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1. Introduction 
 
The Board of Trustees of Voyage Education Partnership (the Trust) will adopt a whole-trust approach 
to pay issues. Pay decisions will be taken in the context of full consideration of the resources available 
to the Trust. This means that pay decisions relating to any given group of employees will not be taken 
in isolation, and that all pay decisions will be taken in the context of the Trust as a whole. 

This policy aims to ensure fair and equitable treatment for both teaching and support staff. These 
procedures for determining pay are consistent with the principles of public life and will ensure 
objectivity, openness and accountability. 

The overall objective of this policy is to ensure that all teaching and support staff are valued, treated 
fairly and receive recognition for their work and their contribution to the Trust. 

When advertising all posts the Trust will provide job applicants with the appropriate salary details.  

All information on which pay decisions are based will be treated with strict confidentiality. As part of 
the application of this policy, the Trust may collect, process and store personal data in accordance 
with our data protection policy.  

2. Equal Opportunities 
 

In adopting this policy, the Trust: 

• is committed to promoting equalities in all areas of employment and to challenging 

discrimination and stereotyping. 

• seeks to use this pay policy to maintain and promote equal opportunities across the 

Trust and ensure that no employee is discriminated against for any reason. 

• will provide appropriate support to all employees and will give them sufficient 

opportunity to have their training and development needs reviewed regularly as part of 

the performance management review arrangements. 

• will make every effort to address the needs of those with a disability and will make any 

reasonable adjustments necessary in order to overcome any barriers to access. 

3. Board of Trustees – People Committee 
 

The People Committee of the Board of Trustees has the following responsibilities in relation to 

employee pay: 

• approve a Trust Pay Policy for recommendation to the Board following appropriate 

consultation as required and to ensure that it is applied equitably across the Trust. 

• approve for recommendation to the Board, following an annual review, the Trust Pay 

Awards. 

• receive, review and propose to the Board recommendations from the CEO relating to 

the pay of all employees outside the guidelines of the Pay Policy. 

4. The Executive 
 

Although the People Committee has overall responsibility for the management of the pay policy, it is 
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not always practical for every single pay decision to be referred to it. Therefore, the Executive has 

delegated responsibility for the following: 

• setting and moderating performance objectives and carrying out or overseeing 

performance reviews as required. 

• ensuring effective appraisal arrangements are in place and that appraisers have the 

knowledge and skills to apply procedures fairly. 

• approving salary assessments/evaluations for all employees (except the Executive). 

• ensuring that when pay recommendations are made to the People Committee that they 

are provided with enough and appropriate information to make pay decisions. 

• applying pay discretions where these are clear and non-contentious within the scope of 

the policy. 

• overseeing temporary and supply staff appointments. 

• reviewing, drafting and finalising job descriptions for all employees. 

• ensuring teachers and support staff are informed about pay decisions reached, and that 

records are kept of recommendations and decisions made. 

5. Pay Appeals Procedure 
 

An employee may seek a review of any decision taken in relation to their pay. 

The following list includes the usual reasons for seeking a review of a pay determination: 

That the person or committee by whom the decision was made: 

• incorrectly applied any provision of this document. 

• incorrectly applied any provision of STPCD. 

• failed to have proper regard to statutory guidance. 

• failed to take proper account of relevant evidence. 

• took account of irrelevant or inaccurate evidence. 

• was biased, or otherwise unlawfully discriminated against the employee. 

5.1 Procedures 

 

The order of proceedings is as follows. 

1. The employee receives written confirmation of the pay determination and, where 

applicable, the basis on which the decision was made. 

 

2. If the employee is not satisfied, they should seek to resolve this by discussing the matter 

informally (normally with the headteacher or directorate manager) within 5 working days of 

the decision (stage 1). 

 

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

make a formal representation to the Executive (stage 2).  

 

4. The employee should set down in writing the grounds for questioning the pay decision and 

send it to the Executive (via the HR Manager) within 10 working days of the notification of 

the decision being appealed against or of the outcome of the informal discussion referred to 
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above. This time limit may be extended by either side if good and enough reason is given. 

 

5. If the employee wishes to submit any written evidence as part of their appeal, they must do 

so at least five working days before the planned hearing. 

 

6. The Executive should provide a hearing, normally within 20 working days of the receipt of 

the written grounds for questioning the pay decision to consider this and to give the 

employee an opportunity to make representations in person. The decision will be given in 

writing within 10 working days and will notify the employee of their right to appeal. 

 

7. Should the employee continue to be dissatisfied they can appeal within 5 working days of 

the written notification of the Executive’s decision, setting out their grounds for appeal in 

writing to the Clerk to the Trustees. 

 

8. Any appeal should be heard by a panel of three Trustees (stage 3). The appeal hearing 

should normally be held within 20 working days of the date of the written appeal 

notification and giving the employee at least 5 working days’ notice of the appeal. 

 

9. For any hearing the employee is entitled to be accompanied by a colleague or union 

representative. Each step and action of this process must be taken without unreasonable 

delay. The timing and location of the formal meeting must be reasonable and must allow 

both parties to explain their case. 

 

10. This procedure performs the function of the grievance procedure and therefore pay 

decisions should not be reopened under the general grievance procedures. 

 

11. In the event of a complaint of the Chief Executive Officer, the Chair of the Board of Trustees 

will act as the review officer, unless the Chair has been previously involved in the 

performance review proceedings. In this case another Trustee should act as the review 

officer. 

6. Basic Pay Determination 

 
6.1 Performance Management 

 

All employees are required to participate in arrangements made for the annual review of their 

performance. 

Relevant information from performance management reviews will be considered when taking pay 

decisions or when advising those responsible for taking pay decisions in relation to the annual pay 

review process. 

The Board of Trustees agrees the budget and will ensure that appropriate funding is allocated for 

performance pay progression at all levels. 

6.2 Job Descriptions 

 

All employees will be provided with a job description. The task of reviewing, drafting and finalising 
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job descriptions is delegated to the headteacher or directorate manager under the guidance of the 

Human Resources Team. 

Job descriptions may be periodically reviewed, in consultation with the employee concerned, in 

order to make reasonable changes. Employees are entitled to request a review of their existing job 

description. Any such request will be considered first by the headteacher or Directorate Manager 

and then by the Executive where requested. 

6.3 Training and Development 

 

All employees will be encouraged and supported in their development through appropriate training. 

The opportunity will be made available to review their needs with their line manager. 

6.4 Capability or Disciplinary Action 

 

Being subject to capability or disciplinary action which is proven may have an impact on the pay 

review for that or the following academic year. 

However, the incremental point may be considered following a further pay review retrospectively if 

the capability or disciplinary process is discontinued or if the employee makes sufficient progress to 

reach a satisfactory level of performance. 

The employee concerned should be formally notified of the possibility of not being awarded the 

forthcoming incremental point as soon as possible. Every effort should be made to provide the 

employee with the appropriate support and training to help them improve their performance within 

the context of the capability framework. 

7. Teaching Staff 
 

7.1 Pay Reviews 

 

The People Committee will ensure that every teacher’s salary is reviewed with effect from 1 

September and no later than 31 October, except in the case of the headteacher, for whom the 

deadline is 31 December each year and give them a written statement setting out their salary and 

any other financial benefits to which they are entitled.  Reviews may take place at other times of 

year to reflect any changes in circumstances or job description that lead to a change in the basis for 

calculating an individual’s pay.  A written statement will be given within one month after any review 

and where applicable will give information about the basis on which it was made. 

Where a pay determination leads or may lead to the start of a period of safeguarding, the Trust will 

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

determination. 

Where a teacher is absent from work for a significant period, for example due to maternity or long-

term sickness absence, the Trust will still undertake performance and pay reviews for that member 

of staff.  The Trust will consider the criteria set out in this policy but use the period of time prior to 

the employee commencing their period of absence.  In most cases this will be the preceding year or 

two years for progression on to the upper pay range. If there is sufficient time for assessment in the 

current appraisal period, that period may also be considered. 
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Where a teacher is on secondment or is acting up, the Trust will still undertake performance and pay 

reviews for that member of staff. 

7.2 Classroom Teachers on the Main Pay Range 

 

The Trust 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. 

The Executive, if necessary, use its discretion to award a recruitment incentive benefit to secure the 

candidate of its choice.  Very clear and specific criteria, including details of any review period, should 

be adopted if doing so and documented evidence may be required to verify any experience claimed. 

The Trust undertakes that it will not restrict the pay range advertised for or starting salary and pay 

progression prospects available for classroom teacher posts, other than the minimum of the main 

pay range and the maximum of the upper pay range. 

The Trust is committed to the principle of pay portability.  

In determining the pay range, the Trust 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 organisational context. 

7.3 Pay Determination for Existing Main Pay Range Teachers 

 

The Trust will set the pay structures within the appropriate main scale teachers’ pay range and in 

line with the advisory points set out in Annex 3 of STPCD, this has six pay points (see Appendix A) 

Decisions regarding pay progression will be made with reference to the teachers’ appraisal reports 

and the pay recommendations they contain.  In the case of ECTs, 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.   

7.4 Moving to the Upper Pay Range 

 

The headteacher will consider each application in line with the provisions of this policy.  Teachers 

who make successful applications will be placed on point 1 of the upper pay range. 

Teachers who are unsuccessful in passing the performance threshold assessment should be given 

written reasons, detailing which standards have been met and those which have not.  It is expected 

that normally any concerns will have already been shared with the teacher during the last two years, 

targets set and reviewed.  Written reasons should be given within 5 working days of the decision 

being notified to the People Committee by the headteacher.  The teacher is also entitled to receive 

clear advice on how they need to develop in order to reach the threshold standards. If they wish to 

appeal against this decision, they should follow the procedures outlined in Pay Appeals Procedure. 

 



 

Voyage Education Partnership: Pay Policy  Page 9 of 23 

In accordance with the STPCD any qualified teacher can apply to be on the upper pay range. Only 

one application can be made each year. Separate applications can be made if the teacher works in 

another setting. 

Applications must: 

• be made on the appropriate application and submitted to the headteacher. 

• be submitted by 31 October in each year (consideration will be given to accepting late 

applications where individual circumstances, eg. Absence prevent this deadline being 

met). 

7.5 Upper Pay Range Criteria 

 

Teachers who make successful applications will be placed on point 1 of the Upper Pay Scale with and 

backdated to take effect from 1 September in the current academic year. 

An application will be successful if the headteacher is satisfied that: 

• the teacher is highly competent in all elements of the Teachers’ Standards. 

• the teacher’s achievements and contribution to the academy are substantial and 

sustained. 

This means that the teacher has consistently demonstrated the following. 

• Demonstrated that they meet all Teachers’ Standards, both in terms of teaching and 

personal and professional conduct, over a sustained period. 

• Been assessed as meeting their performance management objectives over a sustained 

period. 

• The teacher has demonstrated over a sustained period an ability to support some pupils 

to exceed expected levels of progress/achievement. 

• The teacher has consistently taken responsibility for identifying and meeting their own 

professional development needs and used their learning to improve their practice and 

pupils’ learning. 

• The teacher has demonstrated that they have made an impact on the academy beyond 

their own class/group(s) over a sustained period. This may include: 

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

other teachers to enable them to improve their teaching practice. 

o contributing to policy and practice which has improved teaching and learning across 

the academy. 

Sustained means maintained continuously over a period of at least three academic years. It is 

normally expected that this will include at least one year in one of the Trust’s academies, although 

discretion will be exercised where there is clear and compelling evidence of consistent performance 

against the criteria at the teacher’s previous setting. 

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

has been absent for some of the relevant period. 

7.6 Moving Up the Upper Pay Range 

 

Progression through the upper pay range is not automatic. Teachers can only progress if their 
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performance has been reviewed and they have made a substantial and sustained contribution to the 

academy as set out above. 

Teachers should normally spend two years on each upper pay range point before being considered 

for pay progression. 

Progression to the next point on the upper pay range will be based on two successful consecutive 

annual performance management reviews. In exceptional circumstances the Trust can award 

progression to the next point on the upper pay range faster than this. 

7.7 Short-notice Teachers 

 

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

provisions of the STPCD on a daily basis calculated on the assumption that a full working year 

consists of 195 days, periods of employment for less than a day being calculated pro-rata. 

Teachers should be paid for all the hours they are required to be on the academy premises. 

Allowance should be made for non-contact time. 

Teachers who work less than a full day will be hourly paid and will also have their salary calculated as 

an annual amount which will be divided by 195 then divided again by 6.48 (1265/195) or the total 

length of the academy’s pupil day to arrive at the hourly rate. 

7.8 Part-time Teachers 

 

Teachers employed on an ongoing basis by the Trust but who work less than a full working day or 

week are deemed to be part-time.  The Trust will give them a written statement detailing their 

working time obligations and the mechanism used to determine their academy’s timetabled 

teaching week for a full-time teacher in an equivalent post. 

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

be paid the pro-rata percentage of the appropriate full-time equivalent salary. The same percentage 

must be applied to any allowances awarded to the part-time teacher. 

Any additional hours such a teacher may agree to work from time to time at the request of the 

headteacher should also be paid at the same rate. 

The People Committee should ensure that all teachers employed on a part-time basis are provided 

with a written agreed statement which sets out the expectations of the academy and the part-time 

teacher, regarding the deployment of directed time both within and beyond the academy day in 

accordance with the professional duties as set out with the STPCD. 

7.9 Supply Teachers 

 

The pay of supply teachers employed via agencies is determined by the agency concerned. 

7.10 Leading Practitioner Posts 

 

The leading practitioner range is for teachers who support the modelling and improvement of 

teaching skills. For teachers working in this capacity, additional duties will be set out in the job 

description which link to developing, implementing and improving academy effectiveness and 

performance of staff, colleagues and pupils. 
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In this Trust the pay range for leading practitioner posts is included in Appendix A. 

For teachers appointed to leading practitioner posts, the pay range for these posts will be 

determined individually, within the leading practitioner range.  Individual pay ranges may differ to 

reflect the different demands and challenges of that post.  Pay ranges will allow appropriate scope 

for performance related progression over time. 

7.11 Special Educational Needs Allowance 

 

A SEN allowance will be paid to classroom teachers who meet the criteria set out in STPCD. 

Where a SEN allowance is to be paid, the value (see Appendix A) will be determined based on the 

structure of the SEN provision, whether mandatory qualifications are required for the post, the 

qualifications or expertise of the teacher and the relative demands of the post. 

8. Unqualified Teachers 
 

The Trust will, when determining on which point to place unqualified teachers on the unqualified 

teachers’ pay range when they are appointed, take account of any relevant qualifications and 

experience.   

8.1 Qualifications 

 

Unqualified teachers will be appointed above the minimum in the following circumstances up to the 

maximum of the unqualified teacher pay range: 

• one point for a recognised overseas teaching qualification.  

• one point for a recognised post-16 teaching qualification.  

• one point for a first or second-class honours degree.  

• one point for a recognised qualification relevant to their subject area. 

At the discretion of the Trust, unqualified teachers who are on one of the employment-based routes 

into teaching may be paid on the qualified or unqualified teachers’ pay range if they occupy a 

classroom or support teacher position.  

8.2 Experience 

 

One point on the unqualified teachers’ pay range for each period of one years of service as an 

overseas-trained teacher.  

One point on the unqualified teachers’ pay range for each period of one years of service teaching in 

further education, including sixth form colleges.  

One point on the unqualified teachers’ pay range for each period of one years of service teaching in 

higher education.  

Eligible unqualified teachers will be automatically considered for further progression and no 

application will be necessary.  However annual pay progression within the range is not automatic 

and decisions regarding pay progression will be clearly attributable to the teacher’s performance 

with reference to the appraisal process. 
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Judgements of performance will be made in relation to appraisal outcomes and meeting objectives.  

The minimum expectation to achieve pay progression through the pay range is: 

a. All objectives met. 

b. Consistently good teaching evidenced throughout the year. 

c. Pupil progress targets achieved for all groups. 

Additional progression will be considered for unqualified teachers who demonstrate: 

a. All objectives exceeded. 

b. Consistently outstanding teaching evidenced throughout the year. 

c. Progress targets exceeded in most groups or pupils. 

The Trust will reserve discretion to withhold an experience point where performance has been 

unsatisfactory.  However, this will only occur where formal action during the review year has been 

taken under the capability procedure or the disciplinary procedure.  

The Trust may review this position if, at the conclusion of any formal action, satisfactory 

performance has been achieved. 

9. Leadership Group 
 

Pay ranges for headteachers, deputy headteachers and assistant headteachers will be determined in 

line with STPCD for either new appointments or where responsibilities significantly change or if the 

Trust chooses to review pay of leadership posts in line with STPCD.   

The pay range will take into account all permanent responsibilities of the role, any challenges that 

are specific to the role and all other relevant considerations including the skills and competencies 

required. Pay ranges will allow appropriate scope for performance related progression over time. 

9.1 Headteachers 

 

Each academy will be assigned to a headteacher group calculated using its total unit score, in 

accordance with STPCD.  A pay range will be determined for the headteacher which will not normally 

exceed the maximum of the headteacher group, unless the specific exceptional circumstances or 

candidate warrant it, up to an additional 25%.   

9.2 Deputy Headteachers and Assistant Headteachers 

 

A pay range will be determined for any deputy headteacher and assistant headteacher, considering 

how the role fits within the wider leadership structure of the academy. The pay range will not 

exceed the maximum of the headteacher group for the academy and will not normally overlap with 

the pay range of the headteacher, except in exceptional circumstances.   

9.3 Headteacher Pay Progression 

 

The Chief Education Officer will undertake annual performance reviews for the headteacher and 

make recommendations to the Chief Executive Officer. 

The headteacher must demonstrate sustained high quality of performance, with particular regard to 

leadership, management and learner progress at the academy and will be subject to a review of 

performance against performance objectives before any performance points will be awarded. 
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The Chief Executive Officer will consider the award of one point in the range (maximum two for 

exceptional performance) where performance objectives have been met and there has been a 

sustained high quality of overall performance. 

The Chief Executive Officer will be advised by the Chief Education Officer of the agreed performance 

objectives and the outcome of the review of these.  The headteacher will be able to make 

submissions in the form of a written statement to the Chief Executive Officer as part of their annual 

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

In considering whether performance objectives have been met, account will be taken of whether 

unforeseen circumstances may have led to a particular objective not being achieved. 

The Trust may make discretionary additional payments up to 25% above the maximum of the 

headteacher group (unless there are wholly exceptional circumstances) to the headteacher.  

9.4 Deputy Headteachers and Assistant Headteachers 

 

Deputy headteachers and assistant headteachers must demonstrate sustained high quality of 

performance, in respect of academy leadership and management and learner progress and will be 

subject to a review of performance against their performance objectives before any performance 

points will be awarded.  

The headteacher will consider the award of one point (two for exceptional performance) where 

performance objectives have been met and there has been a sustained high quality of overall 

performance. 

In considering whether performance objectives have been met, account will be taken of whether 

unforeseen circumstances may have led to a particular objective not being achieved.  

Save to the extent that a movement up the pay spine is necessary to ensure that the salary of the 

deputy headteacher or assistant headteacher equals the minimum of the individual academy pay 

range, the salary shall not be increased by more than two points in the course of one academic year. 

9.5 Acting (Leadership) Allowances 

 

The Trust will consider paying a teacher who is temporarily carrying out the full duties of an absent 

headteacher, deputy headteacher or assistant headteacher at an appropriate point within the 

headteacher’s or deputy/assistant headteacher’s pay ranges when the absence extends beyond four 

weeks. The increase in salary will be backdated to the first day of absence. The level of allowance 

must be at least at the minimum leadership spine point payable in the academy for the post in which 

the teacher is acting. 

In the case of planned prolonged absence, an acting pay point within the applicable pay range 

should be established in advance and payment made as soon as the duties are taken up.  

Except in the case of the deputy headteacher, who is contractually obliged to act as the headteacher 

in their absence, any member of staff acting up to a higher position should have first agreed to take 

on the acting duties in question.  

Acting up allowances for any position other than a leadership group member (including support staff 

posts) will be determined by the headteacher, taking into account the responsibilities of the post, 

the salary of the person acting up and the post holder’s salary. 
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10. Discretionary Allowances and Payments 
 

10.1 Additional Payments 

 

The Trust may make such payments as they see fit to a teacher, including a headteacher in line with 

the STPCD. 

10.2 Teaching and Learning Responsibility Payments (TLRs) 

 

The Trust will award TLR payments to teachers who occupy posts of additional responsibility in 

accordance with the statutory provisions of the STPCD.  

TLRs will be awarded to the holders of the posts indicated in the attached staffing structure. The 

Trust may determine whether to award a TLR1, TLR2 or a TLR 3.  

TLRs may only be awarded in the context of the staffing structure and pay policy. 

10.3 Criterion and Factors for Awarding TLRs 

 

Criterion 

A Teaching and Learning Responsibility payment may be awarded to a classroom teacher for 

undertaking a sustained additional responsibility in the context of the staffing structure for the 

purpose of ensuring the continued delivery of high-quality teaching and learning for which they are 

made accountable. 

Factors 

Before awarding a TLR, the Trust 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 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. 

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

Before awarding a TLR1, the Trust must be satisfied that the significant responsibility referred to in 

the previous paragraph includes line management responsibility for a significant number of people. 

Values 

The values of TLRs can be found in Appendix A. 

Details of TLRs to be awarded by the Trust will depend on the outcome of the review of the staffing 

structure and the timing of introduction will be in line with the implementation plan.  

If a post meets the criterion and all the factors, this does not mean automatically that the post will 

be graded as a TLR1. 

A teacher may not hold more than one of a TLR 1 and a TLR 2 of any value, but a TLR could be based 

on a job description that itemises several different areas of significant responsibility.  A TLR 3 can be 

held concurrently with a TLR 1 or TLR 2.  
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A TLR is a payment integral to a post in the staffing structure and therefore may be held by two or 

more people when job sharing that post. 

TLR payments will cease when teachers move to different settings.  They can also cease where any 

teacher refuses to perform the responsibilities, is dismissed from them or where responsibilities are 

restructured.  

TLRs awarded to part-time teachers must be paid pro rata at the same proportion as the teachers’ 

part time contract. 

A TLR 3 payment must be awarded on a fixed-term basis and is for clearly time limited academy 

improvement project or one off externally driven responsibilities.  

The Trust will be required to set out in writing to the teacher the duration of the fixed term, and the 

amount of the award to be paid in monthly instalments. No safeguarding will apply in relation to an 

award of a TLR3. 

10.4 Continuing Professional Development 

 

Teachers (excluding a teacher on the leadership pay range) who undertake voluntary CPD outside 

the academy day will be entitled to an additional payment.  

The Trust will consider payments to teachers for the above where it is demonstrated that they are 

currently engaged in such activities and where it is financially practicable for the Trust to do so. 

10.5 Recruitment and Retention Incentives and Benefits 

 

The Trust may consider paying recruitment or retention awards in line with the STPCD in 

circumstances where they anticipate or encounter recruitment and/or retention difficulties. This 

may be awarded as an annual allowance, lump sum payment or periodic payment. If the Trust think 

it is relevant to apply this incentive they will clearly state in writing to the employee, the amount and 

review date that the incentive may be withdrawn. 

The Trust will specify clearly the basis on which such incentives may be paid (eg to all teachers; to 

those in shortage subjects as defined by the academy; or after one/two advertisements have failed 

to produce a suitable candidate for appointment). 

Payments may only be made for recruitment and retention purposes, not for carrying out specific 

responsibilities or to supplement pay for other reasons. 

In particular the Trust will determine:  

• whether the award is for recruitment or retention. 

• the nature of the award. 

• when/how the award will be paid. 

• the start date and duration of the award.  

• the basis for any uplift that may be applied. 

The Trust will award such allowances where, in their view:  

• the post is considered to be difficult to fill. 

• the post holder teaches a subject in which there is a shortage of teachers. 

and will ensure that these criteria are consistently applied.  
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A review of rates will be necessary if the Trust intends to increase the level of these awards in line 

with general increases to salaries, or in other circumstances which the Trust may determine. 

10.6 Safeguarding 

 

Where pay decisions are taken which lead to a teacher receiving safeguarding, they will be given 

written notification as soon as possible and no later than one month after the decision.  

A safeguarded sum will not be increased during the safeguarding period. The safeguarded sum will 

be payable for a maximum period of three years.  

Teachers entitled to safeguarding in excess of £500 annually will be required to undertake additional 

responsibilities commensurate with the safeguarded sum for the period of safeguarding.  

There is provision for teachers who occupy another post on a temporary basis to have their 

safeguarding restored on return to their original post (unless it would otherwise have ceased). For 

more information, please refer to the STPCD. 

11. Support Staff 

 
11.1 Pay and Conditions 

 

Support staff pay and conditions will correspond with the scheme of conditions of services 

prescribed by the National Joint Council for Local Government Services (the ‘Green Book’) and the 

Single Status Policy. 

11.2 Grading 

 

The Trust will apply a non-discriminatory method of job evaluation to ensure equal treatment of all 

support staff.  This evaluation considers the different skills and responsibilities required by the job 

description to ensure jobs are being evaluated rather than the people in them.  The score generated 

though the job evaluation determines the grade and pay range (see Appendix B) for the role.   

11.3 Criteria for Determining Pay 

 

Newly appointed support staff will normally be paid on the first point of the stated pay range. 

However, the appointment could be made on any of the points within the range where the 

recruiting manager wishes to recognise particular experience and/or qualifications appropriate to 

the post, or where there are any particular recruitment difficulties.  

All new support staff appointments will be subject to the Trust’s probationary requirements. 

11.4 Pay Reviews 

 

Employees who are appointed between 1 April and 30 September will receive their first increment 

on 1 April of the following year.  

Employees appointed between 1 October and 31 March will receive their first increment six months 

after appointment.  
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Progression to the maximum of the pay range will then be annually on 1 April each year until the 

maximum of the range has been reached. 

The Trust will reserve the discretion to withhold an increment where performance has been 

unsatisfactory.  This will only occur where formal action during the review year has been taken 

under the capability procedure or disciplinary procedure. The Trust may review this position if, at 

the conclusion of any formal action, satisfactory performance has been achieved. 

Where the employee has reached the maximum of the range, only a cost of living increase will apply.  

Where an employee is absent from work for a significant period of time, for example due to 

maternity or long-term sickness absence, the Trust will still undertake performance and pay reviews 

for that member of staff. 

11.5 Honoraria Payments 

 

The Trust will retain the discretion to award support staff honoraria or additional payments when 

required. 

12. Executive Officers 
 

Arrangements for executive officers are not subject to pay and conditions that correspond with the 

scheme of conditions of services prescribed by the National Joint Council for Local Government 

Services (the ‘Green Book’) and the Single Status Policy.  Terms and conditions for executive officers 

are set out in individual contracts of employment. 

12.1 Pay Reviews 

 

Employees who are appointed between 1 April and 30 September will receive their first increment 

on 1 April of the following year.  

Employees appointed between 1 October and 31 March will receive their first increment six months 

after appointment.  

Progression to the maximum of the pay range will then be annually on 1 April each year until the 

maximum of the range has been reached. 

The Trust will reserve the discretion to withhold an increment where performance has been 

unsatisfactory.  This will only occur where formal action during the review year has been taken 

under the capability procedure or disciplinary procedure. The Trust may review this position if, at 

the conclusion of any formal action, satisfactory performance has been achieved. 

Where the employee has reached the maximum of the range, only a cost of living increase will apply 

at the discretion of the People Committee.  

Where an employee is absent from work for a significant period of time, for example due to 

maternity or long-term sickness absence, the Chief Executive Officer (or a group of 3 Trustees in the 

case of the Chief Executive Officer) will still undertake performance and pay reviews for that 

member of staff. 

The executive officer pay range is in Appendix C. 
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13. Other Payments 
13.1 Out-of-school Learning Activities 

 

Where employees agree to provide learning activities outside of the normal academy hours and 

whose salary range does not take account of such activity the Trust will pay a flat rate payment in 

line with the employee’s level of responsibility and the size of the commitment. 

Support staff job descriptions may include a requirement to carry out these activities as part of 

normal duties and working hours without attracting additional payments. 

14. Salary Sacrifice Arrangements 
 

A salary sacrifice arrangement refers to any arrangement under which an employee gives up the 

right to receive part of their gross salary in return for the employer’s agreement to provide them 

with a benefit-in-kind under any salary sacrifice scheme, for example: 

• a childcare voucher or other childcare benefit scheme. 

• a cycle or cyclist’s safety equipment scheme. 

• a leasing scheme for electric or ultra-low emissions vehicles. 

Where a salary sacrifice arrangement is in operation, the employee may participate in such an 

arrangement and their gross salary will be reduced accordingly for the duration of their participation 

in it. 

Employees are unable to participate in schemes that would lead their salary falling below the 

National Minimum Wage. 
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Appendix A – Teachers Pay Scales 
 

Main Pay Range  Upper Pay Range 

Point Salary  Point Salary 

M1 £25,714  U1 £38,690 

M2 £27,600  U2 £40,124 

M3 £29,664  U3 £41,604 

M4 £31,778    

M5 £34,100  Leading Practitioner Range 

M6 £36,961  Point Scale 

   LP1 £42,402 

Unqualified Teachers Range  LP2 £43,465 

Point Salary  LP3 £44,550 

UQ1 £18,169  LP4 £45,658 

UQ2 £20,282  LP5 £46,796 

UQ3 £22,394  LP6 £47,969 

UQ4 £24,507  LP7 £49,261 

UQ5 £26,622  LP8 £50,397 

UQ6 £28,735  LP9 £51,656 

   LP10 £52,983 

Teaching and Learning Responsibility  LP11 £54,357 

TLR3 Minimum £571  LP12 £55,610 

TLR3 Maximum £2,833  LP13 £57,000 

TLR2a £2,873  LP14 £58,421 

TLR2b £4,789  LP15 £59,875 

TLR1a £8,291  LP16 £61,467 

TLR1b £10,825  LP17 £62,878 

TLR1c £14,030  LP18 £64,461 

     

SEN Allowances    

SEN Minimum £2,270    

SEN Maximum £4,479    
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Leadership Group Pay Range   

Point Salary  Point Salary 

L1 £42,195  L32 £90,379 

L2 £43,251  L33 £92,624 

L3 £44,331  L34 £94,914 

L4 £45,434  L35 £97,273 

L5 £46,566  L36 £99,681 

L6 £47,735  L37 £102,159 

L7 £49,019  L38 £104,687 

L8 £50,151  L39 £107,239 

L9 £51,402  L40 £109,914 

L10 £52,723  L41 £112,660 

L11 £54,091  L42 £115,483 

L12 £55,338  L43 £117,197 

L13 £56,721    

L14 £58,135    

L15 £59,581    

L16 £61,166    

L17 £62,570    

L18 £64,143    

L19 £65,735    

L20 £67,364    

L21 £69,031    

L22 £70,745    

L23 £72,497    

L24 £74,295    

L25 £76,141    

L26 £78,025    

L27 £79,958    

L28 £81,942    

L29 £83,971    

L30 £86,061    

L31 £88,187    
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Appendix B - Support Staff Pay Scale 
 

Grade Point Salary Evaluation Score 

- 1 £16,141 Apprentice Rate 

G1 2 £17,842  

G1 / G2 3 £18,198 Grade 1 = 182 - 227 

G2 4 £18,338  

G2 5 £18,430  

G2 / G3 6 £18,562 Grade 2 = 228 - 267 

G3 7 £18,926  

G3 8 £19,333  

G3 / G4 9 £19,698 Grade 3 = 268 - 307 

G4 10 £19,736  

G4 11 £20,412  

G4 / G5 12 £20,903 Grade 4 = 308 - 387 

G5 13 £21,731  

G5 14 £22,638  

G5 / G6 15 £23,541 Grade 5 = 348 - 387 

G6 16 £24,333  

G6 17 £25,123  

G6 / G7 18 £25,991 Grade 6 = 388 - 427 

G7 19 £26,785  

G7 20 £27,729  

G7 / G8 21 £28, 672 Grade 7 = 428 - 467 

G8 22 £29,920  

G8 23 £31,053  

G8 / G9 24 £32,234 Grade 8 = 468 - 507 

G9 25 £33,412  

G9 26 £34,576  

G9 / G10 27 £35,745 Grade 9 = 508 - 547 

G10 28 £37,123  

G10 29 £38,502  

G10 / G11 30 £39,880 Grade 10 = 548 - 587 

G11 31 £41,541  

G11 32 £43,201  

G11 / G12 33 £44,863 Grade 11 = 588 - 627 

G12 34 £47,180  

G12 35 £49,498  

G12 / G13 36 £51,817 Grade 12 = 628 - 667 

G13 37 £53,555  

G13 38 £55,292  

G13 / G14 39 £57,029 Grade 13 = 668 - 707 

G14 40 £58,767  

G14 41 £60,506  

G14 / G15 42 £62,244 Grade 14 = 708 - 747 

G15 43 £63,980  

G15 44 £65,719  

G15 / G16 45 £67,456 Grade 15 = 748 - 787 

G16 46 £69,194  

G16 47 £70,931  

G16 48 £72,670 Grade 16 = 788 - 827  
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Appendix C – Executive Officer Pay Scale 
 

 

Executive Officer 

Point Scale 

EO1 £70,000 

EO2 £72,500 

EO3 £75,000 

EO4 £77,500 

EO5 £80,000 

EO6 £82,500 

EO7 £85,000 

EO8 £87,500 

EO9 £90,000 

EO10 £92,500 

EO11 £95,000 

EO12 £97,500 

EO13 £100,000 

EO14 £105,000 

EO15 £110,000 

EO16 £115,000 

EO17 £120,000 

EO18 £125,000 

EO19 £130,000 

EO20 £135,000 
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Appendix D - Pay Review Scheme of Delegation Summary 
 

Employee Type Recommended By Reviewed By Reported To 

Academy Based Staff 
(excluding 
Headteachers) 

Headteacher 
Chief Education 
Officer 

The Executive 
People Committee 

Headteachers 
Chief Education 
Officer 

Chief Executive Officer 
The Executive 
People Committee 

Education Advisers / 
Leaders (Central 
Team) 

Chief Education 
Officer 

Chief Executive Officer 
The Executive 
People Committee 

Support Staff (Central 
Team) 

Directorate Manager 

Chief Education 
Officer, Chief Financial 
Officer or Chief 
Operating Officer 

The Executive 
People Committee 

Directorate Managers 

Chief Education 
Officer, Chief Financial 
Officer or Chief 
Operating Officer 

Chief Executive Officer 
The Executive 
People Committee 

Executive Team 
(excluding Chief 
Executive Officer) 

Chief Executive Officer People Committee Board of Trustees 

Chief Executive Officer 

Chair of Board, Chair 
of People Committee 
and Chair of Finance 
Committee 

People Committee Board of Trustees 

 


