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1.0 [bookmark: _bookmark2][bookmark: _Toc231803603]Introduction

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) and has been consulted on with staff and/or the recognised trade unions.

In adopting this pay policy the aim is to:

· maximise the quality of teaching and learning at the school, by ensuring that implementation of the policy takes full account of the school’s plans for improvement and development
· have proper regard for the work/life balance of staff at the school
· recruit, retain, motivate and develop staff
· be able to demonstrate that the policy and decisions on pay are managed in a fair, just and equitable way, recognising the principle of equal pay for like work and work of equal value
· determine the annual pay budget, including that for pay progression,
compatible with the school’s overall budget position
· be consistent with the school’s appraisal policies
· that the impact of the exercise of pay discretions does not contravene the Equality Act 2010
· Minimise the impact on workload for individual teachers, line managers, school leaders and governing boards.

Final pay decisions at this school are made by the trust board (pay committee).

2.0 [bookmark: _bookmark3][bookmark: _Toc231803604]Pay reviews

The governing board will ensure that each teacher’s salary is reviewed annually, with effect from 1 September and no later than 31 October each year (with the exception of headteachers and movement to the upper pay range), and that all teachers are given a written statement setting out their salary and any other financial benefits to which they are entitled (eg additional allowances)

Reviews may take place at other times of the year to reflect any changes in circumstances or job description that lead to a change in the basis for calculating an individual’s pay. A written statement will be given 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 board will give the required notification as soon as possible and no later than one month after the date of the determination.

3.0 [bookmark: _bookmark4][bookmark: _Toc231803605] Basic pay determination on appointment

The governing board will determine the pay range for a vacancy prior to advertising it, according to the staffing structure. On appointment it will determine the starting salary within that range to be offered to the successful candidate.

In making such determinations, the governing board may take into account a range of factors, including:

· the nature of the post
· the level of qualifications, skills and experience required
· recruitment and retention requirements
· the wider school context
3.1 [bookmark: _bookmark5][bookmark: _Toc231803606]Leadership Positions

Where an individual is appointed to a leadership position after 1 September 2014 or where an existing position needs to be reviewed due to significant changes to responsibilities, pay will be determined in line with paragraphs 4.1 to 4.4 of the School Teachers Pay & Conditions Document 2025.

When determining the pay range for leadership positions, all permanent responsibilities of the role, challenges specific to the role and other relevant considerations will be taken into account. There will be appropriate scope within the range to allow for progression.

Pay ranges for headteachers should not normally exceed the maximum of the headteacher group however in circumstances where the trust board determines that it is appropriate to extend the individuals pay range of a Headteacher this will be done in line with paragraph 9.1 to 9.4 of the School Teachers Pay and Conditions Document 2025.

Leadership pay ranges will be set using the reference points contained in appendix 1 of this policy and will consist of a seven-point range for headteachers and a five-point range for deputy and assistant headteachers.


3.2 [bookmark: _bookmark6][bookmark: _Toc231803607]Other teachers pay ranges

When determining the starting pay for a classroom teacher who has previously worked in an LA maintained school or academy in England and Wales, the governing board will pay the teacher on the main pay range or upper pay range at a scale point which at least maintains the teacher's previous entitlement.

3.2.1 [bookmark: _bookmark7][bookmark: _Toc231803608]Lead practitioners

Where the governing board has determined that a lead practitioner post is to be included in the staffing structure for the purpose of modelling and leading improvement of teaching skills a salary range will be determined in accordance with paragraph 16.1 to 16.3 of the School Teachers Pay and Conditions Document 2025.

Leading practitioner ranges will be set within the minimum and maximum set out in appendix 1 of this policy and will consist of a five-point range.
3.2.2 [bookmark: _bookmark8][bookmark: _Toc231803609]Upper pay range

Pay determinations for Upper Pay Range teachers shall be made in accordance with paragraphs 14.1 to 14.3 of the School Teachers Pay and Conditions Document 2025 using the salary scale set out in appendix 1 of this policy.

3.2.3 [bookmark: _bookmark9][bookmark: _Toc231803610]Main pay range

Pay determinations for teachers on the main pay range shall be made in accordance with paragraph 13.1 of the School Teachers Pay and Conditions Document 2025 using the salary scale set out in appendix 1 of this policy.


3.2.4 [bookmark: _bookmark10][bookmark: _Toc231803611]Unqualified teachers

Pay determinations for unqualified teachers shall be made in accordance with paragraph 17.1 of the School Teachers Pay and Conditions Document 2025 using the salary scale set out in appendix 1 of this policy.

4.0 [bookmark: _bookmark11][bookmark: _Toc231803612]Pay progression

In this school all teachers can expect to receive regular, constructive feedback on their performance and development 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 school’s appraisal policy.  Pay Progression in the Trust is automatic on the Main Pay Scale and Upper Pay Scale.  There is no application process to move from the Main Pay Scale to the Upper Pay Scale.  A teacher will not be eligible for pay progession if they are subject to the formal capability process at the time of progression. 

4.1 [bookmark: _bookmark12][bookmark: _Toc231803613]Leadership positions

Decisions regarding leadership pay progression will be made in line with paragraphs 11.1 to 11.2 of the School Teachers Pay and Conditions Document 2025.

Following an individual Headteacher’s annual appraisal and, subject to the provisions of the published pay policy, they should expect to receive pay progression within the maximum of their pay range unless they are subject to capability procedures. Progression may be up to 2 points in the course of a single pay determination.
4.2 [bookmark: _bookmark13][bookmark: _Toc231803614]Classroom teachers (including those paid on the Upper Pay Spine)

Following an individual teacher’s annual appraisal and, subject to the provisions of the published pay policy, they should expect to receive pay progression within the maximum of their pay range unless they are subject to capability procedures.
In the case of Early Career Teachers (ECTs), progression should be automatic at the end of the first and second years, unless there are serious concerns raised about the possibility of them not completing their induction period (in line with the statutory induction process set out in the Education (Induction Arrangements for early career teachers) (England) Regulations 2012).

Teachers will be eligible for an automatic pay increase of one point, unless they are subject to capability proceedings. In exceptional circumstances, teaching and pupil progress assessed as consistently outstanding may be awarded a two points increase.

Any appeal against a pay decision will be heard under the appeals arrangements laid out in appendix 3

[bookmark: _bookmark14][bookmark: _bookmark15][bookmark: _bookmark16][bookmark: _bookmark17]
6.0 [bookmark: _bookmark18][bookmark: _Toc231803615]Part-time teachers

Teachers employed on an ongoing basis at the school but who work less than a full working week are deemed to be part-time. The governing board will give them a written statement detailing their working time obligations and the standard mechanism used to determine their pay, subject to the provisions of the statutory pay and working time arrangements and by comparison with the school’s
timetabled teaching week for a full-time teacher in an equivalent post.

7.0 [bookmark: _bookmark19][bookmark: _Toc231803616]Allowances

7.1 [bookmark: _bookmark20][bookmark: _Toc231803617]Teaching and learning responsibility payments.

TLRs are awarded in line with the published staffing structure as ratified by the governing board.. TLR [1’s or 2’s] will be awarded to the holders of the posts indicated in the attached staffing structure.

The governing board will award fixed term teaching and learning responsibility payments (“TLR 3”) to a classroom teacher who is required to undertake a clearly time-limited school improvement project or one-off externally driven responsibility. The duration of the fixed term will be established at the outset and payment will be made on a monthly basis for the duration of the fixed term. TLR3’s are not subject to safeguarding.

The values of TLRs to be awarded are set out below:

1. TLR1
the annual value of a TLR1 must be no less than £10,174 and no greater than
£17,216

2. TLR 2

the annual value of a TLR2 must be no less than £3,527 and no greater than
£8,611; and

TLR3 payments will be determined on a case by case basis taking account of the additional responsibilities required of the teacher and will be additional to the schools published staffing structure. Payment must be between £702 and £3,478.

TLR1’s and 2’s will only be awarded if the governing board is satisfied that the duties of the post 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

The governing board may determine the value of any existing or new TLR1 and TLR2 payment, based on the proportion of the TLR the teacher is undertaking in line with paragraph 20.6 of School Teachers’ Pay and Conditions Document 2025.

7.2 [bookmark: _bookmark21][bookmark: _Toc231803618]Special educational needs allowances

The governing board will award an SEN allowance to a classroom teacher in line with paragraph 21 of School Teachers’ Pay and Conditions Document 2025 :

a) in any SEN post that requires a mandatory SEN qualification (not including the mandatory SENCO qualification leading to the achievement of the National Award for Special Educational Needs Co-Ordination)
b) in a special school
c) 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
d) in any non-designated setting (including any pupil referral unit) that is analogous to a designate 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 judgment
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 schools or unit within the school or, in the case of an unattached teacher, the unit or service.

The SEN allowance is determined as a spot value, taking into account the
structure of the school’s SEN provision and:

a) whether any mandatory qualifications are required,
b) the qualifications and expertise of the teacher relevant to the post, and
c) the relative demands of the post.

SEN allowances will be paid to the holders of the posts indicated in the school staffing structure. The values of the SEN allowances to be awarded are set out below:

Minimum payment	£2,787	Maximum payment	£5,497

7.3 [bookmark: _bookmark22][bookmark: _Toc231803619]   Allowance payable to unqualified teachers

In accordance with paragraph 22, the relevant body may determine that such additional allowance as it considers appropriate is to be paid to an unqualified teacher where it considers, in the context of its staffing structure and pay policy, that the teacher has:

a) taken on a sustained additional responsibility which: i. is focused on teaching and learning; and ii. requires the exercise of a teacher’s professional skills and judgment; or

b) qualifications or experience which bring added value to the role being undertaken

7.4 [bookmark: _bookmark23][bookmark: _Toc231803620]Additional payments

In accordance with paragraph 26.1, the trust board may make such payments as it sees fit to a teacher, other than a headteacher in respect of:

· continuing professional development undertaken outside of 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 activity agreed between the teacher and headteacher

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

7.5 [bookmark: _bookmark24][bookmark: _Toc231803621]Recruitment and retention allowances

In accordance with paragraph 27.1 to 27.2 the trust board may make payments (or other financial support or benefits) to a teacher as it considers to be necessary as an incentive for the recruitment of new teachers and the retention in their service of existing teachers.

The governing board will make clear at the outset the expected duration of the incentive and benefit and the review date after which they should be withdrawn. A regular formal review will take place of all awards.
In accordance with paragraph 27.3, headteachers, deputy headteachers and assistant headteachers may not be awarded recruitment and retention payments other than as reimbursement of reasonably incurred housing or relocation costs.
7.6 [bookmark: _bookmark25][bookmark: _Toc231803622]Acting allowances

This school will pay any acting up allowances in accordance with section 23 of the STPCD 2025.

8. [bookmark: _bookmark26][bookmark: _Toc231803623]Short notice/supply teachers

Teachers employed on a day-to-day or other short notice basis will be paid 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.

9. [bookmark: _bookmark27][bookmark: _Toc231803624]Pay increases arising from changes to the document

All teachers are paid in accordance with the statutory provisions of the document as updated from time to time.

Within this school, in line with the School Teachers’ Pay and Conditions Document 2025, a 4% increase has been applied to all pay and allowance ranges and advisory points.

10. [bookmark: _bookmark28][bookmark: _Toc231803625]Monitoring the impact of the policy

The trust board will monitor the outcomes and impact of this policy on a regular basis and taking into account and advice from the local authority, including trends in progression across specific groups of teachers to assess its effect and the school’s continued compliance with equalities legislation.

[bookmark: _bookmark29][bookmark: _Toc231803626]Appendix 1 Leadership pay

	Leadership
	KAT 2025 salary

	L1
	£ 51,773

	L2
	£ 53,069

	L3
	£ 54,394

	L4
	£ 55,747

	L5
	£ 57,137

	L6
	£ 58,569

	L7
	£ 60,145

	L8
	£ 61,534

	L9
	£ 63,070

	L10
	£ 64,691

	L11
	£ 66,368

	L12
	£ 67,898

	L13
	£ 69,596

	L14
	£ 71,330

	L15
	£ 73,105

	L16
	£ 75,049

	L17
	£ 76,772

	L18
	£ 78,702

	L19
	£ 80,655

	L20
	£ 82,654

	L21
	£ 84,699

	L22
	£ 86,803

	L23
	£88,951

	L24
	£ 91,158

	L25
	£ 93,424

	L26
	£ 95,735

	L27
	£ 98,106

	L28
	£ 100,540

	L29
	£ 103,030

	L30
	£ 105,595

	L31
	£ 108,202

	L32
	£ 110,892

	L33
	£ 113,646

	L34
	£116,456

	L35
	£ 119,350




	Leadership
	 KAT 2025 salary

	L36
	£ 122,306

	L37
	£ 125,345

	L38
	£ 128,447

	L39
	£ 131,578

	L40
	£ 134,860

	L41
	£ 138,230

	L42
	£ 141,693

	L43
	£ 143,796

	L44
	£ 145,928

	L45
	£ 148,094

	L46
	£ 150,921

	L47
	£ 152,520

	L48
	£ 154,781

	L49
	£ 157,074

	L50
	£ 159,400

	L51
	£ 161,756

	L52
	£ 164,145

	L53
	£ 166,566

	L54
	£ 169,020

	L55
	£ 171,503

	L56
	£ 174,020

	L57
	£ 176,568

	L58
	£ 179,148

	L59
	£ 181,761

	L60
	£ 184,406

	L61
	£ 187,080

	L62
	£ 189,789

	L63
	£ 192,528

	L64
	£ 195,301








[bookmark: _bookmark30][bookmark: _Toc231803627]Leading practitioners
	Lead practitioners
	KAT 2025 salary

	Minimum
	£52,026

	Maximum
	£79,092




[bookmark: _bookmark31][bookmark: _Toc231803628]Upper pay range
	Upper pay range
	KAT 2025 salary

	UPR1
	£47,472

	UPR2
	£49,232

	UPR3
	£51,048



[bookmark: _bookmark32][bookmark: _Toc231803629]Main pay range
	Main pay range
	KAT 2025 salary

	M1
	£32,916

	M2
	£34,823

	M3
	£37,101

	M4
	£39,556

	M5
	£42,057

	M6
	£45,352



[bookmark: _bookmark33][bookmark: _Toc231803630]Unqualified teacher range
	Unqualified Teachers
	KAT 2025 salary

	UQT1
	£22,601

	UQT2
	£25.193

	UQT3
	£27,785

	UQT4
	£30,071

	UQT5
	£32,667

	UQT6
	£35,259
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