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INTRODUCTION 

 
This policy sets out the framework for making decisions about teachers’ pay. It has been developed in 
consultation with the school’s teaching staff and the recognised trade unions. All teachers employed at 
Katharine Lady Berkeley’s school are paid in accordance with the provisions of the current School 
Teachers’ Pay and Conditions Document (STPCD). A copy of the latest version is available on request 
from the Headteacher and is also on the DfE website at: 

 
https://www.gov.uk/government/publications/school-teachers-pay-and-conditions 

 
The pay scales for teaching staff will take into account the annual recommendations of the School 
Teachers’ Review Body and the Unions’ Joint Advice on Teachers’ Pay. 

 
All pay related decisions are taken in compliance with The Equality Act 2010, Employment Act 2008 and 
The Part-time workers (Prevention of Less Favourable Treatment) Regulations 2010. 

 
In adopting this policy, the school aims to: 

 

 support the recruitment and retention of a high quality teacher workforce; 

 ensure that decisions on pay are made in a fair, just and transparent way; 

 recognise and reward teachers appropriately for their contribution to the school; 

 support the provision of high quality teaching and learning in the school; 

 provide the basis for sound financial and personnel management. 
 

This policy will be reviewed annually. 
 
PAY SCALES 

 
Leadership Group 

 
The Headteacher, Deputy Headteachers and Assistant Headteachers will be paid on the Leadership Pay 
Scale shown in Appendix 1. For each post, there will be a pay range which will include 7 points for the 
Headteacher and 5 points for other posts. 

 
The lowest point on the pay range for any leadership post must be greater than the highest paid teacher 
on the qualified teachers’ pay scale (including any teaching and learning responsibility or other 
allowances). The lowest point for a Deputy Headteacher pay range must be greater than the highest 
point of any Assistant Headteacher pay range. 

 
A Deputy Headteacher or an Assistant Headteacher may be paid up to two points above the top of the 
relevant pay range for substantial additional responsibilities either on a fixed term or a permanent basis. 

 
Other qualified classroom teachers 
 
Other qualified classroom teachers will be paid on a nine point scale as shown in Appendix 1. 

 

https://www.gov.uk/government/publications/school-teachers-pay-and-conditions
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Unqualified Teachers 

 
Unqualified teachers will be paid on the six point scale as shown in Appendix 1. 

 
Leading Practitioners 

 
It is not the Trustees’ policy to use the Leading Practitioners Pay Scales referred to in STPCD. 

 
Teaching and Learning Responsibilities (TLR) 

 
Teaching and Learning Responsibility points will be paid to teachers who undertake a sustained additional 
responsibility for the purpose of ensuring the delivery of high quality teaching and learning and for which 
the teacher is made accountable. The TLR structure is shown in the relevant section of this document. 

 
TEACHING APPOINTMENTS 

 
When placing a classroom teacher on the main scale, the Board of Trustees will place the teacher on 
the point on the main or upper pay scale which is as close as possible to and not less than the salary 
they would have received if they had remained at their previous school (excluding any teaching and learning, 
recruitment, retention or other allowances). Teachers who have no previous relevant experience will 
normally be placed on point 1 of the main scale. In subjects for which recruitment is difficult, a Newly 
Qualified Teacher may be placed on point 2 of the main scale. 

 
In most cases, this will mean one point for each year of service up to point 6 of the Main Scale and one 
point for every two years of service on the Upper Pay Scale as: 

 

a) a qualified teacher in a maintained school, an Academy, a free school, a university technology 
college, a studio school, a privately funded independent school or a British School Overseas. 

 

b) a qualified teacher in higher or further education, a sixth form college, or in countries outside England 
and Wales in a sector equivalent to those listed in (a) above. 

 
The Board of Trustees will consider awarding, on a case by case basis: 

 

c) one point on the scale for every three years of work outside teaching but working in a relevant 
area. This might include industrial or commercial training, time spent in an occupation relevant to 
the teacher’s work at the school and experience with children/young people. 

 
Part-time teachers 

 
Teachers employed on a permanent or fixed term contract basis at the school but who work less than 
a full working day or week are deemed to be part-time. The Board of Trustees will give them a written 
statement detailing their working time obligations and the mechanism used to determine their pay (see 
Appendix 2), subject to the provisions of the statutory pay arrangements. See the Teaching and Learning 
Responsibility section of this document for details of the payment of these allowances to part time 
teachers. 

 
Short contract/supply teachers 

 
Teachers who work on a day-to-day or other short notice basis have their pay determined in line with the 
statutory pay arrangements in the same way as other teachers. Teachers paid on a daily basis will have 
their daily salary assessed as an annual amount, divided by 195 and multiplied by the number of days 
worked. 
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Unqualified teachers 
 
The Board of Trustees, will, when determining on which point to place unqualified teachers on the 
unqualified teachers’ pay scale when they are appointed, take account of any relevant qualifications and 
experience. 

 
PAY REVIEWS 

 
The Board of Trustees will ensure that every teacher’s salary is reviewed with effect from 1 September and 
no later than 31 October each year. A written statement setting out their salary and any other financial 
benefits to which they are entitled will be given to each member of teaching staff as soon as possible 
after the November meeting of the Trustees’ Finance, Staffing and Premises sub-committee and by 30 
November at the latest. Reviews may take place at other times of the year to reflect any changes in 
circumstances or job description that lead to a change in the basis for calculating an individual’s pay. A 
written statement will be given after any review and where applicable will give information about the 
basis on which it was made. 

 
Where a pay determination leads or may lead to the start of a period of safeguarding, the Board of Trustees 
will give the required notification as soon as possible and no later than one month after the date of the 
determination. 

 
PAY PROGRESSION 

 
Headteacher 

 
The Headteacher must demonstrate sustained high quality of performance, with particular regard to 
leadership, management and pupil progress at the school and will be subject to a review of performance 
against performance objectives before any progression within the Headteacher’s pay range takes place. 
The Board of Trustees will take into account the advice of an independent adviser who will support the 
Headteacher’s review process when making any pay related decisions. 

 
Deputy and Assistant Headteachers 

 
Deputy and Assistant Headteachers must demonstrate sustained high quality of performance in respect of 
school leadership and management, pupil progress and their own teaching and will be subject to a review 
of performance against their performance objectives before any progress within their respective pay 
ranges takes place. Progression within the relevant pay range will take place annually on the basis of a 
satisfactory performance review. 

 
Other classroom teachers 

 
Progression for qualified and unqualified teachers will be dependent upon a successful performance 
review which will take into account the teacher’s appraisal review and other evidence based judgements 
about performance. For Newly Qualified Teachers, pay decisions will be made by means of the statutory 
induction process. 

 
Progression on the pay scale will take place annually but it may be withheld if the teacher is not meeting 
one or more of the Teachers’ Standards as listed in the staff handbook. (The listed standards are taken 
from the National Teachers’ Standards as published by the DfE). 

 
Progression to the Upper Pay Scale 

 
Teachers who have reached point 6 on the main pay scale for Qualified Teachers may apply for 
progression to the Upper Pay Scale (UPS) by completing the PM2 UPS threshold progression form in 
readiness for their Performance Management meeting with their line manager in Term 1 of the year they 
wish to progress to the UPS. The teacher will need to provide evidence that the 10 thresholds for 
progression have been met. The teacher’s line manager will make the recommendation for progression by 
making a comment on the form and signing. The form will be considered by SLT before being taken to 
trustees for a final decision. 
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Progression on the Upper Pay Scale 
 
Progression within the Upper Pay Scale will take place every two years. The teacher will need to complete 
PM3 UPS progression form in readiness for their Performance Management meeting with their line 
manager in Term 1 of the year they wish to progress up the UPS. The teacher will provide evidence that 
they continue to meet the 4 main aspects: being a role model for teaching and learning, making a 
sustained and substantial contribution to the raising of student standards, to have grown professionally by 
developing their teaching expertise since passing through threshold, and making a wider contribution to 
the school or school community beyond the classroom. Further detail is to be found on the application 
form. The teacher’s line manager will make the recommendation for progression by making a comment on 
the form and signing. The form will be considered by SLT before being taken to trustees for a final decision. 

 
Capability 

 
If a teacher’s lessons demonstrate significant concerns, the school’s capability procedure may be used. 
This will involve the provision of suitable support to help the teacher overcome the aspects of their 
performance which are a cause for concern as detailed in the school’s capability procedure. Pay 
progression will not take place while a member of staff is subject to the school’s capability procedure. 

 
If progression is withheld as described in the above sections, then the teacher is not automatically subject 
to the school’s capability procedure. 

 
Teaching and Learning and Leadership Responsibilities 

 
If a teacher is receiving a Teaching and Learning Responsibility allowance or is on the Leadership 
Scale, the responsibilities beyond their normal classroom teaching are part of their contract and 
unsatisfactory performance with respect to those responsibilities may instigate the capability procedure. 

 
Accelerated Progression 

 
Progression for the vast majority of teachers will take place as described above, at the rate of one point 
per year for points 1 to 6 and one point every two years on the Upper Pay Scale. Currently, it is not 
the Trustees’ Policy to offer accelerated progression. 

 
TEACHING AND LEARNING RESPONSIBILITY PAYMENTS (TLRs) 

 
TLR 1 and 2 

 
TLRs will be awarded to the holders of the posts indicated in the staffing structure published in the staff 
handbook. The TLR awarded will reflect the points score of the post of responsibility which will take into 
account: 

 

 the numbers of pupils and students on whose learning the responsibility impacts and the extent of 
that impact; 

 the numbers of staff whose teaching practice is led, managed and supported by the post 
holder and the level of accountability involved. 

 
The values of the TLRs to be awarded in 2021/22 are set out below. These will be increased in 2022/23 
in line with the recommendations of the STRB if they are accepted by the Secretary of State: 

 

Scale Value  

T1 2,873.00 TLR2A 

T2 4,783.00 TLR2B 

T3 7,017.00 TLR2C 

T4 8,291.00 TLR1A 

T5 10,200.00 TLR1B 

T6 12,115.00 TLR1C 

T7 14,030.00 TLR1D 
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Where a teacher with teaching and learning responsibilities is absent for an extended period, other staff 
may be allocated those responsibilities on a fixed term ‘acting’ basis. If appropriate, and only for such fixed 
term arrangements, acting allowances may be divided between members of staff. 

 
TLR 3 

 
In addition to the above, a fixed term Teaching and Learning Responsibility allowance (TLR3) may be paid 
to a teacher for a time limited school improvement project or to meet a one-off externally driven 
responsibility. The annual value will be between £500 and £2,500. If such an award is made, the fixed 
term will be made clear at the outset. 

 
Part-time teachers 

 
See Appendix 2 

 
Stepping down from a TLR post 

 
Where there are concerns about the effectiveness of a teacher with respect to their TLR role or if a 
teacher is finding the role particularly onerous, they may submit a request that they step down from that 
role. Such a request will be accepted unless it will create difficulties across the school in terms of 
organisation or curriculum delivery which cannot be efficiently resolved. TLR payments will cease 
immediately upon stepping down from the role.  

 
Staffing Structure 

 
The staffing structure and the distribution of Teaching and Learning Responsibility allowances will be 
reviewed on an annual basis, during term 3 or 4 of the six term year. Changes may also be made when 
vacancies arise. 

 
OTHER ALLOWANCES 

 
Special Educational Needs and Disability (SEND) allowances 

 
A SEND allowance will be awarded to classroom teachers who are engaged wholly or mainly in 
taking charge of special classes of children who are hearing-impaired or visually impaired or who teach 
pupils with statements of special educational need and disability for the majority of their timetable. W h e r e  
p a i d ,  f or 2019/20, the SEND allowance will be £2,209. 

 
Recruitment and Retention Allowances 

 
It is not currently the Trustees’ policy to pay recruitment and retention allowances. 
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APPEALS 
 
The arrangements for considering appeals are as follows: 

 
Teachers may seek a review of any determination in relation to their pay or any other decision taken by 
the governing body (or a committee or individual acting with delegated authority) that affects their pay. 

 
The following list includes the usual reasons for seeking a review of a pay determination which are 
that the person or committee by whom the decision was made: 

 

a) did not act within the provisions made in this policy; 

b) failed to have proper regard for the provisions of the current School Teachers Pay and Conditions 
Document; 

c) failed to take proper account of relevant evidence; 

d) took account of irrelevant or inaccurate evidence; 

e) was biased; or 

f) otherwise unlawfully discriminated against the teacher. 
 
Initially, attempts will be made to resolve the issue informally as follows: 

 

1) The teacher informs the Headteacher that they require a review of the pay determination. 
 

2) Within 5 working days, the teacher receives written confirmation of the basis on which the decision 
was made. 

 

3) If the teacher is not satisfied, they should seek to resolve this by discussing the matter informally with 
the Headteacher. This should take place within ten working days of receipt of the written confirmation. 

 

4) Where this is not possible, or where the teacher continues to be dissatisfied, they may follow a 
formal appeal process described below. 

 
Appeal Process 

 
Stage 1 

 

1) The teacher should set down in writing the grounds for questioning the pay decision and send it to 
the Chair of the Trustees’ Finance, Staffing and Premises sub-committee, within ten working days of 
the notification of the decision being appealed against or of the outcome of the discussion referred to 
above. 

 

2) Two members of the Trustees’ Finance, Staffing and Premises sub-committee should provide a 
hearing within ten working days of receipt of the written grounds for questioning the pay decision to 
consider this and give the teacher an opportunity to make representations in person. The 
Headteacher will also be invited to this hearing in order to confirm the reasons for the pay 
determination. Following the hearing the employee should be informed in writing of the decision and 
the right to progress to stage 2. 

 
Stage 2 

 

3) A further panel of three governors who were not involved in the original determination hear the 
case within 20 working days of the receipt of the written notification of the outcome of stage 1. 
The teacher will be given the opportunity to make representations in person. The Headteacher will 
also present the case describing the reasons for the pay determination. The decision of the appeal 
panel will be given in writing, and where the appeal is rejected will include a note of the evidence 
considered and the reasons for the decision. 

 
Associated policies: 
Recruitment policy for teaching staff 
Appraisal policy for teaching staff 
Capability procedure for teaching staff 
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Appendix 1 – 2021/22 Pay Scales 
 

The pay scales below are likely to be increased for 2021/22 in line with the recommendations of the STRB if 
they are accepted by the Secretary of State. 

 
Leadership Group Pay Qualified Teachers Unqualified Teachers 

 

 

 

 
 
 
 

Appendix 2 – Calculation of part-time teachers’ salaries 
 

A part time teacher will be paid a decimal fraction of the remuneration that would be payable if the person 
was employed in the same post on a full time basis. The decimal fraction is calculated to be the 
number of timetabled hours that the person is contracted to be in school over a fortnight divided by 
the number of hours in the school’s timetabled teaching fortnight. 

 
The number of teaching periods is the relevant decimal fraction of the number of teaching periods 
if the person was in a full time post, rounded down to the nearest whole number. Part time teachers 
may be asked to take a registration group on a cover, short term or permanent basis in line with the 
expectations of full time staff. They will be required to be available for the same percentage of 
registration periods as their teaching contract. For example, if they are 0.8 FTE, they will need to be 
available for 16/20 (80%). The registration periods will be determined by the needs of the pastoral team. 

 
If a part time teacher has a TLR, it will be paid on a pro rata basis unless the teacher is undertaking 
the full responsibility to the same extent as they would if they were full time. This will mean that 
some of the tasks involved in the responsibility are likely to be undertaken when the teacher is not 
contracted to be in school. Under these circumstances, the whole TLR will be paid. 

 
For discussion by Trustees’ Finance, Staffing and Premises sub-committee: 29 June 2022 
Approved by Board of Trustees: 7 July 2022 
Review: July 2024 
 

Point Salary Point Salary 

10 52,723 26 78,025 

11 54,091 27 79,958 

12 55,338 28 81,942 

13 56,721 29 83,971 

14 58,135 30 86,061 

15 59,581 31 88,187 

16 61,166 32 90,379 

17 62,570 33 92,624 

18 64,143 34 94,914 

19 65,735 35 97,273 

20 67,364 36 99,681 

21 69,031 37 102,159 

22 70,745 38 104,687 

23 72,497 39 107,239 

24 74,295 40 109,914 

25 76,141   

 

Band Point Salary 

 
 

Main 
Scale 

1 25,714 

2 27,600 

3 29,664 

4 31,778 

5 34,100 

6 36,961 

Upper 
Pay 

Scale 

7 (UPS1) 38,690 

8 (UPS2) 40,124 

9 (UPS3) 41,604 

 

Point Salary 

1 18,419 

2 20,532 

3 22,644 

4 24,507 

5 26,622 

6 28,735 

 


