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Introduction 

 

The Board of Directors of The Boston Witham Academies Federation aims to 
provide an environment in which all individuals are valued and which demonstrates 
the importance of caring and secure school communities. The Board of Directors 
will seek to ensure that teaching and associate staff are valued and receive proper 
recognition for their work and contribution to the life of each academy. 
 
Aims of the Pay Policy: 

 to maintain and improve the quality of education provided for all 
learners/learners in each academy by having a Pay Policy which 
supports each Academy’s Development Plan 

 to have in each academy a staffing structure related to the Academy’s 
Development Plan 

 to maximize the quality of teaching and learning 

 to support the recruitment and retention of a high quality teacher 
workforce  

 to enable the academies to recognize and reward teachers 
appropriately for their contribution to the academies 

 to show all staff that the Board of Directors is managing the Pay Policy 
in a fair, just and transparent way. 

 
Pay decisions at The Boston Witham Academies Federation are made by the 
Board of Directors. 
 
Consultation: 
The Board of Directors consulted fully with staff and representatives of professional 
associations and unions where appropriate, when drafting the initial Policy. Every 
member of the staff has access to the Policy through each academy’s website. This 
policy was adopted by the Board of Directors of the Boston Witham Academies 
Federation on 8th July 2013 to be applied across all academies within this multi-
academy trust. 
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Equal Opportunities: 
The Board of Directors seek to provide equal opportunities for all staff, in particular 
in matters relating to gender, sexuality, race, disablement and age. 
 
Vacant Posts: 
Full information relating to vacant posts, allocation of TLRs, temporary and acting 
posts will be made available to all staff. 
 
Job Descriptions: 
Job descriptions will be provided for all staff, who will be consulted over their 
content. This will take place when they are first drawn up and at the time of the 
Annual Review. Contracts of Employment and letters of appointment will be 
provided by Human Resources. 
  
Job Relativity: 
The Board of Directors will ensure that there is proper pay relativity between jobs 
within the academies. 

 
Appraisal 
Appraisal is a shared commitment to high performance.   
It helps to focus attention on more effective coaching and monitoring to raise 
the quality of teaching and to benefit learners, teachers and the academy.  It  
means providing appropriate and effective personal training and development 
to ensure job satisfaction, a high level of expertise and progression of staff in 
their chosen profession. 

 
 

Discretions applicable to teachers 
 
The Board of Directors will ensure that the discretionary elements of pay are dealt 
with in a fair and equitable manner and in accordance with the requirements and 
guidance of the School Teachers’ Pay and Conditions Document.  The following 
will apply: 
 
(i) Leadership Group 
 
Chief Executive Officer    
 
The Directors will appoint a committee of three Directors to review the performance 
management of the CEO with an independent professional.  This committee will 
review the previously set performance targets and set new ones which must show 
that the CEO demonstrates sustained high quality of performance, with particular 
regard to leadership, management and learner progress across the trust before any 
increments in pay are considered. 
 
The CEO is paid a spot salary in line with the National Teacher’s Pay and 
Conditions and in line with others in the sector with similar responsibilities.  Any 
national pay increases agreed for teaching staff may be applied to the CEO and the 
committee will decide on any percentage award according to the review of 
performance against the previously agreed objectives. 
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VCEO, Heads of Academy, Deputy Headteacher and Assistant Headteacher   
 
Where appointed, provisions will be as for the Chief Executive Officer but the pay 
range will consist of 5 consecutive spine points on the Leadership Pay Spine. 
 
Heads of Academy, Deputy Headteachers and Assistant Headteachers must 
demonstrate sustained high quality of performance, with particular regard to 
leadership, management and learner progress at the relevant academy and will be 
subject to a review of performance against previously agreed objectives before any 
performance points will be awarded. 
  
When determining their level of pay, the Board of Directors will normally seek the 
professional advice of the Chief Executive Officer.  Any progression will normally be 
by one point but the Board of Directors may consider movement by two points in 
exceptional circumstances: 
 

 Consideration should be given to the scale of differential between the various 
members of the Leadership Group; and between those members and other staff 
within the academy. 

 
 Teaching Staff 
 
 In the School Teachers’ Pay & Conditions Document 2013 which has been 

accepted in full by the Secretary of State, the School Teachers’ Review Body 
(STRB) made the following recommendations to be effective from 1 September 
2013: 

1. Ending pay increases based on length of service (no automatic move 

through M2 to M6) 

2. Linking all teachers’ pay to performance, based on annual appraisal 

3. Differentiated performance-based progression on the main scale to 

enable teachers to progress at different speeds, with higher rewards 

and more rapid progression for the most able teachers 

4. Abolition of mandatory pay points – they would remain in place for 

reference only in the main pay scale to guide career expectations for 

new teachers entering the profession 

5. Local discretion to pay a higher salary to the most successful teachers 

(after UPS 3 using the former AST scale to a maximum of £56,950), 

with pay policy including criteria and pay range for progression 

6. Retention of Upper Pay Scale (UPS) and progression dependent upon 

rigorous assessment against two simple criteria: 

 Substantial and sustained achievement of objectives, 

appropriate skills and competence in all elements of The 

Teachers’ Standards 

 Undertake professional duties which make a wider contribution 

(which involves working with adults) beyond their own classroom 
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7. No change to Unqualified Teacher Pay Range 

8. Introduction of fixed term TLRs (see appendix) for a time-limited project 

    
 This policy sets out the framework for making decisions on teachers’ pay.  It has 

been developed to comply with current legislation and the requirements of the 
School Teachers’ Pay and Conditions Document (STPCD).       

   
 The Board of Directors will ensure that each teacher’s salary is reviewed annually, 

with effect from 1 September and no later than 31 October each year, and that all 
teachers are given a written statement setting out their salary and any other 
financial benefits to which they are entitled. 
 

 Basic Pay Determination 
 

The Board of Directors 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 Board of Directors may take into account a 
range of factors, including: 

 The nature of the post 

 The level of qualifications, skills and experience required 

 Market conditions 

 The wider academy context 
 

There is no assumption that a teacher will be paid at the same rate as they were 
paid in a previous school. 
 
The Boston Witham Academies Federation salary grades reflect the National 
minima and maxima for both Main Scale and Upper Pay Scale ranges (see 
appendix 1).   
 
The Main Scale range has 10 pay grades to allow for pay progression based on 
performance (see below). 

 
 Pay Progression based on performance 
  
 At The Boston Witham Academies Federation judgments of performance will be 

made against the extent to which teachers have met their individual objectives and 
performance as set out in The Teacher Standards Framework. 

 The rate of progression will be differentiated according to an individual teacher’s 
performance and will be based on absolute performance. 

  
 Teachers will be eligible for a pay increment of 1 point if they meet the following 

criteria: 

 are assessed as fully meeting the Teacher Standards 

 minimum learner/learner attainment / progress target  

 all teaching is assessed as at least good or has responded positively to 
Individual Support Plans to ensure that teaching has become at least good 
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Teachers will be eligible for a pay increment of 2 points if they meet the following 
criteria: 

 are assessed as fully meeting the Teacher Standards 

 challenging learner / learner attainment/progress target  

 all teaching is assessed as good or better 
 

 
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 teacher appraisal are set out in the trust’s Teacher 
Appraisal & Capability 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 (NQTs), whose appraisal arrangements are different, pay 
decisions will be made 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.  Objectives and assessments will be moderated by the respective Heads 
of Academy to ensure consistency, quality assurance and moderation. 
 
The evidence used for assessing performance may include: 

 The Teacher Standards 

 Minimum and aspirational learner / learner attainment / progress measures  

 Tracking learner / learner progress 

 Lesson observations 

 Learning Walks 

 Middle and Senior Leadership M&E / Quality Assurance procedures 

 Midyear review meetings 

 CPD records (BlueSky) 
 

Teachers’ appraisal reports will contain pay recommendations.  Final decisions 
about whether or not to accept a pay recommendation will be made by the Board of 
Directors, having regards to the appraisal report and taking into account advice 
from the Chief Executive Officer.  The Board of Directors will consider its approach 
in the light of the academies’ budget and ensure that appropriate funding is 
allocated for pay progression at all levels. 
 
Threshold and upper pay spine 

 
Any qualified teacher may apply to be paid on the upper pay range and any such 
application will be assessed in line with this policy.  It is the responsibility of the 
teacher to decide whether or not they wish to apply to be paid on the upper pay 
range            
Applications for the movement through threshold to have effect from 1st September 
each year should be lodged with the Chief Executive Officer on or before the 31st 
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October of that year. 
 
 The Board of Directors will move onto the upper pay spine any eligible teachers 

who have been successful in the threshold assessment. 
 

The Assessment 
 
An application from a qualified teacher will be successful where the Board of 
Directors is satisfied that: 

1. The teacher is highly competent in all elements of the Teacher 
Standards;  
and 

2. The teacher’s achievements and contribution to the academy are 
substantial and sustained. 

 
For the purposes of this pay policy: 

 ‘highly competent’ means: 
 
The teacher is a role model for teaching and learning. 
 
Eg coaching and mentoring other teachers, supporting teachers on ISPs and 
coaching aspiring leaders. 
 
Contribution is made by the teacher to the raising of learner / learner 
standards and the work of the wider team 
 
Eg managing a whole school project or a key stage /faculty initiative, such as 
boys achievement.  
 
Teachers achieve their appraisal targets and demonstrate good progress in all 
classes they are responsible for. 
 
Eg Evidence shown through termly key stage /faculty analysis for each class 
and annual attainment / achievement analysis. 
 
Professional development opportunities have been taken up and the impact 
has an effect on learner /learner learning and achievement. 
 
Eg Evidence of CPD activities completed, sharing good practice and clear 
evidence of the effect it has on learner learning and achievement.  

 

 ‘substantial’ means 
Teachers achieve their appraisal targets (minimum , more often maximum)  
and demonstrate good progress in all classes they are responsible for over a 
minimum of a two year period. 
 
Eg Evidence shown through termly key stage / faculty analysis for each 
class and annual attainment / achievement analysis. 
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Contribution is made by the teacher to the raising of learner standards, 
achievement and enjoyment 
 
Eg managing a whole academy project or a key stage / faculty initiative, 
such as boys achievement or an extra-curricular activity which has clear 
impact on learner / learner achievement and development. Specific 
examples of this include, but are not limited to, managing or participating in 
academy events (sporting events, productions, concerts, enrichment 
evenings), offering study and support classes, booster classes, holiday 
schools,  offering extra-curricular activities / clubs, participating in the Duke 
of Edinburgh Award Scheme etc. 
 

Eg Evidence of CPD activities completed, sharing good practice and clear 

evidence is provided of the effect it has had on learner learning and 

achievement. 

 

 ‘sustained’ means 
 
The teacher is able to demonstrate and evidence highly competent and 
substantial contribution over a minimum two year period prior to application. 
Sustainability of contribution cannot be achieved unless the individual teacher 
has achieved at least 94% attendance record over the two year reference 
period.   
 
 

The application will be assessed and recommendations made for consideration by 
the Board of Directors within 15 working days of the submission date of 31 October 
each year. 
 
If successful, applicants move to the upper pay spine will be backdated to the 
beginning of the academic year. 
 
If unsuccessful, verbal and written feedback will be provided by the Chief Executive 
Officer within 10 working days of the decision. 
 
Any appeal against a decision not to move the teacher to the upper pay range will 
be heard under the Trust’s appeals arrangements (see Appendix 2) 

 
       Progression through the upper pay spine  

 
Progression up the spine will be based on two consecutive, successful 
performance reviews although meeting performance objectives will not lead to 
automatic movement up the pay spine.   

 
           Sustainability of contribution cannot be achieved unless the individual teacher has 

achieved at least 94% attendance record over the reference period.  
 

The Board of Directors will award any such points from 1 September and these will 
normally be awarded on a biannual basis, other than in exceptional circumstances.  
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Points will not be awarded by more than one at a time in the course of a single 
annual salary determination. 
 
Pay Progression Determination 
 
A member of staff may appeal against any determination in relation to his/her pay 
or any other decision taken by the Board of Directors that affects his/her pay. 
Details of the appeals process appear in Appendix 2 of this policy and also in the 
Teacher appraisal and capability policy. 
 
Teaching and Learning Responsibility Payments 
 

 Assignment of TLR payments will be in line with the agreed academy structure 
which will include an assessment of the leadership and management duties within 
the academy in light of the criterion and factors below.   

 
 The Board of Directors may award a TLR 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 
and for which the teacher is made accountable. 

 
 In determining the value of TLR payments, the Board of Directors will have 

considered job weight; posts of equal weight in the context of the academy should 
be allocated equal value.  Any changes to these arrangements will be subject to 
staff consultation. 
 
CRITERION AND FACTORS FOR THE AWARD OF TEACHING AND LEARNING 
RESPONSIBILITY PAYMENTS, AND VALUES 
 
Criterion  
 
A Teaching and Learning Responsibility payment (“TLR”) may be awarded to a 
classroom teacher for undertaking a sustained additional responsibility in the 
context of the academy’s staffing structure for the purpose of ensuring the 
continued delivery of high-quality teaching and learning for which he is made 
accountable.    
 
Factors 
 
Before awarding a TLR, the Board of Directors must be satisfied that the teacher’s 
duties include a significant responsibility that is not required of all classroom 
teachers, and that - 
 

 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 learner development across the curriculum; 
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 has an impact on the educational progress of learners other than the teacher’s 
assigned classes or groups of learners; and 
 

 involves leading, developing and enhancing the teaching practice of other staff. 
 
Before awarding a TLR 1, the relevant body must be satisfied that the significant 
responsibility referred to in the previous paragraph includes in addition line 
management responsibility for a significant number of people. 
 

  
TLR values 

 
The Boston Witham Academies Federation will also apply the following criteria to 
ensure that jobs of equal weight are allocated equal values.  See appendix for both 
TLR 1 and TLR 2 payments. 
  
If the Board of Directors awards TLRs of different values for two or more teachers, 
the minimum difference in value between each award of a TLR 1 is £1,500; and 
between each award of a TLR 2 is £1,500. 
  
A copy of the staffing structure implementation plan is available upon request 
 
Temporary TLRs 
 
In line with the SPTCD 2013 documents temporary Teaching & Learning 
Responsibility payments may be offered.  These payments will be time limited and 
range in value from £500 - £2500.  These payments will be available to Qualified 
Teachers for time limited projects or developments related to school improvement. 
Such post will be advertised internally in the first instance. 
 

 
 Recruitment and Retention allowances 
   

Where it deems that there is a strong case to do so, the Board of Directors will pay 
recruitment awards and retention awards to teachers for a maximum of three years.  
Vacancy adverts will indicate if any post attracts a recruitment point.  Retention 
awards may be extended in “exceptional circumstances” to existing staff.  The 
value of any award will be determined on an ad hoc basis. The Board of Directors 
will review the level of payment annually. 
 

           For difficult to recruit posts the Board of Directors may enter into a “golden 
handcuff” arrangement with an individual where allowances may be accumulated 
for up to three years and then paid as a lump sum at the end of the defined period, 
provided that the teacher concerned remains in post.  If a teacher leaves before the 
end of the settlement period or if they fail to achieve satisfactory performance levels 
no golden handcuff is payable.  Any extended absence not related to sickness 
absence, maternity leave, paternity leave, pregnancy related absence, parental 
leave or adoption leave will result in a forfeit of the golden handcuff. 

 
 Any of the above payments will be subject to HMRC regulations and pension 



11 

 

requirements. 
 
  
 Special Educational Needs allowances 

             
      A SEN allowance (see appendix) is payable to a classroom teacher in accordance 

with this paragraph.  
 
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 learners 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;  
(d) in any non-designated setting (including any PRU) that is analogous to a 
designated special class or unit, where the post -  
(i) involves a substantial element of working directly with children with special 
educational needs;  
(ii) requires the exercise of a teacher’s professional skills and judgement in the 
teaching of children with special educational needs; and  
(iii) has a greater level of involvement in the teaching of children with special 
educational needs than is the normal requirement of teachers throughout the 
academy or unit within the academy or, in the case of an unattached teacher, the 
unit or service.  

 
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 academy’s SEN 
provision and the following factors-  

 
(a) whether any mandatory qualifications are required for the post;  
(b) the qualifications or expertise of the teacher relevant to the post; and  
(c) the relative demands of the post.  
 
Other Payments 

 
The Board of Directors may make such payments as they see fit to a teacher, 
including a Head of Academy, in respect of- 
  
(a) continuing professional development undertaken outside the academy day;  

 
(b) activities relating to the provision of initial teacher training as part of the ordinary 
conduct of the academy;  

 
(c) participation in out-of-academy hours learning activity agreed between the 
teacher and the head teacher or, in the case of the head teacher, between the 
head teacher and the relevant body;  

 
(d) participation in out-of-academy hours activities that fulfil the academy’s 
commitment as a full service extended academy, this would be agreed between the 
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teacher and the head of academy or, in the case of the Chief Executive Officer, 
between the Chief Executive Officer and the relevant body. 

 
 
 
Other Teaching Staff  
 
Part-time teachers 
 
Teachers employed on an ongoing basis at the academy but who work less than a 
full working day or week are deemed to be part-time. The Board of Directors will 
give them a written statement detailing their working time obligations and the 
mechanism used to determine their pay, subject to the provisions of the statutory 
pay arrangements. 
 
NB: The contractual change from September 2005 gives part time teachers 
entitlement to PPA time pro-rata for full time teachers. 

 
 
Short notice/supply teachers 
 
Teachers who work on a day-to-day or other short notice basis have their pay 
determined in line with the statutory pay arrangements in the same way as other 
teachers. Teachers paid on a daily basis will have their salary assessed as an 
annual amount, divided by 195 and multiplied by the number of days worked.  
 
Teachers who work less than a full day will be hourly paid and will also have their 
salary calculated from an annual amount (which will then be divided by 195 then 
divided again by insert a factor to arrive at the hourly rate) or (which will then be 
divided by 1265 to achieve the hourly rate.)  
 
Unqualified teachers 

 
The Board of Directors, will, when determining on which point to place unqualified 
teachers on the unqualified teachers’ pay scale when they are appointed, take 
account of any relevant qualifications and experience. Unqualified teachers will be 
appointed above the minimum in the following circumstances:  
 
Qualifications:  
 
- Two points for a recognised overseas teaching qualification.  
 
- Two points for a recognised post-16 teaching qualification. 
 
- Two points for a recognised qualification relevant to their subject area. 
 
The Board of Directors may pay an allowance to unqualified teachers whose basic 
salary is not considered adequate having regard to their responsibilities, 
qualifications and experience.  The value of allowance will normally be determined 
by the difference between point 1 of the qualified scale and the assessed point on 
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the unqualified scale (should this be lower).  
 
The Board of Directors will pay an unqualified teacher on one of the employment 
based routes into teaching on the unqualified teacher pay scale, other than in 
exceptional circumstances. 
 
Additional points 
 
- One point on the main scale for each year of service as an overseas-trained 
teacher  
 
- One point on the main scale for each year of service teaching in further education, 
including sixth form colleges.   
 
- One point on the main scale for each year of service teaching in higher education 
 
With regard to non-teaching experience, the Board of Directors will consider its 
value to the post held and decide on an individual basis whether or not to grant 
points for that experience. 
 
When an unqualified teacher gains qualified teacher status and is on a point which 
equates to higher than M1, they will be held on that point until then end of their 
NQT year when they will progress to a point on the main PayScale higher than their 
current salary.  
 
Associate Staff 
 

 For matters relating to pay and conditions of service for support staff, the Board of 
Directors will follow the nationally agreed guidance contained in the National 
Agreement on Pay and Conditions of Service for Local Government Services and in 
the Local Conditions of Service adopted by the County Council. 
 

 The Board of Directors will apply the salary provisions and any discretionary 
supplements for support staff in a fair and equitable manner at all times. 
 

 (a) Incremental Enhancement 
 

 The Board of Directors may award additional increments (up to the maximum of the 
grade) for special merit or ability. 
 
 (b)         Working at a Higher Level 
 
Where an employee is temporarily working in a job, which is graded at a higher 
level the Board of Directors may pay the individual on a higher point on the pay 
spine for that period. 
 

         (c) Honoraria 
  
 The Board of Directors may make a lump sum payment to recognise exceptional or 

special work that is undertaken on a short-term basis. 
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         (d) Grading 

 
 The Board of Directors will apply national grades or grades determined by the 

GLPC job evaluation scheme. 
 
         (e) Allowance 

  
 The Board of Directors may make additional allowance payments to an employee 

in recognition or additional duties undertaken on a long-term basis. 
   
  

 
 A member of the support staff may appeal to the Board of Directors if he/she is 

dissatisfied with the grading of their post.  The Board of Directors will consider 
whether there has been a substantial change in the duties and responsibilities of 
the job above the normal variations of duties, which are to be expected. 
 

 Whatever job descriptions are agreed for support staff, the Board of Directors may 
seek advice and guidance as to the title and salary grade of the post. 
 
 
JOB RELATIVITY 
 

 The Board of Directors will seek to ensure that there is proper pay relativity 
between jobs within the academy and will have full regard to the requirements 
relating to equal pay/value. 

 
SALARY SACRIFICE 
 
Sodexo childcare voucher scheme is intended to provide employees (including all 
academy staff) with the opportunity to have a proportion of their salary paid in 
childcare vouchers.  Further information about the scheme can be found on 
NETLinc or by calling the Customer Service Centre. 
 
The role of the Board of Directors 
 

 The role of the Board of Directors is to implement the Multi Academy Trust’s Pay 
and Performance Policy consistently across each academy.  The Board of 
Directors has full responsibility for the implementation of this policy. 
 

 The Board of Directors will seek advice from the Chief Executive Officer and/or if 
relevant from the Multi Academies Trust’s HR advisor. 
 
The terms of reference of the Board of Directors in respect of this policy is:  
 

 to achieve the aims of the whole trust Pay and Performance Policy in a fair and 
equal manner; 
 

 to apply the criteria set by the whole trust Pay and Performance policy; 
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 to observe all statutory and contractual obligations; 

 
 to minute clearly the reasons for all decisions; 

 
 to have regard for the academy’s budget; 

 
 to keep abreast of relevant developments and to be responsible for its review as 

required 
 
Records: 
Staff may have access to their pay record at any time. Records will be confidential. 

 
Support for Staff: 
In addition to pay related support, the Board of Directors will endeavor to ensure 
that teaching staff have sufficient non-contact time. 
 
Parity with Other Schools: 
The Board of Directors will be sensitive to the effects of its Pay Policy in 
comparison with those of comparable local schools. 

 
 

Associate Staff: 
The Board of Directors will follow the National Agreement on Pay & Conditions of 
Service (‘Green Book’).  A GLEA pay structure for all associate staff came into 
operation in April 2007. 
 
 
Teaching Staff: 
The Board of Directors will adhere to the requirements of the prevailing School 
Teachers’ Pay and Conditions Document.  
 
Monitoring the impact of the policy 
 
The Board of Directors will monitor the outcomes and impact of this policy on a 
regular basis (biennially), including trends in progression across specific groups of 
teachers to assess its effect and the academies’ continued compliance with 
equalities legislation. 
 
 
 



16 

 

Appendix 1 (subject to any government recommendations and Finance 
Committee approval) 
 
The Boston Witham Academies Federation salary range (as at 27 June 2016) 
 
Unqualified Teacher Pay Scales 

1 16,298 
2 18,012 
3 19,889 
4 21,766 
5 23,643 
6 25,776 

 
Qualified Teacher Pay Scales 
1 £22,224 
2 £23,763 
3 £24,719 
4 £25,674 
5 £26,662 
6 £27,650 
7 £28,739 
8 £29,828 
9 £30,977 
10 £32,509 
 
US1 £35,218 
US2 £36,160 
US3 £37,871 
 
TLR 
2a £2,613 
2b £4,310 
2c £6,386 
1a £7,546 
 
SEN 1 £2,064 
 

 
 



17 

 

Appendix 2 
 

Appeals Procedure 
The arrangements for considering appeals are as follows: 
A member of staff may appeal against any determination in relation to his/her pay 
or any other decision taken by the Board of Directors that affects his/her pay. 
The grounds for appeal are that the Chief Executive Officer or the committee which 
made the decision– 
a)  incorrectly applied any provision of the relevant national or local conditions of 
service; 
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; or 
f) otherwise unlawfully discriminated against the member of staff. 

 
The order of proceedings is as follows: 
1.  The member of staff receives written confirmation of the pay determination and 
where applicable the basis on which the decision was made. 
2.  If the member of staff is not satisfied, he/she should seek to resolve this by 
discussing the matter informally with the CEO within ten working days of the 
decision.   
3. Where this is not possible or where the member of staff continues to be 
dissatisfied, he/she may follow a formal process 
4.  The member of staff should set down in writing the grounds for questioning the 
pay decision (which must relate to the grounds as set out above) and send it to the 
decision-making committee within ten working days of the notification of the 
decision being challenged or of the outcome of the discussion referred to above. 
5. The decision making committee will provide a hearing within ten working days to 
allow the member of staff to make representations against the decision in person. 
Its decision and a subsequent right of appeal (if applicable) will be communicated in 
writing to the member of staff. 
6. Any appeal will be heard by a panel of three Local Governing Body (non staff) 
members of the relevant academy who were not involved in the original 
determination normally within 20 working days of the receipt of the written 
notification of appeal. The member of staff will be given the opportunity to make 
representations in person and be accompanied by a colleague, a trade union 
official or a trade union representative.  The decision of the appeal panel will be 
given in writing, and where the appeal is rejected will include a note of the evidence 
considered and the reasons for the decision.  This decision is final and, as this 
appeals process functions as the staff grievance procedure with regard to pay 
matters, there is no further recourse to that general procedure. 
 
 
Procedure for appeals hearings 

 Chair of Panel introduces all parties and outlines the procedure 
 Appellant and/or representative state their case 
 Panel question appellant and/or representative 
  Chief Executive Officer questions appellant and/or representative 

  Chief Executive Officer outlines the reasons for their decision 
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  Panel question Chief Executive Officer 
  Appellant and/or representative question Chief Executive Officer 
  Chief Executive Officer, appellant and/or representative leave the room 
  Panel considers all representations and makes a binding decision. 

 
NB.  For pay appeals by Chief Executive Officer, substitute references to ‘the 
Chief Executive Officer with ‘the Chair of the Board of Directors”. 

 


