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Values and Ethos  

  
Our values and ethos are inclusive, and child centred. Our Trust is founded on the 

principles of inclusivity, diversity, and fairness, and they are fundamental to our 

delivery of exceptional learning experiences.  

  

EVAT stands for:  

  

• Excellence and high standards  

- a can-do culture and no-excuses ethos  

• Values driven with a deep sense of moral purpose  

- putting children and young people first  

- behaving ethically  

• Ambition and aspiration for all  

- irrespective of background or barriers – being truly inclusive  

• Teamwork   

- we do more, better and faster, together  

  

We are a village.  We collaborate, with our learners, their families and our 

communities, to provide exceptional education so that all the children and young 

people we serve achieve the best possible outcomes.  

  

Our Ethos is to:  

• Create a nurturing and friendly atmosphere and provide an environment 

where everyone feels valued for who they are  

• Bring out the best in every child and young person and meet the full range of 

their individual needs  

• Provide different and unique experiences, challenges and activities  

• Show tolerance and respect for each other  

• Prepare our children and young people for lifelong learning  

• Improve the life chances of every child and young person we serve.  
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1.  Statement of Intent 

1.1   This policy sets out the framework for making decisions on the pay of all staff 

who work for The Education Village Academy Trust (EVAT).   

  

1.2   In respect of teachers, this policy has been developed to comply with current 

legislation and should be read in conjunction with the School Teachers’ Pay 

and Conditions Document (STPCD) as amended and updated from time to 

time. 

  

1.3   In respect of support staff, this policy has been developed to comply with 

current legislation and should be read in conjunction with the National Joint 

Council for Local Government Services Pay and Conditions (Green Book) as 

amended and updated from time to time. 

  

 1.4   In respect of staff appointed to leadership roles, this policy sets out the 

relevant terms and conditions relating to pay. 

 

       1.5 In respect of performance-related pay, this is no longer a statutory 

requirement and therefore the Trust has taken the decision not to link pay 

progression with performance .   

   

  The only exceptions to this are as follow: 

-    the Chief Executive Officer and Deputy Chief Executive Officer salary 

progression will be subject to satisfactory performance and   agreed 

annual objectives being addressed 

  -  pay progression will not take effect for any member of staff who is subject 

to a formal capability process as set out in the Trust’s Performance 

Management policy; in such circumstances, pay progression will be 

delayed until successful completion of the formal capability process. 

 

2. Legal Framework  

2.1   This policy has due regard to all relevant legislation, and statutory and advisory 

guidance, including, but not limited to:  

  

• The Working Time Regulations 1998  

• Employment Relations Act 1999 (as amended)  

• The Part-time Workers (Prevention of Less Favourable Treatment) Regulations 

2000 (as amended)  

• The Fixed-Term Employees (Prevention of Less Favourable Treatment) 

Regulations 2002 (as amended)  

• The Flexible Working Regulations 2014  

• Equality Act 2010  
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• DfE (2024) ‘School teachers’ pay and conditions document 2024 and 

guidance on schoolteachers’ pay and conditions’ (STPCD)  

• The School Teachers’ Pay and Conditions (England) Order 2024  

• The National Agreement on Pay and Conditions of Service May 2024 (Green 

Book)  

• DfE (2023) ‘Implementing your school’s approach to pay’  

• ACAS (2015) ‘Code of practice on disciplinary and grievance procedures’  

• DfE (2024) ‘Managing Teachers’ and Leaders’ Pay: Advice for maintained 

schools, MATs, academies and local authorities.  
 

3. Roles and Responsibilities  

 3.1  EVAT and its Board of Trustees/Pay sub-committee is responsible for:  
  

• Making any pay decisions at an Academy within the Trust through the Trust's 

Scheme of Delegation  

• In respect of teachers, reviewing salary annually with effect from 1 

September (and following publication of an updated STPCD by the 

Department for Education) and ensuring that all staff receive pay 

progression in line with this policy 

• In respect of Chief Executive Officer and Deputy Chief Executive Officer 

pay, reviewing the salary annually and making a recommendation to the 

Board of Trustees. 

• In respect of other leadership roles, reviewing salary annually with effect 

from 1 September (and following publication of updated STPCD pay scales) 

• Ensuring arrangements are in place for notifying staff of any pay decision, 

including any staff who are in a formal performance management process 

and not eligible for pay progression  

• Ensuring that sufficient funds are available in order to support pay decisions  

• Assuring themselves that any pay decisions can be objectively justified  

• Monitoring the outcomes of this policy and reviewing any changes as 

necessary.  

  

3.2 The Executive Principal / Principal / Head of School of an Academy within the Trust 

is responsible for:  
  

• Ensuring that any applications by teaching staff for pay progression are 

managed in accordance with this policy and the provisions of the STPCD 

• Maintaining records or decisions and recommendations made and 

evidencing that all decisions have been made fairly and reasonably and in 

line with advice from the People Team.  
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 3.3  The Trust Chief Executive / Deputy Chief Executive / Director of People & 

Culture are responsible for:  

• Ensuring that the Finance, Audit, Risk and Resources Committee/Pay Sub-

committee/Board of Trustees is provided with appropriate information to 

enable them to make informed decisions regarding pay for teaching, 

support and leadership staff within EVAT 

• The Director of People & Culture is responsible for undertaking an annual 

salary review in respect of the Chief Executive and Deputy Chief Executive 

posts and providing advice and support to the Finance, Audit, Risk and 

Resources Committee/Board of Trustees to enable them to make informed 

decision regarding remuneration for these roles 

• Maintaining records or decisions and recommendations made and 

evidencing that all decisions have been made fairly and reasonably. 

  

 3.4  All staff are responsible for:  

  

• Checking their payslips regularly and ensuring that they raise any queries 

regarding pay with the People Team 

• In respect of teachers, deciding whether they wish to apply for progression 

to the upper pay range.  

  

4. Chief Executive and Deputy Chief Executive Pay  

4.1 The Trust has assigned a seven-point salary range to the post of Chief Executive 

(CEO), and a five-point salary range to the post of Deputy Chief Executive 

(Deputy CEO).  The salary ranges are aligned to the Teachers’ Leadership pay 

scale, which takes effect each year on 1st September, and the post holders 

would normally progress on an annual basis to the maximum of their respective 

pay scale subject to satisfactory performance, including achievement of 

agreed objectives. 

 

4.2  Pay progression will be determined by the Board of Trustees following the 

recommendation of the Finance, Audit, Risk and Resources Committee Pay 

Sub-committee based on a successful annual appraisal demonstrating a 

sustained and high quality of performance and in which objectives relating to 

the Trust’s leadership and management have been addressed.   

 

4.3 The Board of Trustees must ensure that their decisions about levels of executive 

pay are underpinned by probity, the ethos of public service, public sector 

values and the principles of public life. 

 

4.4 Decisions on CEO and Deputy CEO pay should be fair, proportionate and 

justified, supported by a fair, robust, evidence-based decision-making process, 

reflective of the individual’s role and responsibilities.  
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4.5 The CEO and Deputy CEO will not be involved in deciding their own 

remunerations. 

 

4.6 The Board of Trustees must approve changes to CEO/Deputy CEO pay before 

they take effect. 

 

4.7 The rationale behind the decision-making process, including whether the level 

of pay reflects value for money, must be recorded and retained by the Trust. 

 

4.8 Pay protection for the CEO role will operate in line with the provisions of part 5 

of the STPCD.  Pay protection for the Deputy CEO role will operate in line with 

section 6.6 of this policy.  

 

 

5. Other Leadership Posts 

5.1 Principal / Executive Principal roles  

 

5.1.1 The Trust will calculate the school group size at the start of each academic year 

and determine the appropriate Individual School Range (ISR) for the year. 

Other than in exceptional circumstances, the ISR will not exceed 25% of the 

maximum of the school group size.  

 

5.1.2  The Trust will determine the group size for the school in accordance with the 

provisions of the STPCD.   The school group size for Executive Principals will be 

calculated based upon the total unit score for their schools. 

    

5.1.3 On appointment, the Principal/Executive Principal will be placed on one of the 

first 4 points on the ISR, other than in exceptional circumstances.   

  

5.1.4 Progression on the ISR for the Principal/Executive Principal will be subject to 

completion of their annual appraisal.   The Teachers’ Leadership pay scale 

takes effect each year on 1st September, and the post holders would normally 

progress on an annual basis to the maximum of their respective pay scale. 

  

5.1.5 The Trust, advised by the Chief Executive, will ensure that reasons for setting the 

ISR at a given level are recorded and that the process for the determination of 

the Principal/Executive Principal’s salary is fair and transparent.   

 

 

5.1.6 The Trust does not intend to recruit to statutory headship roles; if a school or 

academy with a serving statutory Headteacher joins the Trust, the following will 

apply.  
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5.1.7 The Trust advised by the Chief Executive will assign a seven-point Individual 

School Range (ISR) based on the school group size, and any permanent 

additional relevant factors as determined within the framework of the STPCD.   

 

5.1.8 These additional factors will relate to the school context and challenge, and 

the wider accountability of the Headteacher, which may also include 

circumstances where:  
 

• the academy is causing concern;  

• without such additional payment the Trust considers that the academy 

would have substantial difficulty filling a vacant Principal post;  

• without such additional payment the Trust considers the academy would 

have substantial difficulty retaining the existing Principal; or  

• the Chief Executive / Executive Principal or an existing Trust Principal 

appointed as a temporary Headteacher of one or more additional 

academy. 

 

5.1.8 Pay protection arrangements for Principal / Executive Principal roles will operate 

in line with the provisions of part 5 of the STPCD.   

  
 

5.2  Deputy Head / Assistant Headteacher roles 

 

5.2.1   The Trust will determine a 5-point pay range for these leadership posts within the 

minima and maxima for such posts as determined by the STCPD. The Trust has 

established the pay structure set out in Appendix 1.  

  

5.2.2 The range for individual posts will be determined according to the duties and 

responsibilities of the post and may vary between posts.  A post with a 

designated deputy role in the absence of the Principal will be remunerated 

accordingly above the range for other leadership posts.  

  

5.2.3 The Trust will ensure that there is no overlap of pay points between the Principal 

and any other leadership post within the same Academy.  

  

5.2.4 On appointment, a teacher paid on the leadership scale will normally be 

placed on one of the first 3 points on the pay range.    

  

5.2.5 The pay range for teachers paid on the leadership spine will be reviewed by 31 

October or at any time during the year where there is a significant permanent 

change in the duties and responsibilities of the post, or where it is necessary to 

consider a retention payment for a member of staff on the leadership spine.  

 

 

5.2.6 Progression on the pay range for a member of staff paid on the leadership 

scale will be subject to completion of their annual appraisal. 
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5.2.7  Pay protection arrangements for these roles will operate in line with the 

provisions of part 5 of the STPCD.   
 

 

5.3  Other leadership roles employed under STPCD 

 

5.3.1  Pay for other leadership roles is determined by using internal and external 

benchmarking as part of the recruitment process. 

 

5.3.2 Benchmarking will reflect the responsibilities of the role and take into 

consideration other relevant factors including the overall benefits package 

including pension as well as external salary data from across the education 

sector and other sectors as appropriate. 

 

5.3.3  Benchmarking will be undertaken by a member of the People Team and  

recruiting manager, and approved by the Director of People & Culture in 

conjunction with the CEO/Deputy CEO. 

 

5.3.4   Leadership roles will normally be appointed on a five-point payscale aligned to 

the Teachers leadership pay scale; however, this may be varied for roles where 

this would create a pay range which the salary range indicated by internal and 

external benchmarking. 

 

5.3.5  The Teachers Leadership pay scale takes effect each year on 1st September, 

and the post holders would normally progress on an annual basis to the 

maximum of their respective pay scale. 

 

5.3.6 Pay protection for these roles will operate in line with the provisions of part 5 of 

the STPCD.   
 

 

5.4  Non-teaching leadership roles 

 

5.4.1  Pay for non-teaching leadership roles is determined by using internal and 

external benchmarking as part of the recruitment process. 

 

5.4.2 Benchmarking will reflect the responsibilities of the role and take into 

consideration other relevant factors including the overall benefits package 

including pension as well as external salary data from across the education 

sector and other sectors as appropriate. 

 

 

5.4.3  Benchmarking will be undertaken by a member of the People Team and 

recruiting manager, and approved by the Director of People & Culture in 

conjunction with the CEO/Deputy CEO. 
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5.4.4   Leadership roles will normally be appointed on a five-point payscale aligned to 

the Teachers’ leadership pay scale; however, this may be varied for roles where 

this would create a pay range which the salary range indicated by internal and 

external benchmarking. 

 

5.4.5  The Teachers Leadership pay scale takes effect each year on 1st September, 

and the post holders would normally progress on an annual basis to the 

maximum of their respective pay scale 

 

5.4.6  Pay protection for these roles will operate in line with section 6.6 of this policy. 
 

 

6. Support Staff 

6.1  Pay scales adopted by the Trust for support staff will be in line with NJC Green 

Book, and grade / salary ranges are determined via internal and external 

benchmarking.  

  

6.2   Staff will normally be appointed to the minimum of the grade, unless they are 

currently earning a higher salary in which case the salary offered on 

appointment may be above the minimum but must not exceed the maximum 

of the grade.    

  

6.3  Incremental pay progression will be awarded annually on 1 April each year 

until the highest point within the grade is reached.   

  

6.4  If a staff member is appointed between 1 April and 31 September, they will 

receive their next increment on 1 April the following year. If appointed between 

1 October and 31 March, they will receive their first increment six months after 

their appointment and then the following April.  

  

6.5  The Trust will consider additional acting-up payments for support staff in the 

following circumstances: 

- when providing temporary cover for some or all aspects of a more senior 

role, for example to cover for an absence which extends beyond 4 weeks 

or a vacant post; 

- where they are undertaking additional duties at a higher level for a 

temporary period of more than 4 weeks due to business need. 

 

6.5.1  Any proposed acting-up arrangements must be agreed in advance by the 

relevant Head of Department / Director and Deputy CEO in conjunction with 

the Chief Finance Officer and Director of People & Culture. 
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6.5.2 The People Team will advise and support the Head of Department / Director to 

identify an appropriate level of additional payment, taking into account 

relevant factors including: 

 - whether the employee is covering some or all aspects of the more senior role 

 - the level/salary of the more senior role 

 - the level of any additional duties compared with the employee’s existing role. 

 

6.5.3 Any acting-up arrangements and payments will be confirmed in writing to the 

employee, including the duration of the arrangement and any additional 

payments.  

  

6.5.4  The arrangements for the pay protection (safeguarding) of salaries for support 

staff will be determined according to the circumstances of the case subject to 

a maximum of 3 years and will be paid in the following manner:  
  

Year 1 - 100% of basic salary only  

Year 2 - 50% of basic salary only  

Year 3 - 25% of basic salary only  

  

7. Teaching Roles 

7.1 Working time and cover  

7.1.1  Teachers employed on a day-to-day or other short notice period will 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.   

  

7.1.2 Teachers employed full-time will be available to work 195 days a year of 

which:  

•  190 days will be spent teaching pupils and performing other duties  

•  5 days will be spent performing other duties only  

  

7.1.3  The 195 days in which teachers at the school are required to work will be 

specified by the school/Trust or by the Principal if directed.  

7.1.4  Teachers employed full time will be available to perform their duties at such 

times and places as specified by the Principal for 1265 hours, which will be 

allocated reasonably throughout the days in the academic year on which the 

teacher is required to be available for work. The amount of time a teacher  

spends taking their daily break or travelling to and from the school does not 

count towards their hours or the pro rata equivalent.   
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7.1.5  Members of the leadership group, employees on the leading practitioner pay 

range and unattached teachers will not operate on a time-bound contract; 

therefore, the working time provisions stipulated within the STPCD will not apply 

to these employees.   

  

7.1.6  All members of teaching staff will be required to work additional hours, within 

reason, to enable the effective discharge of their professional duties.    

 

7.1.7  In line with their professional duties, teachers are required to supervise, and so 

far as practicable, teach any pupils where the person timetabled to take the 

class is not available to do so.  

  

7.1.8  Subject to the STPCD, teachers will only be required to carry out their 

responsibility outlined in the above paragraph rarely, and only in circumstances 

that are not foreseeable; for example, a teacher is absent without notice. The 

school defines “rarely” as no more than twice per term.  

 

7.2  Part-time teachers  

 

7.2.1  Part-time teachers are bound by the same conditions of employment as 

fulltime teachers, except that the number of hours the teacher must be 

available for work will be that proportion of 1265 hours which corresponds to 

the proportion of total remuneration the teacher is entitled to be paid.  

  

7.2.2  Part-time teachers will not be required to work or attend non-pupil days, or parts 

of days, on days which they would not normally be expected to work. Part-time 

teachers may be required to carry out duties, other than teaching pupils, 

outside school sessions on any day on which the teacher is normally required 

to be available to work (whether the teacher is normally required to be 

available to work for the whole of that day or for only part of that day).   

  

7.2.3  The total amount of time that a part-time teacher may be required to be 

available for duties, when expressed as a proportion of the total amount of time 

that the teacher would be required to be available for such work if employed 

in the same post on a full-time basis, will not exceed the equivalent of that 

proportion of total remuneration that the teacher is entitled to be paid.  

  

7.2.4 All members of part-time teaching staff at the school will be provided with a 

written agreed statement which sets out the expectations of the school and 

the employee in relation to the deployment of working time.   
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7.3 Planning, preparation and assessment (PPA) time  

7.3.1  Teachers will be entitled to periods of PPA time as part of their 1265 hours or pro 

rata equivalent to enable the discharge of the professional responsibilities of 

teaching and assessment. PPA time will be provided in units of not less than half 

an hour during the school’s timetabled teaching week and will amount to not 

less than 10 percent of the teacher’s timetabled teaching time. Teachers will 

not be required to carry out any other duties during their PPA time.  

  

7.3.2  Teachers are also able to take their PPA time away from school premises, where 

it is appropriate and convenient for the individual teacher and school to do so. 

Teachers can also take their PPA time in one block of time where it is 

appropriate and convenient for the school to facilitate.    
 

  

7.4 Leading Practitioners  

7.4.1  The Trust may appoint a teacher as a Leading Practitioner if it is deemed that 

the primary purpose of the teacher’s role is to model and lead the 

improvement of teaching skills. This post will carry responsibility for modelling 

and leading the improvement of teaching skills across the academy.  

 

7.4.2  The pay range for these posts will be within the minimum and maximum of the 

range for Leading Practitioners contained within the STPCD and will be 

determined by the role and range of responsibility of each post, which may 

vary across the Trust.  

    

7.4.3  The starting salary for an appointment to a post on the Leading Practitioner pay 

range will be determined by the Chief Executive or Executive Principal and will 

take account of the teacher’s skills and experience.  

  

7.4.4  Progression on the pay range for a member of staff paid on the Leading 

Practitioner pay range will be subject to a review of performance set against 

the annual appraisal review.    

 
 

7.5 Teachers – Main and Upper Pay Scales  
 

7.5.1  The Trust has adopted the pay ranges for main and upper pay scales for 

classroom teachers as determined by the STPCD. The pay structure is attached 

as Appendix 1.  

  

7.5.2   The Trust Appraisal Policy provides a framework to ensure that all teachers 

have clear objectives and expectations. 
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7.5.3  A newly appointed teacher will be appointed at a point in the advertised band 

to take account of their previous salary and relevant experience.  

  

7.5.4  A teacher transferring roles internally within the Trust will continue to be paid the 

same salary on the main scale (Bands 1 and 2) or the Upper Pay Scale (Band 

3) as paid in the previous role.  

  

8. Pay progression based on performance  

 7.6  Pay Progression between Bands  

7.6.1  The Trust has determined that, other than in exceptional circumstances, a 

teacher would not move to Band 2 (Accomplished Teacher) unless they are 

able to demonstrate:  
  

• a minimum of 2 years’ successful teaching experience;  

• sustained performance of Band 1 skills;  

• evidence of the characteristics of Band 2 skills and relevant teacher 

standards.  

  

7.6.2  The Trust has determined that, other than in exceptional circumstances, a 

teacher would not move to Band 3 (Expert Teacher) unless they are able to 

demonstrate:  

• A minimum of 3- or 4-years’ successful teaching experience;  

• sustained performance of Band 2 skills;  

• evidence of the characteristics of Band 3 skills and meet all of the 

teacher standards.  

  

7.6.3  The Trust has determined that progression between bands will be sequential 

and a teacher will not move more than one band, other than in exceptional 

circumstances where a teacher’s level of performance is significantly above 

that of the Trust’s expectations and meets the requirements of the higher-level 

band.  

  

7.6.4 The Trust has determined that a teacher appointed to Band 1(Teacher) would, 

other than in exceptional circumstances, be expected to have progressed to 

the Band 2 (Accomplished Teacher) within a maximum of 3 years of taking up 

their post. In circumstances where a teacher’s performance is not at that level 

it will be addressed through the Trust’s Performance Management process.  

  

7.6.5 A teacher reaching the top of Band 1 will automatically progress to the next 

band if they meet the criteria for the higher band and are recommended for 

progression by the appraiser, subject to approval by the relevant Principal / 

Head of School and the Board of Trustees’ Pay Sub-committee.  Progression to 

the upper pay range (Band 3) is detailed in this policy.  
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7.7 Applications to move onto the Upper Pay Range (Band 3 – Expert 

Teacher)  

7.7.1  Any qualified teacher may apply to be paid on the upper pay range.  It is the 

responsibility of the teacher to decide whether they wish to apply. The Trust 

will consider expressions of interest from a teacher at any point in the year for 

progression at the start of the following academic year.  A teacher can 

submit one application in any academic year.    

  

7.7.2  To be successful the teacher will need to demonstrate that they meet all the 

teacher standards and the professional skills level descriptors agreed by the  

Trust for teachers on the upper pay range (Band 3 – Expert Teacher).  The 

teacher will also need to demonstrate that they have been working at that 

level for at least 1 appraisal cycle prior to the submission of the application.  

  

7.7.3  As defined in the STPCD, a teacher being considered for a move onto the 

Upper Pay Spine (Expert Teacher – Band 3) must therefore be able to 

demonstrate:  
    

• the teacher is highly competent in all elements of the relevant standards; 

and   

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

and sustained.   

  

In addition, for the purposes of this Pay Policy:  
  

• ‘highly competent’ includes performance which demonstrates that all 

aspects of teaching over time are at least good and many aspects are 

outstanding, including evidence to show that the teacher can provide 

coaching and mentoring to other teachers, model effective teaching 

practice and show other teachers how to make a wider contribution to the 

work of their academy/school and/or the Trust which supports them to 

develop their teaching practice and meet the relevant standards  

• ‘substantial’ means of significant importance and value to the Trust, being 

a role model for teaching and learning and making a significant 

contribution to raising pupil progress and outcomes both in their own 

classroom and across their academy/school and/or the Trust  

• ‘sustained’ means continuously over a period of at least one appraisal cycle 

- showing teaching practice which has grown over that period and is now 

consistently good to outstanding.  

  

7.7.4  Progression to the upper pay range (Band 3 – Expert Teacher) will be 

considered by the relevant Executive Principal / Principals / Head of School  

and a decision notified to the teacher in writing within 20 working days.  
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7.7.5  If unsuccessful the teacher will be provided with feedback.  

  

7.7.6 Any appeal against the decision, which should be submitted within 10 working 

days, will be considered in line with the Trust’s pay appeals procedure set out 

in Appendix 2.  

  

7.8 Early Career Teachers (ECT)  

7.8.1  The Trust will adhere to the following process when awarding pay scale points 

for early career teachers (ECTs), teachers on the main pay range and teachers 

on the upper pay range:  
  

• One point for every one year of service as a qualified teacher in a 

maintained school, academy or independent school  

• One point for every one year of service as a qualified teacher in HE or FE, 

including sixth form colleges  

• One point for every three years of non-teaching experience spent working 

in a relevant area, including time spent working in an occupation relevant 

to a classroom teacher’s role in a school and experience with children and 

young people  

• One point for every three years of other remunerated or unremunerated 

experience, including caring for children during a career break.  

7.8.2    The Trust will also ensure that ECTs are not negatively affected by the induction                         

period’s extension from one to two years. This change also does not prevent 

ECTs from being awarded pay progressions at the end of their first year.  

  

7.9 Unqualified Teachers  

7.9.1 The Trust will not normally appoint unqualified teachers (UQT), except in 

circumstances where the recruitment of qualified staff is proving extremely 

difficult. In any such case, the appointee would be expected to work towards 

gaining QTS within a defined timeframe.  

  

7.9.2  Any UQT currently in post will be placed on a salary within the range set out in 

the STPCD. This is attached as Appendix 1.  

  

7.9.3   UQT Point 6 overlap with Points 1 and 2 (Teacher) on the Qualified Teacher 

scale and therefore the Board of Trustee’s pay sub-committee will take 

account of the professional skill level descriptors for those teachers in setting 

the relevant expectations for an unqualified teacher paid at this level.   

 

  

7.9.4  A newly appointed UQT teacher will usually be appointed at any point in the 

band determined by the relevant Principal.  The initial salary on appointment  
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 may be on a probationary basis and subject to performance.  This may be 

reviewed after 6 months, after which time the pay band and relevant pay point 

will be finalised.  The revised salary / pay range will be no lower than the initial 

salary on appointment. There is a requirement that an UQT would actively seek 

to acquire qualified teacher status.  

  

7.9.5 Progression within the range will be subject to a review of the teacher’s 

performance set against the annual appraisal review and the appropriate 

Teacher Standards.  The Trust may decide to award one increment for 

sustained high quality performance or more increments where performance 

has been exceptional.  Where performance has not been of a sustained high 

quality the Trust may decide that there should be no pay progression.  In such 

circumstances where a teacher’s performance is not at the required level, this  

will be addressed through the Trust appraisal, and possibly performance 

management policies.  

  

7.9.6  Where an UQT obtains qualified teacher status whilst employed by the Trust, they 

will transfer to the relevant pay band for qualified teachers at a salary at least 

equivalent or higher to the salary they were being paid as an UQT.  

  

7.9.7  The Trust may pay additional allowances to an UQT where the teacher has either:  

  

• Taken on a sustained additional responsibility which is focused on teaching 

and learning and requires the exercise of a teacher’s professional skill and 

judgement; or  

• Gained qualifications or experience which bring added value to the role 

being undertaken.  

  

7.10 Supply Teachers  

7.10.1 Teachers employed on a supply basis will have their pay determined in line with 

agreed agency rate cards.  

  

7.10.2 A supply teacher who is employed by the Trust throughout a consecutive period 

of 12 months will not be paid any more in respect of that period than they 

would have if they had been in regular employment throughout this period.  

  

7.11 Allowances – Teaching and Learning Responsibility Payments (TLR)  

7.11.1 The Trust will consider awarding qualified classroom teachers a TLR payment if 

they undertake sustained additional responsibility for ensuring high quality 

teaching and learning. A teacher will not be awarded more than one 

permanent TLR of any value.  
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7.11.2 The Trust will award TLR payments within the range prescribed in the STPCD 

which are set out in Appendix 1.  

  

7.11.3 The Trust has the freedom to determine for itself the appropriate levels of reward 

for TLR posts within the maximum and minimum amount for each TLR, as set out 

in the STPCD.   

  

7.11.4 The Trust will consider awarding a fixed-term TLR3 payment to a qualified 

classroom teacher for clearly time-limited school improvement projects, or one-

off externally driven responsibilities.   

  

7.11.5 The Trust will establish the time frame of any fixed-term payment before the 

payment is made. The payment will be provided monthly for the duration of 

the specified fixed term.   

  

7.11.6 The duration of such fixed-term TLR3 payments would normally not exceed 1 

year, after which time they will be reviewed and may be extended if 

appropriate.  

  

7.11.7 There will be no pay protection of any fixed term TLR3 payments in the case of 

a Management of Change exercise.   

  

7.11.8 Teachers are unable to hold a TLR1 payment and a TLR2 payment at the same 

time; however, they can hold a TLR3 payment with either a TLR1 or TLR2 

payment.  

  

7.11.9 To be awarded a TLR3 payment, the Trust will be satisfied that the teacher’s 

additional responsibilities are not required of all other classroom teachers and 

that they:    

• are focused on teaching and learning;  

• require the use of the teacher’s professional skills and judgement;  

• have an impact on the educational progress of pupils other than those who 

are in the teacher’s assigned classes.  

  

7.11.10 To be awarded a TLR1 or TLR2 payment, the Trust will be satisfied that the 

teacher meets all the criteria outlined in point 14.8 as well as responsibilities 

which:  
  

• require the teacher to lead, manage and develop a subject or curriculum 

area or to lead any manage pupil development across the curriculum; and  

• involve leading, developing and improving the teaching practice of other 

teachers.  
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Before awarding a TLR1 payment, the Trust will also be satisfied that the 

teacher’s additional responsibility includes acting as a line manager for a 

significant number of staff.  

 

  

7.12 Allowances - Special Educational Needs (SEN)  

7.12.1 The Trust will award SEN allowances within the range prescribed in the STPCD 

which are set out in Appendix 1.   

  

7.12.2  A  SEN allowance will be awarded to a classroom teacher in the following 

circumstances:    

• In any SEN post that requires a mandatory SEN qualification;  

• Who teaches pupils in one or more designated special classes or units in 

the academy, school or Trust;  

• In any non-designated setting that is analogous to a designated special 

class or unit where the post:  

o Involves a substantial element of working directly with children 

with SEN;  

o Requires the exercise of a teacher’s professional skills and 

judgment in the teaching of children with SEN;  

o Has a greater level of involvement in the teaching of children with 

SEN than is the normal requirement of teachers throughout the 

academy, school or Trust or unit within the academy or school.  

  

7.12.3 The Trust will determine a spot value for each post, taking account of the 

structure for SEND provision in the Trust and:    

• Whether any mandatory qualifications are required for the post; • The 

qualifications and expertise of the teacher relevant to the post; and  

• The relative demands of the post.  

  

7.13 Additional Allowances  

7.13.1 The Trust may make additional payments to all teachers who agree to 

undertake additional activities such as continuing professional development 

(CPD) outside directed time; initial teacher training (ITT) activities; and out-of-

school learning activities. Additional payments will be calculated at a daily or 

hourly rate with reference to each teacher’s actual pay spine position or, 

where appropriate and at the discretion of the Chief Executive.  

  

7.14 Pay Protection  

7.14.1 The Trust will operate salary protection (safeguarding) arrangements for 

teaching staff in line with the provisions of part 5 of the STPCD.  



 

22  

  

  

 

 

8.  Appeals against pay decisions 

8.1  A member of staff may seek a review of any determination in relation to their 

pay or any decision taken by the Trust (or committee, sub-committee or 

individual acting with delegated authority) that affects the pay of the member 

of staff.  

  

 8.2  A copy of the process to be followed in such cases can be found at 

Appendix 2.  

  

 

9. Public Sector Equality Duty (Equality Act 2010)  

9.1 In preparing or amending this policy, the author has given due regard to the 

Public Sector Equality Duty; that is, they have considered any potential impact 

on people who share certain protected characteristics.  These protected 

characteristics are defined as: race, disability, sex, age, religion or belief, sexual 

orientation, pregnancy and maternity and gender reassignment.  
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Appendix 1 – Pay Scales 2025/26  

  

Teachers  

  

Teachers M ain Pay Scale   

M1   £32, 916  

M2   £34, 823  

M3   £37,101  

M4   £39,556  

M5   £42,057  

M6   £45,352  

  

  

  

Teachers Up per Pay Scale   

U1   £47,472  

U2   £49,232  

U3   £51,048  

  

  

Unqualified Teachers Pay Scal 

1  £ 22,601 

2  £25,193  

3  £ 27,785 

4  £ 30,071 

5  £32,667  

6  £35,259  
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Allowances  

  

SEN Allowances 

 

SEN1  
 

£2,787.00  

SEN2  
 

£5,497.00  

  

 TLR 1 Allowance   

TLR1 – D    £10,174  

TLR1 – C    £12,520  

TLR1 – B    £14,868  

TLR1 - A    £17,216  

  

TLR 2 Allowance lowance  

TLR2 – C   £3,527  

TLR2 – B   £5,872  

TLR2 - A   £8,611  

  

   

  

  

TLR 3 Allowance 

TLR3 £702 - £3478 
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  Leadership  
  

 Leadership Pay Scale   

L1           51,773  

   

   

   

   

   

   

   

   

   

   

   

   

   

   

   

   

   

   

   

   

   

   

   

   

   

   

   

   

   

   

L31b         108,202  

L2           53,068  L32         110,891  

L3           54,393  L33         113,646  

L4           55,746  L34         116,455  

L5           57,137  L35         119,349  

L6           58,569  L36         122,305  

L7           60,144  L37         125,345  

L8           61,534  L38         128,446  

L9           63,070  L39         131,578  

L10           64,690  L40         134,860  

L11           66,368  L41         138,230  

L12           67,897  L42         141,693  

L13           69,596  L43         143,796  

L14           71,329  L44         148,862  

L15           73,105  L45         152,583  

L16           75,048  L46         156,398  

L17           76,772  L47         160,306  

L18b           78,702  L48         164,314  

L19           80,654  L49         168,420  

L20           82,654  L50         172,630  

L21b           84,699  L51         176,945  

L22           86,803  L52         181,370  

L23           88,950  L53         185,902  

L24b           91,157  L54         190,549  

L25           93,423  L55         195,312  

L26           95,734  L56         200,195  

L27b           98,105  L57         205,199  

L28         100,540  L58         210,326  

L29         103,030  L59         215,582  

L30         105,594  L60         220,973  
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Appendix 2 – Appeals against pay decisions  

Stage 1 - Informal  

  

1.1. Most grievances can be resolved quickly and informally through discussion with 

the employee’s line manager. 
1.2. The Trust strives to resolve all potential pay appeal issues informally where 

practicable.    

1.3. The employee should speak informally to their line manager in the first instance 

to raise their concern and explain: 

- What their concern is 

- What outcome is sought 

1.4 The line manager may seek advice from the People Team and their Principal, 

or for central services employees from their Director/Head of Department  

1.5  If this informal process does not resolve the issue, the employee should progress 

with stage 2 below. 

  

Stage 2 - Formal  

  

2.1.  If, having had an informal discussion with their line manager, the employee 

remains dissatisfied they shall follow a formal process as set out below. 

2.2 The employee should submit a formal written statement to the People Team 

setting out the reasons for their concern/disagreement with the pay 

determination.  The People Team will work with the appropriate Principal, 

Executive Principal or Director to arrange for them to hold a formal meeting. 

2.3   The employee will be invited to a formal meeting and will be given the 

opportunity to make representations including presenting evidence, calling 

witnesses, and the opportunity to ask questions.  They may choose to be 

accompanied by a colleague or representative from a professional 

organisation or trade union. 

2.4  Following this meeting, the Principal, Executive Principal or Director will 

communicate the outcome to the employee in writing. 

 

Stage 3 - Appeal 

3.1  If the employee remains dissatisfied following the conclusion of stage 2, they 

may appeal against the outcome by writing to the People Team within 5 

working days of receiving the written outcome of stage 2. 

3.2  An appeal panel comprising of Trustees will be convened and an appeal 

hearing arranged at the earliest opportunity.  The employee may choose to be 

accompanied at the hearing by a colleague or representative from a 

professional organisation or trade union. 
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3.3  In the appeal hearing both the employee and the manager who dealt with 

this matter at stage 2 will have the opportunity to present their evidence and 

call witnesses; the parties will also be able to question each other.  The appeal 

panel may also ask questions of the employee, manager and witnesses. 

 

3.4  Following the conclusion of the appeal hearing, the panel will reach a decision 

and notify the employee of their decision in writing, including the rationale for 

the decision. 

 

3.5 This is the end of the procedure and there is no further right of appeal. 

 

  

 

  

  


