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

Regulations 2000 

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

Regulations 2002 

▪ The Agency Workers Regulations 2010 

 

3.2. The Trust Board will promote equality in all aspects of school life, particularly 

as regards all decisions on advertising of posts, appointing, promoting and 

paying staff, training and staff development. 

 

3.3. The Trust Board will comply with its ‘obligations’ (see section 7 below), and 

will monitor the impact of this policy. 
 

4. Equalities and performance related pay 
  

4.1. The Trust Board, either directly or through delegated powers, 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 employee 

circumstances and the school’s circumstances. 

 

5. Job Profiles 
 

5.1. The Headteacher will ensure that each member of staff is provided with a job 

profile in accordance with the staffing structure agreed by local governance 

and/or Trust Board. 

 

5.2. The Chief Executive Officer will ensure that Headteachers and other 

executive leaders are provided with a job profile in line with academy or 

executive leadership structure agreed by the Trust Board. 

 

5.3. The Trust Board will ensure that the Chief Executive Officer is provided with 

a job profile that is current and reflective of the responsibilities associated 

with the role of accounting officer. 

 

5.4.  Job profiles may be reviewed from time to time, in consultation with the 

individual employee concerned, in order to make reasonable changes in light 
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of the changing needs of the school/Trust. Job profiles will identify key areas 

of responsibility.  

 

6. Access to records 
 

6.1. Headteachers will ensure reasonable access for individual members of staff 

to their own employment records. Likewise, the Chief Executive Officer will 

ensure reasonable access for Headteachers and other staff employed by the 

Trust. 

 

7. Appraisal and relationship with pay policy 
 

7.1. The Trust Board, either directly or through delegated powers, will comply 

with the most recent version of The Education (School Teachers’ Appraisal) 

(England) Regulations 
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7.5. The Headteacher will moderate the appraisal process and objectives for staff 

employed in their academy, to ensure consistency and fairness. 

 

7.6. Where teachers are eligible for pay progression, the Headteacher will make 

an annual decision which will be reported to local governance (see below), 

having regard to the results of the most recent appraisal and the relevant 

performance standards. 

 

7.7. This Trust recognises that individual appraisal objectives are a useful 

mechanism for helping to develop and stretch staff, and encourages the use 

of challenging objectives. Pay progression decisions will be based on 

Headteachers’ and teachers’ performance of their role and responsibilities. 

This will be assessed against the relevant standards. Appraisal objectives will 

be set to enable Headteachers and teachers to meet the relevant standards. 

 

8. Obligations of Directors and Governors 
 

8.1. The Trust Board, either directly or through delegated powers, will fulfil its 

obligations to: 

 

▪ Teachers: as set out in the School Teachers’ Pay and Conditions 

Document (“the STPCD”) (being the annual version relevant to the 

decision(s) to be made) and the 6 Conditions of Service for School 

Teachers in England and Wales (commonly known as the ‘Burgundy 

Book’). 

▪ Support staff: as set out in the National Joint Council for Local 

Government Services National Agreement on Pay and Conditions of 

Service (commonly known as the Green Book) or any Local Authority 

or local agreed pay/grading system. 

▪ Executive Leadership: as set out in this policy document. 

 

8.2. 

https://www.gov.uk/government/publications/school-teachers-pay-and-conditions-2016
https://www.gov.uk/government/publications/school-teachers-pay-and-conditions-2016
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8.3. The Trust Board, when considering any amendment to this pay policy, will 

assure itself that appropriate arrangements for linking performance to pay 

are in place, can be applied consistently and that pay decisions made can be 

objectively justified. 

 

8.4. The Trust Board, either directly or through delegated powers, will ensure that 

it makes funds available to support pay decisions, in accordance with this pay 

policy (see ‘Procedures’ in section 12 below) and the Trust’s spending plan. 

 

8.5. The Trust Board, either directly or through delegated powers, monitor the 

outcomes of pay decisions, including the extent to which different groups of 

teachers may progress at different rates, ensuring our schools’ continued 

compliance with equalities legislation. 
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11.1. 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. 

 

12. Safeguarding 
 

12.1. Where a pay determination leads or may lead to the start of a period 

of safeguarding, the Trust 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. 

 

13. Procedures 
 

13.1. The Trust Board, either directly or through delegated powers, will 

determine the annual pay budget for schools on the recommendation of a 

Headteacher, taking into account that continued good performance as 

defined by this and the Trust’s appraisal policy should give Headteachers and 

teachers an expectation of progression to the top of their respective pay 

range. When determining the annual pay budget, the Trust Board, either 

directly or through delegated powers, will ensure sufficient allocation to allow 

for the best teachers to make rapid progress up the relevant pay range. 

 

13.2. Any person employed to work at a school within the Trust must 

withdraw from a Trust Board or other governance decision making meeting 

at which the pay or appraisal of any other employee of the school is under 

consideration. A relevant person must also withdraw where there is a conflict 

of interest or any doubt about their ability to act impartially. 

 

13.3. No member of the Trust Board or a local governance fora who is 

employed to work in the school shall be eligible for membership of a 

committee convened to review pay decisions, other than the Headteacher. 

Where a decision is being taken on Headteacher or executive leadership pay, 

the Headteacher or other executive leader must excuse themselves from this 

discussion and not be party to any decision.  

 

13.4. The terms of reference for any committee will be determined from time 

to time by the Trust Board or designated committee. 
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13.5. The report of any committee will be placed in the confidential section 

of the Trust Board or designated committee minutes and will either be 

received or referred back. Reference back may occur only if the salary 

committee has exceeded its powers under the policy. 

 

14. Annual determination of pay 
 

14.1. All teaching staff salaries, including those of the Headteacher
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18.13.1. Executive Headteachers will be appointed to a seven-point scale 
or a spot salary point, based on their level of responsibility and drawn 
fr4om the following available spinal points:  

 

Notionally 1 – 6 schools1 Range is equivalent to L18 to L39 

 
18.14. Assistant Chief Executive /Chief Finance Officer/Other 

Executive Leader 
 

18.14.1. Executive leaders may have a fixed seven-point salary range that 
spans L18 to L39, and this will be determined by the HR Manager, utilising 
the Trust’s job evaluation 
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Individual Salary Range (ISR), as determined by the appropriate Board. 

Payment will be backdated to the commencement of the duties. 

 

20. Classroom teachers 
 

20.1. The Headteacher will determine the starting salary of a vacant 

classroom teacher post on the main pay range or upper pay range, taking 

advice from the Headteacher and having regard to: 

 

▪ the requirements of the post; 

▪ any specialist knowledge required for the post; 

▪ the experience required to undertake the specific duties of the post; 

▪ the wider school context. 

 

20.2. The Headteacher will, if necessary, use their discretion to award a 

recruitment incentive benefit to secure the candidate of their choice. 

 

20.3. The Headteacher must follow the provisions of the STPCD and award a 

point on the main scale, unless the teacher has been notified that their 

service has been unsatisfactory for the previous academic year. The 

Headteacher will normally exercise this discretion only in the context of a 

formal capability procedure. The Headteacher will restore the withheld point 

at the conclusion of the capability procedure where s1 144.02 md procedure. The 
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be limited to one point per year, and an assessment will be made regarding 

the appropriate pay point for each individual in accordance with the expected 

performance standards. 

 

20.7. It should be noted that the performance standards required will 
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absence, a written statement and summary of evidence designed to 

demonstrate that the applicant has met the assessment criteria must be 

submitted by the applicant. 

 

21.4. 
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22.9. Any increase (i.e. a movement of one point or more than one point) 

will be clearly attributable to the performance of the teacher in question. The 

Headteacher will be able to justify their decisions. 

 

23. Leading Practitioners 
 

23.1. The Headteacher will take account of the relevant provisions of the 

STPCD 
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▪ is an exemplar of teaching skills, which should impact significantly on 

pupil attainment and pupil progress, i.e. achievement, within the 

school and within the wider school community, if relevant; 

▪ has made a substantial impact on the effectiveness of staff and 

colleagues, particularly in relation to the quality of teaching; 

▪ is highly competent in all aspects of the Teachers’ Standards; 

▪ has shown strong leadership in developing, implementing and 
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24.1.3. The Headteacher will consider whether they wish to pay an 

additional allowance where evidence shows that the teacher has: 

 

▪ taken on a sustained additional responsibility which is focused on 

teaching and learning, and requires the exercise of a teachers’ 

professional skills and judgment; or 

▪ qualifications or experience which bring added value to the role being 

undertaken. 

 

24.2. Pay determinations 

 

24.2.1. The Headteacher will follow the provisions of the STPCD and 

award a point on the unqualified teacher scale, unless the teacher has 

been notified that their performance has been unsatisfactory for the 

previous academic year. The Headteacher will normally exercise this 

discretion only in the context of a formal capability procedure. The 

Headteacher will restore the withheld point at the conclusion of the 

capability procedure where satisfactory performance has been achieved. 

 

24.2.2. Where the teacher is subject to the Appraisal Regulations, the 

Headteacher may award one additional point where the teacher’s 

performance in the previous 12 months was excellent having regard to 

the results of the most recent appraisal. 

 

24.2.3. Where the teacher is not subject to the Appraisal Regulations, 

the Headteacher may award one additional point where the teacher’s 

performance in the previous school year was excellent, having regard to 

all aspects of the teacher’s professional duties, in particular, classroom 

teaching. 

 

24.2.4. Progression within the unqualified teachers’ pay range will be 

considered by the school on an annual basis, effective from 1st 

September, but progression will not be automatic and will be dependent 

on the evidence, including that supported by the most recent appraisal, 

which should show: 

 

▪ an improvement in teaching skills; 

▪ an increasing positive impact on pupil attainment and pupil progress, 

i.e. achievement; 
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▪ an increasing impact on wider outcomes for pupils; 

▪ improvements in specific elements of practice identified to the 

teacher; 

▪ 



 
 
 
 









 
 
 
 

Page 25 of 35 

 

 

32. Honorarium Payments 
 

32.1. From time to time, staff on non-teaching terms and conditions will be 

required to undertake work which sits outside of their normal day to day 

duties and is not covered under their job profile. There may be scope for a 

payment to be made to recognise the extra responsibility or additional 

workload.  Such a payment will be determined by the Headteacher, following 

advice from the Trust HR Team.  The Chief Executive Officer must approve 

any payments to be made under this arrangement. 
 

33. Salary sacrifice arrangements 
 

33.1. Where the Trust operates a salary sacrifice arrangement, any 

employee may participate in any arrangement and their gross salary shall be 

reduced accordingly, in line with the provisions of their terms and conditions. 

 

34. School Teacher Pension Scheme 

augmentation approach in non-inflationary 

pay rise years  
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34.3. Any subsequent inflationary pay award would be adjusted to take into 

account the £1 salary increase in order for all employees to immediately 

realign national salary bandings. 

 

34.4. In the event that the Government amends the regulation, the Trust will 

cease this course of action, as it will no longer be necessary. 
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Appendix A: Appeals Procedure 

1. Appeals procedure 
 

1.1. The School Teachers’ Pay and Conditions Document (“the STPCD”) requires 

schools to have a pay policy in place that sets out the basis on which 

teachers’ pay is determined and the procedures for handling appeals. 

 

1.2. As part of the annual pay review process, where a teacher is eligible for pay 

progression, a pay decision will be made by the Headteacher. Prior to making 

this recommendation, the Headteacher will discuss it with the teacher. 

 

1.3.  At this particular stage of the pay review process, if the teacher wishes to 
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none of whom is an employee in the school or has been previously 

involved in the relevant pay determination process (this may require the 

co-opting of governors from other local governance fora within the 

Trust), and convene a meeting of the appeal committee at the earliest 

opportunity and no later than 20 school working days from the date on 

which the written appeal was received. The CEO may chair the meeting 

and/or appoint a representative to attend and advise the panel, such as 

a member of the Trust HR Team. 

 

2.3.2. The chair of the appeal committee will invite the teacher to set out 

their case. Both the Headteacher and the chair of the committee will also 

be asked to take the appeal committee through the procedures that were 

observed in their part of the pay determination process. 

 

2.3.3. Following the conclusion of representations by all relevant parties, the 

appeal committee will then consider all the evidence in private and reach 

a decision. The appeal committee will write to the teacher notifying them 

of its decision and the reasons for it. Other attendees at the meeting will 

also be notified of the decision. The decision of the appeal committee is 

final. 

 

2.4. The Modified Procedure 
 

2.4.1. There will be no entitlement to invoke the appeal procedure in relation 

to a pay decision if the teacher has left the employment of the academy. 

 

2.4.2. Where a teacher has, whilst employed at the academy, lodged an 

appeal against a pay decision but has then subsequently left such 

employment before any appeal hearing is held, the following steps will 

be observed. 

 

▪ The teacher must have set out details of their appeal in writing; 

▪ The teacher must have sent a copy of their appeal to the clerk of the Trust 

Board of Directors; 

▪ The Trust will consult with relevant school personnel and provide the 
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Appendix 2: National Teacher Standards (2012) 

 Band 1: Teacher Band 2: Accomplished Teacher Band 3: Expert Teacher 

PT1 PT2 PT3 PT4 PT5 PT6 PT7 PT8 PT9 

Professional 

practice 

Many but not all 

aspects of teaching 

over time are good. 

  All aspects of teaching 

over time are good. 

  All aspects of teaching 

over time are outstanding. 

  

Professional 

outcomes 

Most pupils 

progress in line with 

school expectations. 

  Significant number of 

pupils progress in line 

with school 

expectations. 

  All pupils exceed school 

expectations. 

  

Professional 

relationships 

Positive working 

relationships 

established with 

pupils, colleagues 

and parents/carers. 

  Positive working 

relationships result in 

productive sharing of 

professional practice 

with others & include a 

positive contribution to 

the wider life and 

ethos of the school 

  Effective professional 

relationships which 

actively involve 

characteristics of 

leadership & management 

including modelling of best 

practice & developing that 

in others. 

A clear demonstration of a 

significant contribution to 

the wider life &e
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Appendix 3: National Standards of Excellence 

for Headteachers (2020) 

Section 1: Ethics and professional conduct 

Headteachers are expected to demonstrate consistently high standards of principled 

and professional conduct. They are expected to meet the teachers’ standards and be 

responsible for providing the conditions in which teachers can fulfil them. 

Headteachers uphold and demonstrate the Seven Principles of Public Life at all 

times. Known as the Nolan principles, these form the basis of the ethical standards 

expected of public office holders: 

▪ selflessness 
▪ integrity 
▪ objectivity 
▪ accountability 
▪ openness 
▪ honesty 
▪ leadership 

 

Headteachers uphold public trust in school leadership and maintain high standards 

of ethics and behaviour. Both within and outside school, Headteachers: 

▪ build relationships rooted in mutual respect, and at all times observe proper 
boundaries appropriate to their professional position 

▪ show tolerance of and respect for the rights of others, recognising differences 
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▪ ensure valid, reliable and proportionate approaches are used when assessing 
pupils’ knowledge and understanding of the curriculum 

 

4. Behaviour 

Headteachers: 

▪ establish and sustain high expectations of behaviour for all pupils, built upon 
relationships, rules and routines, which are understood clearly by all staff and 
pupils 

▪ ensure high standards of pupil behaviour and courteous conduct in 
accordance with the school’s behaviour policy 

▪ implement consistent, fair and respectful approaches to managing behaviour 
▪ ensure that adults within the school model and teach the behaviour of a good 

citizen 
 

5. Additional and special educational needs and disabilities 

Headteachers: 

▪ ensure the school holds ambitious expectations for all pupils with additional 
and special educational needs and disabilities 

▪ establish and sustain culture and practices that enable pupils to access the 
curriculum and learn effectively 

▪ ensure the school works effectively in partnership with parents, carers and 
professionals, to identify the additional needs and special educational needs 
and disabilities of pupils, providing support and adaptation where appropriate 

▪ ensure the school fulfils its statutory duties with regard to the SEND code of 
practice 

 

6. Professional development 

Headteachers: 

▪ ensure staff have access to high-quality, sustained professional development 
opportunities, aligned to balance the priorities of whole-school improvement, 
team and individual needs 

▪ prioritise the professional development of staff, ensuring effective planning, 
delivery and evaluation which is consistent with the approaches laid out in the 
standard for teachers’ professional development 

▪ ensure that professional development opportunities draw on expert provision 
from beyond the school, as well as within it, including nationally recognised 
career and professional frameworks and programmes to build capacity and 
support succession planning 
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7. Organisational management 

Headteachers: 

▪ ensure the protection and safety of pupils and staff through effective 
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▪ establish and sustain professional working relationship with those responsible 
for governance 

▪ ensure that staff know and understand their professional responsibilities and 
are held to account 

▪ ensure the school effectively and efficiently operates within the required 
regulatory frameworks and meets all statutory duties 
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