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Notes: 
 

The School Teachers’ Pay and Conditions Document applies to Local Authority maintained 
schools and requires schools and Local Authorities to have a pay policy which sets out the 
basis on which they determine teachers’ pay.  The 2020 model pay policy is based on previous 
versions of the Council’s model pay policy but has been updated to take account of 
consultation in October 2020 with members of Stockport Teachers Panel representing all main 
teacher unions/associations in the Borough.  
 
The Stockport model policy provides a consistent framework to be adopted and adapted by 
individual school Governing Boards to suit their own circumstances.   
 
Whilst there have been areas of agreement reached during discussions the Model Pay Policy 
does not have full agreement locally with any trade union / professional association. Therefore 
each Governing Board should enter into meaningful consultation with the school’s 
employees and/or their trade union representatives prior to adoption of a pay policy. 
 
NB throughout this document all wording which is highlighted within grey should be 
checked for relevance to the particular school and amended, deleted or kept as 
appropriate and the grey highlight removed. 
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Pay Policy 2020 
 
(Insert name of SCHOOL here) 

 

Review Body: Pay Committee 

Leadership Group Responsibility: Headteacher 

Type of Policy: Statutory 

Review Period:  Annually 

Reviewed: Autumn 2020 

Next Review: Summer / Autumn 2021 

 
 

1. Statement of Intent   
 

The prime statutory duty of Governing Bodies in England, as set out in paragraph 21(2) 
of the Education Act 2002 is to “…conduct the school with a view to promoting high 
standards of educational achievement at the school.”  This pay policy is intended to 
support that statutory duty. 

 

2. Introduction 
 
2.1 The Governing Board of Lisburne School will act with integrity, confidentiality, objectivity 

and honesty in the best interests of the school; will be open about decisions made and 
actions taken and will be prepared to explain decisions and actions to interested persons.  
Its procedures for determining pay will be consistent with the principles of public life:  
objectivity, openness and accountability. 

 
2.2 The Governing Board employs teachers under the School Teachers Pay and Conditions 

Document (STPCD) and recognises its responsibilities as the “relevant body” as defined 
in the STPCD.  This policy covers the pay of employees of the school, teaching, non-
teaching and support staff. 

 
2.3 Governors give a high priority to the need to recruit, retain and motivate high quality 

teaching staff and recognise their importance in ensuring that pupils can reach their full 
educational potential.  Governors acknowledge the importance of pay in this regard.  
 
Pay awards made in September 2020 are based on performance during the school year 
2019 – 2020. 
 

3. Equalities Legislation 
 

3.1 The Governing Board will comply with relevant equalities legislation:   
 

o Equality Act 2010 
o Employment Relations Act 1999 
o Employment Rights Act 1996 
o Equal Pay Act 1970  
o The Part-time Workers (Prevention of Less Favourable Treatment) Regulations 

2000 
o The Fixed-term Employees (Prevention of Less Favourable Treatment) 

Regulations 2002 



 

3 
 

o The Agency Workers Regulations 2010 
o Trade Union and Labour Relations (Consolidation) Act [TULRCA] 

1992 
 
3.2 The Governing Board will promote and monitor equality in all aspects of school life, 

particularly with regard to all decisions on advertising of posts, appointing, promoting and 
paying staff, training and staff development.  

 

4. Equalities and Performance Related Pay 
 

The Governing Board will ensure that its processes are open, transparent and fair.  All 
decisions will be objectively justified.  Adjustments will be made to take account of 
special circumstances, e.g. an absence on maternity or long-term sick leave.  The exact 
adjustments will be made on a case-by-case basis, depending on the individual teacher’s 
circumstances and the school’s circumstances. 

 

5. Job Descriptions 
 

The Headteacher will ensure that each member of staff is provided with a job description 
in accordance with the staffing structure agreed by the Governing Board (see Appendix 
E).  Job descriptions may be reviewed from time to time, in consultation with the 
individual employee concerned, in order to make reasonable changes in the light of the 
changing needs of the school.  Job descriptions will identify key areas of responsibility.  
 

6. Pay Records 
 

Teachers should keep their own employment records including appraisal and pay 
documentation.   
 

7. Appraisal 
 
7.1 The Governing Board will comply with The Education (School Teachers’ Appraisal) 

(England) Regulations 2012 concerning the appraisal of teachers as a key mechanism 
for the continuing improvement of the School.  The arrangements for appraisal in the 
school are set out in a separate policy document.   

 
Governors will ensure that in relation to pay decisions the outcomes of the appraisal 
process are taken into account in accordance with the requirements of STPCD 2020  
Paragraph 19 and the School’s appraisal policy.  

 
7.2 The Leadership Team will moderate objectives; performance assessment and initial pay 

recommendations to ensure consistency, fairness and compliance with the schools 
equality obligations.  

 

8. Governing Board Obligations 
 
8.1 The Governing Board will fulfil its obligations to: 
 

Teachers:  as set out in the School Teachers’ Pay and Conditions (STPCD) and the 
Conditions of Service for School Teachers in England and Wales (commonly known as 
the ‘Burgundy Book’).   
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Support staff:  the National Joint Council for Local Government Services National 
Agreement on Pay and Conditions of Service (Green Book) and the Council’s 
pay/grading system. 
 

8.2 The Governing Board will need to make changes to ensure the school’s pay policy 
reflects statutory requirements and assure themselves that appropriate arrangements for 
linking appraisal to pay are in place, can be applied consistently, that pay decisions can 
be objectively justified and that statutory equality obligations are satisfied. 

 
8.3 The Governing Board will ensure that it makes funds available to support pay decisions, 

in accordance with this pay policy (see ‘Procedures’) and the school’s spending plan.  
 
8.4 The Governing Board or its delegated committee will make pay decisions having regard 

to the management report, taking into account advice from the Leadership Team.  
 
8.5 The Governing Board will monitor the outcomes of pay decisions, including the extent to 

which different groups of teachers may progress at different rates, ensuring the school’s 
continued compliance with equalities legislation and will, as far as possible given the 
constraints of the Data Protection Act, share that information with their relevant trade 
union representative in the school. 

 

9. Headteacher Obligations 
 
9.1 The Headteacher will:  
 

 develop clear arrangements for linking appraisal to pay progression and consult with 
staff and school union representatives on the Governing Board’s proposed appraisal 
and pay policies; 

 

 submit any responses made by employees and trade unions during consultation on 
updated appraisal and pay policies to the Governing Board for approval; 

 

 ensure that effective appraisal arrangements are in place and that any appraisers 
have the knowledge and skills to apply procedures fairly and that they periodically 
meet with their appraisees to review progress towards agreed objectives; 

 

 ensure that appropriate support is offered and documented to teachers at an early 
stage where shortcomings are identified and where pay progression may be impeded 
as a consequence.  (Following a principle of “no surprises”);  

 

 submit pay recommendations to the Governing Board and ensure the Governing 
Board has sufficient information upon which to make final pay decisions; 

 

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

 

10. Teachers’ Obligations 
 
10.1 A teacher will: 
 

 engage with appraisal;  this includes working with their appraiser to ensure that there 
is a secure evidence base in order for an annual pay determination to be made; 
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 keep records of their objectives and review them with their appraiser periodically 
throughout the appraisal process; 

 

 share any evidence they consider relevant with their appraiser; 
 

 engage with an annual review of their performance.  
 

11. Differentials 
 
 Appropriate differentials will be created and maintained between posts within the school, 

recognising accountability and job weight, and the Governing board’s need to recruit, 
retain and motivate sufficient employees of the required quality at all levels. 

 

12. Discretionary Pay Awards 
 
 Criteria for the use of pay discretions are set out in this policy and discretionary awards of 

additional pay will only be made in accordance with these criteria. 
 

13. Safeguarding 
 

Where a pay determination leads or may lead to the start of a period of safeguarding, the 
Governing Board will comply with the relevant provisions of the STPCD and will give the 
required notification as soon as possible and no later than one month after the 
determination. 

 

14. Procedures 
 
14.1 The Governing Board will ensure it makes funds available to support pay decisions 

through its determination of the annual pay budget on the recommendation of the pay 
committee and the schools spending plan.   

 
14.2 The Governing Board has delegated its pay powers to the pay committee.  Any person 

employed to work at the school, other than the Headteacher and an appropriate member 
of the Senior Leadership Team, must withdraw from a meeting at which the pay or 
appraisal of any other employee of the school, is under consideration.  The Headteacher 
must withdraw from that part of the meeting where the subject of consideration is his or 
her own pay.  A relevant person must declare and withdraw where there is a conflict of 
interest or any doubt about his/her ability to act impartially. 

 
14.3 No member of the Governing Board who is employed to work in the school shall be 

eligible for membership of this committee.  
  
14.4 The pay committee will be attended by the Headteacher and an appropriate member of 

the Senior Leadership Team in an advisory capacity.  Where the pay committee has 
invited either a representative of the LA or the external adviser to attend and offer advice 
on the determination of the Headteacher’s pay, that person will withdraw at the same 
time as the Headteacher while the committee reaches its decision.  Any member of the 
committee required to withdraw will also do so. 

 
14.5 The terms of reference for the pay committee will be determined annually by the 

Governing Board (School Governance (Procedure) (England) Regulations 2003 
(SI2003/1377).  The current terms of reference are stated in Appendix A. 
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14.6 The report of the pay committee will be placed in the confidential section of the 
Governing Board’s agenda and will either be received or referred back.  Reference back 
may occur only if the pay committee has exceeded its powers under the policy. 

 

15. Annual Determination of Pay 
 

All teaching staff salaries, including those of the Headteacher, Deputy Headteacher (s) 
and Assistant Headteacher (s) will be reviewed annually where they have completed one 
year of employment since the last pay determination.  Any increases arising from this 
review will be paid no earlier than one year since the last determination.   
 
Where employment at this school was started within the academic year, relevant 
evidence from the teacher’s previous school may be used.  
 
The Governing Board will complete teachers’ annual pay reviews by 30/10/2020 and the 
Headteacher’s annual pay review by 31/12/2020 and any pay increase will be backdated 
to the 1st of September.  

 

16. Notification of Pay Determination 
 

Decisions will be communicated to each member of staff by the Headteacher in writing in 
accordance with paragraph 3.4 of the STPCD 2020 (Annual Pay Statement template 
attached at Appendix D) no later than one month from the date of the pay determination 
having been made and will set out the reasons why decisions have been taken.  
Decisions on the pay of the Headteacher will be communicated by the pay committee, in 
writing, in accordance with paragraph 3.4 of the STPCD 2020.  An instruction to amend 
pay from the relevant date will be issued immediately after the time limit for the lodging of 
an appeal has passed, or immediately after an appeal has been concluded.  

 

17. Pay Appeals Procedure 
 

The Governing Board has an appeals procedure in relation to pay in accordance with the 
provisions of paragraph 2.1(b) of the STPCD 2020.  It is set out as Appendix B to this 
pay policy.  The appeals committee decision is final and no other recourse will be 
available to any other procedure within the school. 
 

18. Leadership Pay 
 
18.1 Headteacher Pay  
 

The Headteacher’s pay will be determined in accordance with Part 2 of STPCD 2020 and 
Section 3 guidance, paragraphs 8 to 28 as for all Leadership posts.   
 
The Governing Board will, when a new appointment needs to be made, determine the 
pay range to be advertised and agree pay on appointment as follows: 
 

o the pay committee will review the school’s Headteacher group and the leadership 
pay range in accordance with paragraphs 5, 6,8 (ordinary school), or paragraphs 
5, 7 and 8 (special school); 

 
o if the Headteacher takes on permanent accountability for one or more additional 

schools, the pay committee will set an leadership pay range in accordance with 
the provisions of paragraph 6.6 .   
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o the pay committee will have regard to the provisions of paragraph 9.1 to 9.4 

and will also take account of any other permanent payments, made to staff within 
the school to ensure that appropriate differentials are created and maintained 
between posts of differing responsibility and accountability; 

 
o the pay committee will consider the need to award any further discretionary 

payments to a Headteacher in line with paragraph 10.1 to 10.4; 
 

o The pay committee will consider using its discretion, in wholly exceptional 
circumstances, to exceed the 25% limit on discretionary payments, as set out in 
paragraph 9.3.  However, before agreeing to do so, it will seek the agreement of 
the Governing Board which in turn will seek external independent advice before 
providing such agreement. 

 

18.2 Deputy/Assistant Headteachers’ Pay 
 

The Deputy and Assistant Headteachers’ Pay will be determined in accordance with Part 
2 of STPCD 2020 and Section 3 guidance, paragraph 9 as for all Leadership posts.   

 
The Governing Board will, when a new appointment needs to be made, determine the 
pay range to be advertised and agree pay on appointment as follows: 

 
o the pay committee will determine a pay range in accordance with paragraphs 9.1 

to 9.4 of the STPCD 2020, taking account of the role of the Deputy/Assistant 
Headteacher set out at paragraph 48 of the STPCD 2020; 

 
o the pay committee will record its reasons for the determination of the 

Deputy/Assistant Headteacher pay range, in accordance with paragraph 10 of the 
section 3 guidance. 

 

The pay committee will review pay in accordance with paragraphs 11.1 or 11.2 of the 
STPCD 2020 and award up to two points where there has been sustained high quality of 
performance having regard to the results of the recent appraisal, and to any 
recommendation on pay progression recorded in the Deputy/Assistant Headteacher’s 
most recent appraisal report. 
 
The relevant Leadership pay ranges in this school are as follows: 
 
Leadership Pay Range L 18 – L24* (Headteacher range)  

 

Minimum L18 £ 64,143 

L19 £ 65,735 

L20 £ 67,364 

L21 £ 69,031 

L22 £ 70,745 

L23 £ 70,497 

Maximum L24 £ 73,559 

 
 
Leadership Pay Range L11 – L14 (Deputy Headteacher range)  

 

Minimum L11 £ 54,091 

L12 £ 55,338 
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L13 £ 56,721 

Maximum L14 £ 58,135 

 
Leadership Pay Range L6 – L10 (Assistance Headteacher range)  

 

Minimum L6 £ 47,735 

L7 £ 49,019 

L8 £ 50,151 

L9 £ 51,402 

Maximum L10 £ 52,723 

 

19. Acting Allowances 
 

Acting allowances are payable to teachers who are assigned and carry out the duties of 
Headteacher, Deputy Headteacher or Assistant Headteacher in accordance with 
paragraph  23.1 of the STPCD 2020.  The pay committee will, within a four week period 
of the commencement of acting duties, determine whether or not the acting post holder 
will be paid an allowance.  
   
In the event of a planned and prolonged absence, an acting allowance will be 
agreed in advance and paid from the first day of absence. Any teacher, who carries 
out the duties of Headteacher, Deputy Headteacher, or Assistant Headteacher, for 
a period of four weeks or more, will be paid at an appropriate point of the 
Headteacher’s pay range, Deputy Headteacher range or Assistant Headteacher 
range, as determined by the pay committee.  Payment will be backdated to the 
commencement of the duties. 

 

20. Payment of Teachers  
 
20.1 Unqualified teachers will be paid on the Unqualified Teachers’ pay range. 
 

Qualified teachers will be paid on the Main Pay Range or the Upper Pay Range.  
 

The baseline for all the ranges in this school will be based on the Teachers pay scales at 
September 2020.  

 
The Pay Ranges in this school have been divided into performance progression stages 
as follows: 

 
Unqualified Teacher Pay Range  

 

Unqualified Teacher Pay Range £ 

Minimum U1 £18,169  

U2 £20,282 

U3 £22,394 

U4 £24,507 

U5 £26,622 

Maximum U6 £28,735 
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Qualified Teacher - Main Pay Range  
 

Main Pay Range £ 

Minimum  £25,714  

M2  £27,600 

M3 £29,664 

M4 £31,778 

M5 £34,100 

Maximum  £36,961  
 

 
Upper Pay Range  

 

Upper Pay Range £ 

Minimum – UPR1 £ 38,690  
 

UPR2 
 

£ 40,124 

Maximum – UPR 3 £ 41,604  
 

 
Leading Practitioner Pay Range L1-L4 

 

Leading Practitioner Pay Range £ 

Minimum L1 £ 42,195  
 

L2 £ 43,251 

L3 £ 44,331 

Maximum L4 £ 45,434  
 

 
 
 
20.2 Unqualified Teachers - Pay on appointment  
 

The pay committee will pay any unqualified teacher in accordance with paragraph 17 of 
the STPCD 2020.  The pay committee will determine where a newly appointed 
unqualified teacher will enter the scale, in accordance with paragraph 17 having regard 
to any qualifications or experience s/he may have, which they consider to be of value.   
The pay committee will consider whether it wishes to pay an additional allowance, in 
accordance with paragraph 22.1 of STPCD 2020. 
 
Pay progression (based on performance) will be on the same basis as qualified teachers. 
 
Where an unqualified teacher becomes qualified, payment will be made in accordance 
with paragraph 18 of STPCD 2020. 
 
 
 

 
20.3 Qualified Teachers - Pay on appointment   
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Where a post has been offered to an individual, the starting salary paid will be 
determined in accordance with the principles of this policy and the STPCD, provided the 
school has made the salary expectations for the post clear in the advertisement.   

 
The Governing Board will determine the starting salary of a vacant classroom teacher 
post on the main pay range or upper pay range, such as the Governing Board 
determines, having regard to: 

o the requirements of the post; 
o any specialist knowledge required for the post; 
o the experience required to undertake the specific duties of the post; 
o the wider school context. 

 
 

For appointments advertised on the main pay range where the teacher is already 
paid on a point within the advertised range the same salary will be either 
maintained or exceeded within the advertised range. 

 
For appointments advertised on the upper pay range, where the teacher is already 
paid on a point within the advertised range, the same salary will be either 
maintained or exceeded within the advertised range.  
 
Teachers will be able to submit documentary evidence from their previous school 
in support of their job application.   

 
The Governing Board will, if necessary, use its discretion to award a recruitment 
incentive benefit to secure the candidate of its choice, which may include 
portability of existing pay level. 

 
All NQTs will normally start on the minimum point of the pay range and upon successful 
completion of their induction will normally move to the next higher salary point within their 
pay scale at the next pay determination date. The Governing Board will determine where, 
within the pay range, their annual salary will be fixed. 

 
20.4  Pay Progression Based On Performance 
 

Teachers on the Unqualified, Main, Upper and Leading Practitioner Pay Ranges 
 

Decisions regarding annual pay progression within the relevant ranges set out above will 
be made with reference to teachers’ appraisal reports and the pay recommendations 
they contain, in line with the School’s appraisal policy 

 
In the case of Newly Qualified Teachers, whose appraisal arrangements are different, 
pay decisions will be made by means of the statutory induction process.  

 
The Governing Board expects all teachers to perform at their highest possible level and 
to continue to improve their professional practice year on year.  Appraisal objectives will 
be progressive and developmental, thereby ensuring that good performance is rewarded 
and that good teachers have the opportunity over a number of years, to progress to the 
maximum of their respective pay range. 

 
Decisions on performance pay progression will be based on an assessment of the overall 
performance of the teacher through the appraisal process and linked to the Teachers 
Standards.   
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Main Pay Range 
 

A main pay range teacher will be awarded annual performance pay progression where 
they have met or exceeded the criteria set out in the School’s Appraisal Policy, 
paragraph 3. 

 
Upper Pay Range 
 
In accordance with paragraphs 14.2 – 14.3 of the STPCD 2020, the pay committee will 
determine that one point be awarded to a teacher on the upper pay range if the 
Headteacher and the Pay Committee are satisfied that in addition to meeting or 
exceeding the criteria set out in the School’s Appraisal Policy, paragraph 8 to paragraph 
9, the teacher is consistently demonstrating good performance in all elements of the 
teaching standards. 
 
In this school good performance for a teacher already paid on the Upper Pay Range 
means that the teacher is highly competent and plays a positive critical role in the 
wider life of the school. In addition the teacher has made a distinctive contribution 
to the raising of pupil standards continuously over a period of at least 2 school 
years whilst paid on the Upper Pay Range.  

 
 
Leading Practitioner 
 
The Headteacher will agree appraisal objectives for the Leading Practitioner. The pay 
committee shall have regard to the results of the appraisal of the Leading Practitioner to 
determine whether or not pay progression is appropriate. The pay committee will expect 
a positive appraisal recommendation to evidence the leading practitioner: 
 

o has made good progress towards their objectives; 
o is an exemplar of teaching skills, which impacts significantly on pupil progress, 

within school and within the wider school community, and if relevant;   
o has made a substantial impact on the effectiveness of staff and colleagues, 

including any specific elements of practice that have been highlighted as in need 
of improvement;   

o is highly competent and behaves appropriately in all aspects of the Teacher 
Standards as highlighted 

o has shown strong leadership in developing, implementing and evaluating policies 
and practice in their workplace that contribute to school improvement. 

 
“Highly competent” and “substantial” are defined below in paragraph 21.3. 
 
Where it is clear from the evidence that the teacher’s performance is exceptional, the pay 
committee will award enhanced pay progression of Two Points  

 
 
Decision to progress 

 
Where all of the performance pay progression criteria set out in the School’s Appraisal 
Policy are met, the teacher will move up to the next Performance Pay Progression point. 
Consideration may be applied where not all appraisal objectives have been fully met, but 
significant progress has been made. 

 



 

12 
 

If the evidence shows that a teacher has exceptional performance, the Governing Board 
may consider the use of its pay flexibilities to award enhanced pay progression.  

 
Decision not to progress 

 
Where the performance pay progression criteria above are not met, the teacher will not 
receive any performance pay progression.   

 
A decision not to award performance pay progression may be made without recourse to 
capability procedures.  However, teachers who fail to meet the minimum teaching 
standards and/or who consistently fail to improve their practice or to sustain the expected 
level of performance for their pay level, may be subject to these procedures. 

 
Recommendations not to award progression should show clear evidence that significant 
concerns about standards of performance have been raised in writing during the 
appraisal cycle and have not sufficiently improved, though support has been provided by 
the school, by the conclusion of that appraisal cycle. 

 
Where a decision not to progress is made, the teacher will be supported through the 
subsequent appraisal cycle to improve their performance. 

 
Where a teacher has been absent for some or all of the assessment period, eg those 
returning from maternity or sickness absence, an assessment will be based on 
performance during any periods of attendance and/or prior performance.   

 
The Pay Committee will be advised by the Headteacher in reaching all such decisions. 

 

21. Applications to Be Paid on the Upper Pay Range 
 
21.1 Any qualified teacher can apply to be paid on the Upper Pay Range.  If a teacher is 

simultaneously employed at another school(s), they may submit separate applications if 
they wish to apply to be paid on the UPR in that school(s).  This school will not be bound 
by any pay decision made by another school but may consider supporting evidence from 
another school in reaching its own decisions.  It is the responsibility of the teacher to 
decide whether or not they wish to apply to be placed on the Upper Pay Range. 

 
21.2 Process: 
 

Qualified teachers are eligible for consideration of progression to the Upper Pay Range 
subject to: 

 
o One application may be submitted annually.   

 
o The closing date for applications is 30th September each year;  

 
The process for applications is: 

 
o Complete the Schools application form (see Appendix C) 

 
o Submit the application form and supporting evidence to the Headteacher by the 

cut-off date of 31st December.  
 

o You will receive notification of the name of the assessor of your application within 
5 working days; 
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o The assessor will assess the application, which will include a recommendation to 

the pay committee of the relevant board; 
 

o The application, evidence and recommendation will be passed to the Headteacher 
for moderation purposes, if the Headteacher is not the assessor; 

 
o The pay committee will make the final decision, advised by the Headteacher; 

 
o Teachers will receive written notification of the outcome of their application as 

soon as possible after 31st October. Where the application is unsuccessful, the 
written notification will include the areas where it was felt that the teacher’s 
performance did not satisfy the relevant criteria set out in this policy (see 
‘Assessment’ below). 

 
o If requested, oral feedback will be provided by the assessor.  Oral feedback will be 

given within 10 school-working days of the date of notification of the outcome of 
the application.  Feedback will be given discretely and in a positive and 
encouraging way and will include advice and support on areas for improvement in 
order to meet the relevant criteria in any subsequent application. 

 
o Successful applicants will move to the minimum of the UPR on 1st September of 

that year.  
 

o Unsuccessful applicants can appeal the decision.  The appeals process is set out 
in paragraph 31 of this policy. 

 
21.3     Assessment 
 

The assessment process for application in this school will expect that UPR teachers will 
be able to demonstrate 

 
o their teaching has been rated highly competent in all elements of the relevant 

standards; and 
o the teacher’s achievements and contributions are substantial and sustained. 

 
For the purposes of this pay policy: 
 

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

 
o Substantial means of real importance to the school, plays a critical role in the 

life of the school, makes a distinctive contribution to the raising of pupil 
standards and takes advantage of appropriate opportunities for professional 
development and use the outcomes effectively to improve pupils’ learning. 
 

o Sustained means maintained continuously over a long period eg X number of 
school year(s). 
 

22. Leading Practitioner Roles – if applicable 
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22.1 The Governing Board will take account of the STPCD when determining whether there is 
a role of leading practitioner required within the organisational structure in this school or 
the wider school community.  Where it is so determined the additional duties for the role 
will be clearly set out in the job description of the leading practitioner post and will 
include:  

 
o a leadership role in developing, implementing and evaluating policies and 

practices in the school that contribute to school improvement; 
o the improvement of teaching schools within school [and within the wider school 

community] which impact significantly on pupil progress; 
o improving the effectiveness of staff and colleagues, particularly in relation to 

specific areas  
 
22.2    Pay on appointment 
 

The pay committee will determine a pay range subject to appointment for each leading 
practitioner post in accordance with paragraph 16 of the STPCD 2020;  

 
23. Teaching and Learning Responsibility Payments 
 
 Where a teacher takes on a clearly defined and sustained additional responsibility in the 

context of the school’s staffing structure for the purpose of ensuring the continued 
delivery of high quality teaching and learning on a permanent basis, the pay committee 
will award a TLR 1 or 2 in accordance with paragraphs 20.1 – 20.5 of the STPCD 2020 
and paragraphs 47 to 54 of the section 3 guidance.  All job descriptions will be regularly 
reviewed and will make clear, if applicable, the responsibility or package of 
responsibilities for which a TLR is awarded, taking into account the criterion and factors 
set out at paragraph 20.4 of the STPCD 2020.  

 
The annual value of a TLR 1 payment must be no less than £8,291 and no more than 
£14, 030 and the annual value of a TLR 2 payment must be no less than £2,873 and no 
more than £7,017  
 
Lisburne School will award TLR payments of the following values: 
 
TLR 1 (a)  £  8,291 
TLR 1 (b)  £10,200 
TLR 1 (c)  £12,111 
TLR 1 (d)  £14,030 
   
TLR 2 (a)  £  2,873 
TLR 2 (b)  £  4,782 
TLR 2 (c)  £  7,017 

  
 In Lisburne School, a TLR 1 will be awarded for the following responsibilities: for 

additional leadership and management responsibilities, for being responsible for a 
team of staff. 

 In Lisburne School, a TLR 2 will be awarded for the following responsibilities: a 
significant responsibility that is not required of all classroom teachers and that is 
focused on teaching and learning. 

 
The pay committee may award a TLR3 of an annual value between £571 and £2,833  

for clearly time-limited school improvement projects, or one-off externally driven 
responsibilities as set out in paragraph 20.3 of the STPCD 2020.  The Governing Board 
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will set out in writing to the teacher the duration of the fixed term, and the amount of the 
award will be paid in monthly instalments.  No safeguarding will apply in relation to an 
award of a TLR3. 

 

24. Special Needs Allowance – if applicable 
 

The pay committee will award a SEN spot value allowance on a range of between  
£2,270 and £4,479 to any classroom teacher who meets the criteria as set out in 
paragraph 21.2 of the STPCD 2020.   

 
 

 Value 

Entry 

Staff without any prior SEN Experience at a Special School 
Shall only achieve SEN1 on completion of 12 months SEN 
experience at Lisburne School and satisfactory completion of 
their annual Performance Management or on successful 
completion of their NQT year 

£0.00 

 
 

 

SEN1 
12 Months SEN experience at a Special School and 
satisfactory annual performance management and meeting the 
targets set 

£2,270.00 

 
 

 

SEN1a 
Subject to satisfactory annual performance management and 
meeting the targets set 

£2,822.00 

 
 

 

SEN1b 
Subject to satisfactory annual performance management and 
meeting the targets set 

£3,821.00 

 
 

 

SEN1c 
Subject to satisfactory performance management and meeting 
the targets set 

£3,926.00 

 
 

 

SEN2 
Minimum 5 years SEN experience at a Special School and 
satisfactory annual performance management and meeting the 
targets set 

£4,479.00 

 
 

When deciding on the amount of the allowance to be paid, the Governing Board will take 
into account the structure of the school’s SEN provision, whether any mandatory 
qualifications are required for the post, the qualifications or expertise of the teacher 
relevant to the post; and the relative demands of the post (paragraph 21.3 of the STPCD 
2020).  The Governing Board will also establish differential values in relation to SEN roles 
in the school in order to reflect significant differences in the nature and challenge of the 
work entailed so that the different payment levels can be objectively justified.  The 
Governing Board will take account of paragraphs 55 and 56 of the section 3 guidance. 

 

25. Support Staff  
 

The pay committee notes its powers to determine the pay of support staff in accordance 
with paragraph 17 and 29 of the School Staffing (England) Regulations 2009 and Section 
2 of the Staffing and Employment Advice for Schools October 2018 (paragraphs 2.8 – 
2.11), in accordance with the Local Authority’s job evaluation scheme and National Joint 
Council Conditions of Service for Local Government. The pay committee will determine 
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the pay grade of support staff on appointment in accordance with the scale of grades, 
currently applicable in relation to employment with the LA, which the pay committee 
consider appropriate for the post.  In reaching its determination, the pay committee will 
consider the advice of the LA, but will not consider itself bound by that advice.  The 
appeals process is set out in Appendix B to this policy. 
 

26. Part-Time Employees 
 
26.1 Teachers:  The Governing Board will apply the provisions of the STPCD in relation to 

part-time teachers’ pay and working time, in accordance with paragraph 40 and 41 of 
STPCD 2020, and paragraphs 39 - 44 and 79 - 86 of the section 3 guidance. 

 
26.2 All staff:  The Headteacher and Governing Board will ensure that all part-time 

employees are treated no less favourably than a full-time comparator. 
 

27. Teachers Employed on a Short Notice Basis 
 
 Such teachers will be paid in accordance with paragraph 42 of the STPCD 2020. 
 

28. Additional Payments 
 

In accordance with paragraph 26.1 of the STPCD 2020 and paragraphs 60 - 69 of the 
section 3 guidance, the Governing Board may make payments as they see fit to a 
teacher, but not a Headteacher, in respect of: 

 
o continuing professional development undertaken outside the school day; 
o activities relating to the provision of initial teacher training as part of the ordinary 

conduct of the school; 
o participation in out-of-school hours learning activity agreed between the teacher 

and the Headteacher; 
o additional responsibilities and activities due to, or in respect of, the provisions of 

services relating to the raising of educational standards to one or more additional 
schools. 

 
The pay committee will make additional payments to teachers in accordance with the 
provisions of paragraph 26.1 of the STPCD 2020 where advised by the Headteacher.  

 
For part-time teachers payment will be calculated on a pro-rata daily basis at 1/195th of 

the teacher’s actual salary. 
 

29. Recruitment and Retention Incentive Benefits 
 

The Governing Board can award lump sum payments, periodic payments, or provide 
other financial assistance, support or benefits for a recruitment or retention incentive to 
teachers (paragraph 27 of the STPCD 2020 and paragraphs 70 -72 of the section 3 
guidance). 

 
The pay committee will consider exercising its powers under paragraph 27 of the STPCD 
2020 where they consider it is appropriate to do so in order to recruit or retain relevant 
staff.  It will make clear at the outset, in writing, the expected duration of any such 
incentive or benefit, and the review date after which they may be withdrawn. 
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The Governing Board will, nevertheless, conduct an annual formal review of all such 
awards. 
 

30. Salary Sacrifice Arrangements 
 

Where the employer operates a salary sacrifice arrangement, a teacher may participate 
in any arrangement and his/her gross salary shall be reduced accordingly, in accordance 
with the provisions of paragraph 28 of the STPCD 2020 and paragraph 73 of the Section 
3 guidance. 

 
31. Appeals Procedure – Informal & Formal 
 
31.1 Pay recommendations will be contained within Appraisal Reports and these will be 

discussed with employees at the review meeting.  Where an employee has concerns 
about the pay recommendation this should be initially raised with the person making the 
recommendation at the review meeting.  This first stage, informal, appeal should be 
recorded on the review reports for consideration by those responsible for making pay 
decisions.  

   
31.2 An employee may make a formal appeal against a decision on pay, which must be 

submitted in writing within 10 working days of receipt of written notification of that 
decision. 

 
The grounds of appeals are that the decision maker(s): 
 

o incorrectly applied the provisions of the Teachers’ Pay & Conditions Document / 
national / local terms and conditions 

o failed to have proper regard for statutory guidance; 
o failed to take proper account of relevant evidence and/or took account of irrelevant 

or inaccurate evidence; 
o were biased; or 
o otherwise unlawfully discriminated against the employee.  

 
31.3 Formal Appeals will be heard by the Pay Appeals Committee.  
 

All pay recommendation appeals will be heard at a meeting, normally within 20 working 
days of receipt of the written appeal.  The employee will be entitled to attend the appeal 
meeting, to make representations and to be accompanied by a work colleague or a 
member of a recognised Trade Union. 

 
The procedure for the conduct of the appeal meeting is at Appendix B of this pay policy 

 
Any written submissions relevant to the appeal, must be circulated to all parties at least 5 
working days prior to the meeting. 

 
The decision of the appeal committee will be notified in writing and, where the appeal is 
rejected, this will include a note of the evidence considered and the reasons for the 
decision.   

 
The decision of the Governing Board's Pay Appeals Committee is final and there is no 
recourse to the staff grievance procedure. 
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The Headteacher shall be entitled to attend, for the purposes of providing information 
and advice (except in the case of his/her own salary), all proceedings of the Pay Appeals 
Committee. 

 
The role of the Pay Appeal Committee is not to make judgement about the effectiveness 
of individual staff.  It is to satisfy themselves that any recommendation/decision has been 
made on the basis of evidence and has been made taking proper account of equal 
opportunities and that correct procedures have been followed.  

 

32. Monitoring and Evaluation  
 

This policy will be reviewed annually and kept up to date to take into account any legal 
changes or changes in the staffing structure (Appendix E), which have an impact on 
discretionary pay decisions. Teachers and representatives of recognised unions will be 
consulted on any changes to it. 

 

 
 

Appendix A: Terms of Reference Pay Committees 

 
 
 
PAY COMMITTEE 
 
Delegation of Function  
 
The Governing Board shall establish a Pay Committee to set the Pay Policy for the school and to 
implement the approved Pay Policy in respect of the pay for all staff 

 
Membership 
 
The Staff Pay Committee shall consist of at least three named members of the Governing Board, none of 
whom shall be employees or Associate Members or will have a conflict of interest by acting in this 
capacity.   
 
The Headteacher may attend all proceedings of the Pay Committee for the purposes of providing 
information and advice but must withdraw when their own salary is being discussed.  

 
Quorum 
 
Three Governors 

 
Terms of Reference  
 

 To determine the Pay Policy for the school; 

 To advise the Governing Board/Finance Committee on current and future pay level; 

 To ratify appropriate salary ranges and starting salaries for Lead Practitioners, and member of 
the leadership group; 

 To ratify annual pay progress for teachers (by 31st October at the latest) as set out in the Pay 
Policy, taking account of any recommendations made on the appraisal review report, in 
accordance with the approved pay policy. 

 To approve applications to be paid on the Upper Pay Range 

 To approve annual pay progress for the Headteacher (by 31st October at the latest), taking 
account of the recommendation made by the Headteacher’s Performance Review Panel, 
following the annual review. 
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 To determine the application of national inflationary increases as required; 

 To monitor and report to the full Governing Board on the annual pattern of performance pay 
progression at each level and the correlation between pay progression, quality of teaching and 
outcomes for pupils.  
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PAY APPEALS COMMITTEE 
 
Delegation of Function  
 
The Governing Board shall establish a Pay Appeals Committee to deal with all formal appeals against 
pay decisions.  

 
Clerking  
 
The meeting of the Staff Pay Appeals Committee should be minuted.  

 
Membership  
 
The Pay Appeals Committee shall consist of at least three named members of the Governing Board, 
none of whom shall be employees or Associate members, members of the Pay Committee or who will 
have a conflict of interest in acting in this capacity.  
 
The Headteacher may attend all proceedings of the Pay Appeals Committee for the purpose of providing 
information and advice (except where the appeal is in respect of his/her own salary, where s/he will 
attend for the purposes of making his/her case).  

 
Quorum 
 
Three Governors 

 
Terms of Reference  
 

 To determine formal appeals against pay determinations in accordance with the Appeals 
Procedure set out in the Pay Policy.  
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Appendix B – Formal Pay Appeals Meeting Procedure 

 
The meeting should be attended by the employee, his/her colleague or representative if 
required, a representative of the Pay Committee and the Pay Appeals Committee.  The 
headteacher should attend to provide information and advice (except where s/he is the 
appellant). 
 

 Introductions and opening remarks 
 

 Member of staff and/or representative to present case (and call witnesses if appropriate) 

 Pay Committee Representative to ask questions 

 Pay Appeals Committee to ask questions 
 

 Pay Committee Representative to respond (and call witnesses if appropriate) 

 Member of staff and/or representative to ask questions 

 Pay Appeals Committee to ask questions 
 

 [Headteacher to add any relevant information (where not the appellant)] 
 

 Employee or representative to make closing statement 
 

 Both parties withdraw to allow Pay Appeals Committee to consider their decision 
 

 Either both parties invited back to hear the decision or the decision will be communicated 
in writing within 48 working hours. 
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Appendix C – Application to be paid on the Upper Pay Range 

 
 
 
 
 

Eligibility criteria  

 In order to be considered eligible to apply you will need to hold Qualified Teacher Status on 

the date of your application  

 To be paid on the Upper Pay Range you must be assessed as meeting the expectations 

set out in the Pay Policy. 

 Please enclose copies of appraisal reports and any additional evidence to support your 

application.   You may submit additional evidence if you wish to do so to support your 

application. 

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

date).  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 

Application to be paid on the 

Upper Pay Range 

 
 
Name:………………………………………………………………………………………………………… 
 
I confirm that I am applying to be paid on the Upper Pay Range with effect from 1 September 
20……. 
 
I consider that I meet the criteria to be paid on the Upper Pay Range as set out in my school’s 
Pay Policy and enclose copies of my last two Appraisal Review Reports which contain the 
evidence to support this. 
 
 
 
Signed:…………………………………………………………………………. 
 
Date:…………………………………………………………………………….. 
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[To be completed by the Headteacher] 
 
 
Application for Upper Pay Range Assessment for  
        (Teacher’s name) 

 
The criteria for Upper Pay Range have / have not* been met. (*delete as applicable) 

 
 
Signed:……………………………………………………………………………………………………... 
 
Date…………………………………………………………………………………………………………. 
 
The Teaching Standards have / have not been met throughout the assessment period 

 
 
 
 
 
 
 
 
 
Appraisal objectives have / have not been met through the assessment period 

 
 
 
 
 
 
 
 
Evidence of contribution to the wider school development and ethos 

 
 
 
 
 
 
 
Evidence of relevant CPD and application and impact of this development 

 
 
 
 
 
 
Other comments 

 
 
 
 
  

Explanation/evidence (include assessment of quality of teaching overall during the assessment period and 
outcomes for pupils.) 

Explanation/evidence 
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Appendix D – Annual Salary Statement Template 

 
(Insert school crest/use school headed paper)  

 
 
 
 
 
 

 
ADDRESSEE ONLY 
       Please ask for:              

Direct Dialling Number:        

Fax Number:        

Email:       

Your Ref:        

My Ref:       

Date:       

(Please insert or delete details as required) 
 
Your annual salary statement - September 2021 
 
 
Dear       
 
I write to confirm that, in accordance with the school’s pay policy, with effect from 1 September 
2021 your salary has been determined as follows: 
 
Annual salary  £       Main Range/Unqualified Teachers Range/Leading 
Practitioners Range/Upper Pay Range (delete as necessary) 
 
Additional payments 
[Select any applicable payments, delete those that don’t apply] 

Teaching and Learning 
Responsibility Payment  
 

 
TLR [insert level] 

 
£      
 

Special Needs Allowance 
 
Reason (if applicable):       

  
£      
 
 

Other 
 
Reason for this payment:       

  
£      
 
 

 
Type, nature and value of protected/safeguarded sum(s) [please give details and amount] 
 

Total annual 
salary 

 £       
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Additional temporary payments 
[Select any applicable payments, delete those that don’t apply] 

Payment name Reason for payment Annual amount and 
duration 

Teaching and Learning 
Responsibility Payment 
TLR3 

      £      
From:       
To:       

Recruitment incentives [Include details of any 
pay increase and 
how/when it will be paid] 
      

£      
From:       
To:       

Retention incentive [Include details of any 
pay increase and 
how/when it will be paid] 
      

£      
From:       
To:       

Other       £      
From:       
To:       

                          
Please note that temporary payments are not subject to safeguarding once they end. 
 
Further information 
Salary arrangements are set out in the school’s Pay Policy, which is determined by the school’s 
Governing Board in accordance with the School Teachers’ Pay and Conditions Document.  The 
Pay Policy sets out the pay rates the Governing Board has adopted, and the arrangements for 
annual salary assessment and progression. 
 
A copy of the school’s pay policy (which includes the appeals process) including the staffing 
structure is available from the Headteacher/your line manager/Name of relevant person. 
 
 
Signed on behalf of the Governing Board: 
  
Name:       
 
Name of school:       
 
Date:       
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Appendix E – School Staffing Structure 
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