the process to be completed. 
 
You will be informed about the outcome of the assessment and where 
required provided with written feedback. 
 
Signed 
 
 
 
Name  
Headteacher 

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Appendix 1.1 
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LEADING PRACTITIONERS  
 
Job Profile 
 
Teachers on the pay range for leading practitioners (LP’s) must be an exemplar of 
teaching skills, lead the improvement of teaching skills in their school and carry out the 
professional responsibilities of a teacher other than a head teacher, including those 
responsibilities delegated by the head teacher.  
 
A teacher on the pay range for leading practitioners must take a leadership role in 
developing, implementing, and evaluating policies and practice in their workplace that 
contribute to school improvement.  
 
This might include:  
 

 coaching, mentoring and induction of teachers, including trainees and NQTs  
 

 disseminating materials and advising on practice, research and continuing 
professional development provision  

 

 assessment and impact evaluation, including through demonstration lessons 
and classroom observation  

 

 helping teachers who are experiencing difficulties.  
 
Leading Practitioners may also be required to take on this role in other schools or in 
relation to teachers from other schools.  
There are no national criteria for appointment to these posts, except that the teachers 
must have QTS, but successful candidates will normally be expected to have a 
sustained track record of successful performance as a teacher on the upper pay range, 
to demonstrate excellence in teaching and to have contributed to leading the 
improvement of teaching skills. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Appendix 2  
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APPEALS AGAINST PAY DECISIONS 
 
The *Governing Body has adopted the following procedure for dealing with appeals 
against pay decisions. 
 
The grounds for appeal are that the Headteacher, Appraiser or Committee making the 
decision: 
 
a) Incorrectly applied any provision of the School Teachers Pay and Conditions 

Document; 
b) Failed to have proper regard for statutory guidance; 
c) Failed to take proper account of relevant evidence; 
d) Took account of irrelevant or inaccurate evidence; 
e) Was biased; 
f) Unlawfully discriminated against the member of staff; 
g) Incorrectly applied the school’s pay policy 
 
Procedure 

 
Stage 1- Informal discussion with the appraiser or Headteacher prior to 
confirmation of pay recommendation: 
 
A teacher who is dissatisfied with a pay recommendation has the opportunity to discuss 
the recommendation with the appraiser or Headteacher before the recommendation is 
actioned and confirmation of the pay decision is made by the school. 
 
Stage 2- A formal written appeal and representation hearing with the Pay Review 
Committee: 
 
If the teacher feels after an informal discussion (Stage 1) that a wrong decision has 
been reached, the teacher may follow the formal appeal process. The teacher should 
submit a formal appeal to the Chair of the Pay Review Committee, setting down the 
grounds for questioning the pay decision. This should be submitted within 5 working 
days of the receipt of the written notification of the Pay Review Committees decision. 
 
The teacher should be given the opportunity to make representation at a formal 
meeting with the Pay Review Committee who made the determination. This meeting 
should take place within 20 working days following receipt of written notification. 
The teacher’s representation should be considered. 
 
Stage 3 - A formal appeal hearing with an appeals panel of Governors 
Procedure 

 
The Appeals Committee will consist of three Governors none of whom are employees 
of the school or have been previously involved in making relevant pay decisions. 
 
Teachers will be able to appeal to the Governors Appeals Committee if they are not 
satisfied with the decision of the Pay Review Committee for any of the reasons outlined 
above and they wish to advance their case for consideration. 
 

Appendix 3  
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Upon receipt of the decision of the Pay Review Committee, the teacher should give 
the Headteacher written notice of the intention to appeal and the grounds for the appeal 
within 5 working days. In the case of a Headteacher, written notification should be 
given to the Chair of Governors. 
 
The Clerk to the Governors will arrange for the appeal to be heard within 20 working 
days following receipt of the written notice of appeal. 
 
The teacher will be given at least 5 working days notice of the hearing and will be 
required to submit his/her case in writing at least 2 working days before the hearing. 
 
The teacher has the right to be accompanied by a work colleague or a trade union 
representative. 
 
The Headteacher, Appraiser or Committee who made the original decision on pay will 
be required to submit the case in writing at least 2 working days before the hearing. 
 
The Appeal Committee decision will be given to the teacher in writing within 5 working 
days of the hearing. 
 
Where an appeal is rejected the Appeal Committee will inform the teacher in writing of 
the evidence that the committee considered and the reasons for the decision. 
 
The person or Committee who made the original decision will also be notified of the 
outcome of the hearing. 
 
The decision of the Appeal Committee will be final and binding on both parties.   
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Appendix 4  
 
PROCESS FOR THE APPEAL HEARING 
 
1. The Chair of the Appeals Committee will begin by introducing those present.  

 
2. The *teacher will be given an opportunity to make representations to the 

committee on his/her appeal (copies of the formal appeal documents having 
been given to the committee members).  Witnesses may be called, as notified 
and at the discretion of the committee. 
 

3. The **Headteacher shall be given an opportunity to ask questions of the 
appellant. 

 

4. The Committee shall be given an opportunity to ask questions of the teacher. 

 

5. The **Headteacher shall be given an opportunity to respond, calling any 
witnesses as notified and at the discretion of the Committee. 

 

6. The *teacher shall be given an opportunity to ask questions of the 
**Headteacher. 

 

7. The Committee shall be given an opportunity to ask questions of the 
**Headteacher.  

 

8. The *teacher shall have an opportunity to sum up his/her case. 

 

9. The **Headteacher to sum up his/her response. 

 

10. The teacher, his/her representative and the **Headteacher to withdraw from the 
meeting. 

 

11. The Committee to consider the appeal, the *Teacher’s and **Headteacher’s 
verbal and/or written submission’s and any advice and guidance provided by the 
LA to reach a decision on the matter.  

 

12. The decision to be notified in writing to the teacher and the **Headteacher within 
5 working days. 

 
Notes: *or his/her representative;      

**or the Appraiser or Chair of the Pay Review Committee 
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       Appendix 5 

Pay Scale for Classroom Teachers (Main scale) September 2017 

Scale 
point 

Annual Salary 
England and 
Wales 
(excluding the 
London Area) 

   

M1 £22,917    

M2 £24,728 Discretionary   

M3 £26,716 Discretionary   

M4 £28,771 Discretionary   

M5 £31,039 Discretionary   

M6 £33,824    

 

Pay Scale for Post-Threshold Teachers September 2017 

Scale 
point 

Annual Salary 
England and 
Wales 
(excluding the 
London Area) 

   

U1 £35,927    

U2 £37,258 Discretionary   

U3 £38,633    

 
 

TLR’s September 2017 

TLR 1 TLR 2 TLR 3 

A £7,699 A £2,667 Min  £529 

B  £9,474 B  £4,443 Max  £2,630 

C  £11,252 C £6,515  

D £13,027  
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Pay Scale for Unqualified Teachers September 2017 

Scale 
point 

Annual Salary 
England and 
Wales 

(excluding the 
London Area) 

   

1 £16,626    

2 £18,556 Discretionary   

3 £20,492 Discretionary   

4 £22,426 Discretionary   

5 £24,361 Discretionary   

6 £26,295    

 

Pay Range for Leading Practitioners September 2017 

 Annual Salary 
England and 
Wales 
(excluding the 
London Area) 

Spine Point   

Minimum £39,374 L1   

Maximum £59,857 L18   
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 Head Teacher Groups and Pay Ranges September 2017 

 

Grouping  Range of 
spine points 

Annual Salary Range England and Wales (excluding the London Area) 

  £ 

1 L6 - L18a  £44,544 - £59,264 

2 L8 - L21a  £46,799 - £63,779 

3 L11 - L24a  £50,476 - £68,643 

4 L14 - L27a  £54,250 - £73,876 

5 L18b - L31a  £59,857 - £81,478 

6 L21b - L35a  £64,417 - £89,874 

7 L24b - L39a  £69,330 - £99,081 

8 L28 - L43  £76,466 - £109,366 

Pay Spine for the Leadership Group September 2017 

Spine 
point 

Annual Salary 
England and Wales 
(excluding the London 
Area) 

   

L1 £39,374    

L2 £40,360    

L3 £41,368    

L4 £42,398    

L5 £43,453    

L6 £44,544  Min Group 1   

L7 £45,743    

L8  £46,799  Min Group 2   
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L9 £47,967    

L10 £49,199    

L11 £50,476   Min Group 3   

L12 £51,639    

L13 £52,930    

L14 £54,250   Min Group 4   

L15 £55,560    

L16 £57,076    

L17 £58,389    

L18a* £59,264  Max Group 1  

L18b £59,857  Min Group 5   

L19 £61,340    

L20 £62,862    

L21a* £63,779  Max Group 2  

L21b £64,417  Min Group 6   

L22 £66,017    

L23 £67,652    

L24a* £68,643  Max Group 3  

L24b £69,330  Min Group 7   

L25 £71,052    

L26 £72,810    

L27a* £73,876  Max Group 4  

L27b £74,6148    

L28 £76,466  Min Group 8   

L29 £78,359    

L30 £80,309    
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L31a* £81,478  Max Group 5  

L31b £82,293    

L32 £84,338    

L33 £86,435    

L34 £88,571    

L35a* £89,874  Max Group 6  

L35b £90,773    

L36 £93,020    

L37 £95,333    

L38 £97,691    

L39a* £99,081  Max Group 7  

L39b £100,07    

L40 £102,570    

L41 £105,132    

L42 £107,766    

L43 £109,366  Max Group 8  


