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Introduction  

1. School Model Pay Policy  
1.1This model pay policy provides a framework to be adapted by individual schools to suit 

their own circumstances. It is therefore set out as a school pay policy and refers to the  
“Governing Body”, rather than the “relevant body”. The policy is intended to be easily  
amended to cover circumstances where the relevant body is the LA.   

 

2. Purpose 
2.1 School Governing Bodies are required by law to adopt a pay policy which sets out the 

basis on which they will determine teachers’ pay in their school.  The policy should include 
an appeal procedure for dealing with grievances arising from the application of this pay 
policy. The policy is also intended to support the prime statutory duty of the Governing 
Body which is to conduct the school with a view to promoting high standards of educational 
achievement. 
 

2.2 The Policy has been developed by Lewisham Schools’ Human Resources to help 
governors and other school leaders understand how teachers are paid under the terms of 
the School Teachers’ Pay and Conditions Document.  This policy also includes information 
on support staff pay and awards. 

 
2.3 The Governing Body of        School will act in accordance with the Nolan principles of 

public life: selflessness; integrity; objectivity; accountability; openness; honesty and 
leadership.  With due respect for the confidentiality of the process, decisions will be made 
in the best interests of the school; governors 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 these principles.   

 

3. Equalities Legislation and Policies 
3.1 This Pay Policy will be applied as supplemented by specific provisions outlined in the 

relevant legislation and contained within various other policies and guidance which the 
Governing Body are required to comply with:- 

 

• The current School Teachers Pay & Conditions Document and the Guidance on 
School Teachers’ Pay and Conditions issued by the Secretary of State 

• The School’s Reorganisation, Redeployment and Redundancy Policy 

• The Teachers’ Pension  

• The Education (School Teachers Appraisal) (England) Regulations 2012 

• The Teachers Appraisal Policy  

• The Teachers Capability procedure 

• The Schools Appraisal Policy 

• Conditions of Service for School Teachers in England and Wales (The ‘Burgundy 
Book’)  

• Employment Relations Act 1999 

• Equality Act 2010 

• Employment Rights Act 1996 (as amended) 

• 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 

• Localism Act 2011 

• Transfer of Undertakings (Protection of Employment) Regulations 2006 

• The NJC National Agreement (“Green Book”) which applies to support staff 

• The Data Protection Act 2018 

• General Data Protection Regulation. 
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3.2 The Governing Body will promote equality in all aspects of school life, particularly 
regarding all decisions on advertising of posts, appointing, promoting and paying staff, 
training and staff development.  
 

3.3 The Governing Body will ensure that its processes are open, transparent and fair. All pay 
decisions must be made using objective criteria so that there is no discriminatory effect on 
any teacher or group of teachers with a protected characteristic under the Equality Act 
2010. Adjustments will be made to take account of special circumstances, e.g. an absence 
or maternity or long-term sick leave. The exact adjustments will be made on a case-by-
case basis and will be legally compliant.  The Governing Body will monitor the equalities 
implications of decisions taken in the operation of this policy and will provide an annual 
Equalities Assessment and forward to Lewisham Schools’ HR to enable a borough-wide 
Equalities Impact Assessment to be produced which will be shared with the Trades 
Unions. 

 
3.4 Equalities impact assessments to be produced by school by 31st January.  Refer to 

attached model document for teachers and support staff at Appendix 7  
 

3.5 Refer to ‘Governing Body obligations’ (Paragraph 17 of this policy) in relation to monitoring 
the impact of this policy. 

 

4. London Living Wage 
4.1 The Council has made a commitment to work with the Living Wage Foundation and  
       Citizens UK to be a fully accredited London Living Wage employer.  This also  
       applies to procurement and the contracting and sub-contracting of services, not just for  
       the Council but also for schools within the borough. 
 

       This school supports the Council policy to pay employees an hourly rate no lower than  
       the London Living Wage as defined by the Mayor of London.   
  

Please note that all hourly rates on the Greater London Provincial Council (GLPC) Pay Scale 
for support staff on job evaluated grades are above the LLW. 
 

4.2 The school supports the Council’s commitment to pay staff an hourly rate no lower than 
the London Living Wage as defined by the Mayor of London  
 

• Ensure that all directly employed staff over the age of 18 (other than apprentices 
or interns) are paid no less than the Living Wage. 

• Increase the amount paid to employees by the same amount as any increase to 
the Living Wage, within 6 months of the date on which any increase in the Living 
Wage is officially announced. 

• Notify all affected employees of the date of the next increase within one month of 
the official announcement. 

 

4.3 For staff employed by contractors and sub-contractors, whichever body procured the 
contract (Council/School) will need to ensure that the measures in 4.2 above are 
implemented within an agreed period of time after the formal signing of the Accreditation 
Licence.  Employees of contractors and sub-contractors are defined as staff who provide 
a service to or on behalf of the Council/School and involving 2 or more hours of work in 
any given day in a week, for 8 or more consecutive weeks in a year. 
 
 
 

5. Principles – All School Staff 
Principles and Objectives 
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5.1 This model pay policy is not intended to duplicate either the School Teachers’ Pay and 
Conditions Document (“STPCD”) or the Green Book; however, there are some sections 
within the STPCD which are discretionary. This Policy will indicate how Governing Bodies 
will apply this. 
 

5.2 The school recognises the need to manage pay equitably and will ensure through this 
policy that pay has a positive influence by undertaking to: 

 

a. support the school’s development including current priorities and ensure a high 
quality of teaching and learning.  

b. demonstrate that all pay decisions are made consistently and fairly, in 
compliance with anti-discrimination legislation;  

c. ensure that appropriate arrangements are made for staff to appeal against any 
pay decision affecting them personally, and for such appeals to be heard by a 
panel of governors whose members have not been involved previously in the 
decision against which an appeal is made; 

d. to use the locally agreed pay scales, together with any discretions agreed at a 
school level available to them, to best advantage to recruit and retain the 
highest quality staff at the appropriate rate of pay;  

e. all staff will be given reasonable access to their employment records; 
f. to ensure that all staff have confidence that they are receiving fair and equal 

treatment; 
g. each support member of staff is provided with a job description in accordance 

with the structure agreed by the Governing Body which will be reviewed 
considering the changing needs of the school. 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. 
Best practice is to review all job descriptions annually as part of the appraisal 
process; 

h. to inform staff of changes to their pay; 
i. to ensure that staff are aware of the procedures within which pay decisions are 

made and that any appeals arising from decisions on remuneration are 
addressed objectively, fairly and within agreed timescales. 

j. The school should develop robust appraisal documents that reflect the 
requirement of the policy and show clearly how decisions and support have 
been provided and applied. 

 
5.3 All appointed teachers are paid in accordance with the STPCD as updated from time to 

time. A copy of the latest version may be found at the school or on-line at: 
https://www.gov.uk/government/publications/school-teachers-pay-and-conditions 

 

6. Long Service Awards  
6.1 The governing body has agreed to grant a long service award up to the value of 

£320 for staff who are eligible.  Please refer to the Long Service Award guidance 
for further information and eligibility criteria.  

 

7. First Aid Allowance for staff 
7.1 Staff are entitled to a first Aid Allowance provided they are qualified first aiders are required 

to carry out first aid duties. 

 
 

8. Working days for 2025/26 
8.1 A teacher employed full-time must be available for work for 195 days of which:  

 

https://www.gov.uk/government/publications/school-teachers-pay-and-conditions
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a) 190 days must be days on which the teacher may be required to teach pupils 
and perform other duties;  
b) 5 days must be days on which the teacher may only be required to perform 
other duties; 
c) those 195 days must be specified by the employer or, if the employer so 
directs, by the headteacher. 

 
In the current academic year, a part time teacher’s availability to work should 
be pro-rated to 1265 hours. 

 

9. Staffing Structure 
9.1 The school has agreed a staffing structure for all staff working at the school and this is 

attached at Appendix 5 (to be added by each individual school). The structure ensures 
that there is appropriate line management of all staff. 
 

9.2 The work to be undertaken by each post holder and the outcomes to be achieved will be 
set out in a role profile, along with a person specification setting out the criteria for each 
post. Generic role profiles are available from Schools HR. 

 

10. Appraisal (Teachers) 
10.1 The Governing Body will comply with The Education (School Teachers’ Appraisal)   

      (England) Regulations 2012 concerning the appraisal of teachers.  Assessment will  
      be based on evidence from a range of sources (refer to the school’s appraisal policy).  
      Although the school will establish a firm evidence base, there is a responsibility on  
      individual teachers and appraisers to work together. 
 

10.2 The Executive Head/Head Teacher will moderate objectives to ensure consistency  
            and fairness; the Executive Head/Head Teacher will also moderate appraisal  
            assessment and to ensure consistency and fairness.  
 

11. Annual Determination of Pay (Teachers) 
11.1 All teaching staff salaries, including those of the Head, Deputy Head(s) and Assistant  

    Head(s) will be reviewed annually to take effect from 1 September.  The Governing  
    Body should complete teachers’ annual pay reviews by 31 October and the Head  
    Teacher’s annual pay review by 31 December. There may be exceptional  
    circumstances where these dates cannot be complied with and in such circumstances  
    the process will be completed without undue delay.    

 

12. Notification of Pay Determination (Teachers) 
12.1 Decisions will be communicated to each member of staff by the Head Teacher/Line  

     manager in writing in accordance with Part 1, paragraph 3.4 (P1. para 3.4) of the  
     STPCD and will set out the reasons why decisions have been taken.  The current  
     STPCD 2025 indicates this should be no later than one month after the pay  
     determination.  Decisions on the pay of the Head will be communicated by the Pay  
    Committee, in writing, in accordance with P1. para 3.4.  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. (see  
    section 57 of this document for appeals) 

 

13.  Appraisal (Support Staff) 
13.1 Standards in schools are raised through the effective development of all staff.  Unlike the  
        appraisal process for teachers and headteachers, which is a statutory requirement, there  
        is no nationally agreed process governing the appraisal process of school support staff  
       who are supporting teaching staff.  However, the Lewisham Appraisal scheme which may  
       be adopted by schools provides a framework that reflects good practice. 
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13.2 The scheme is a cyclical process taking place over 12 months and commencing each  
        academic year or following the school planning process. It is open to all non-teaching  
        employees in a Lewisham school and is separate from the probation process outlined in  
        support staff statements of particulars. 
 

14. Grading of Support Staff Posts  
14.1 This pay policy does not apply to the grading of the posts of support staff. The school    
            will consult Lewisham Schools’ HR about the grading of all support staff posts in  
            accordance with the requirements of the School Standards and Framework Act 1998.  
           The school recognises for collective bargaining purposes the support staff trade unions  
           which are represented on the trade union side of the National Joint Council for Local  
           Government Services (NJC). Support staff are employed under the terms of the NJC  
           National Agreement (“the Green Book”) and associated London and Lewisham  
           Agreements.  
 
14.2 The school will be mindful of their obligations under equal pay legislation when making  

     recommendations about support staff pay and grading. In putting together the role  
     profile for a post, the school will refer to the Council’s job evaluated role profiles and  
     associated guidance.  Where the school wishes to employ support staff to take on a  
     new kind of role that does not have a direct comparator within the Council, it will consult  
     Lewisham Schools’ HR at the point of determining the role profile to carry out a job  
     evaluation. Grades will be set in accordance with job evaluations, in order to comply  
     with the school’s equal pay obligations. 
 

14.3     The school will cooperate with the Council’s job evaluation appeal procedure as this  
            is a requirement of the nationally agreed conditions of service for support staff 

 

15. Notification of Pay Determination (Support Staff) 
15.1 There is no statutory requirement for a written annual pay determination for support  

     staff.  Employees on former APT&C scales shall be entitled to progress to the top of  
     their pay scale in accordance with existing arrangements for incremental progression.  
     (See Support Staff Section, starting p27 of this document) 

 

16. Procedures 
16.1 The Governing Body will determine the annual pay budget on the recommendations  

     of the Pay Committee. 
 

16.2 The Governing Body has delegated its pay powers to the Pay Committee. The Pay  
     Committee will comprise at least three governors.  
 

16.3 Any person employed to work at the school, other than the Head, must withdraw from  
     a meeting at which the pay or appraisal of any other employee of the school, is under  
     consideration.  The Head Teacher must withdraw from that part of the meeting where 
     the subject of consideration is his or her own pay.  A relevant person must withdraw  
     where there is a conflict of interest or any doubt about their ability to act impartially.  
 

16.4 The Pay Committee will be attended by the Head in an advisory capacity.  Where the  
     Pay Committee has invited either a representative of the LA or an external adviser to  
    attend and offer advice on the determination of the Head Teacher’s pay, that person  
    will withdraw at the same time as the Head Teacher while the committee reaches its  
    decision.  Any member of the committee required to withdraw will do so. 
 

16.5 The terms of reference for the Pay Committee will be determined from time to time by  
     The Governing Body. The current terms of reference are: 
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• to achieve the aims of the whole school pay policy in a fair and equal manner; 

• to apply the criteria set by the whole school pay policy in determining the pay of 
each member of staff at the annual review; 

• to observe all statutory and contractual obligations; 

• to minute clearly the reasons for all decisions and report the fact of these 
decisions to the next meeting of the full Governing Body; 

• to recommend to the Governing Body the annual budget needed for pay, bearing 
in mind the need to ensure the availability of monies to support any exercise of 
pay discretion; 

• to keep abreast of relevant developments and to advise the Governing Body 
when the school’s pay policy needs to be revised; 

• to work with the Head in ensuring that the Governing Body complies with the 
Appraisal Regulations 2012 (teachers). 

• To have a secure evidence base for any pay decisions and that all record 
retention arrangements are robust and compliant with the Data Protection Act 
2018 and the principles of the General Data Protection Regulation. 

• Review a Pay Policy for all members of staff, in line with HR advice and make 
recommendations to the full Board. 

• Ensure those staff who do not meet the requirement for pay progression (under 
capability proceedings) have a formal support package put in place to ensure 
improvement 

• Assess any application for the upper pay range received and make a 
determination, based on the headteacher’s recommendation and in line with the 
pay policy, on whether the teacher meets the criteria 

• Undertake salary reviews at any other time the governing board directs that 
there is a need to do so 

• Consider the salary appropriate for new posts within the school, in line with 
similar posts already in place 

• Inform the board of approved salary decisions, to ensure inclusion in the budget. 

• Monitor the outcomes and impact of the pay and appraisal policies on a regular 
basis annualy, including trends in progression across specific groups of teachers 
to assess its effect and the school’s continued compliance with equalities 
legislation.  Above to be shared with Lewisham Schools’ HR 

 
16.6 The report of the Pay Committee will be placed in the confidential section of the  

     Governing Body’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. 

 

17. Governing Body Obligations 
17.1 The Governing Body will fulfil its obligations to: 
 

• Teachers:  as set out in the STPCD and the Conditions of Service for School 
Teachers in England (commonly known as the ‘Burgundy Book’).   
 

• Support staff:  the National Joint Council for Local Government Services National 
Agreement on Pay and Conditions of Service (Green Book) (subject to any local 
variations) or any LA pay/grading Policy. 
 

17.2 The Governing Body will need to consider any updated pay policy to ensure it can be  
     applied consistently and that their pay decisions can be objectively justified. 
 

17.3 The school’s budget setting process will not be used to restrict decisions about an  
     individual’s pay decision. Schools in financial difficulty in awarding pay should alert the  
     appropriate person at the LA.   
 

17.4 The Governing Body will monitor the outcomes of pay decisions, ensuring the school’s  
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     continued compliance with equalities legislation. The findings will be shared and  
     discussed with Lewisham Schools’ HR and the trade unions. It is recommended that 
     this is completed by Spring 1 of each academic year.  
 

17.5 The Governing Body will ensure that the process of determining the remuneration of  
     the Headteacher, Deputies and Assistant Headteachers is fair and transparent.  A  
     written record will be made which will set out the rationale of the reasoning behind the  
     determination of the pay range and any discretionary payments made to those in  
     Leadership Posts. 
 

17.6 The Governing Body will follow statutory guidance on determining the Headteacher  
     group size and consequential pay range, where a Headteacher is permanently  
     responsible and accountable for more than one school and on determining the pay of  
     a Headteacher temporarily accountable for more than one school. 

 
17.7 The individual pay range for Headteachers will be set within the overall leadership pay  

     range and within one of the eight school groups. The individual pay range for Deputy  
     and Assistant Headteachers may be located anywhere within the overall leadership  
     pay range.   
 

17.8 The Governing Body will need to determine the pay range for their school. 
 

17.9 The Governing Body is responsible for formal approval of the pay policy. 
 

18. Reassessing the pay of the leadership team 
18.1 Where the Governing Body re-assesses a pay range of a Leadership Post, it will  

     ensure that the process of determining the new remuneration is fair and  
     transparent.  There will be a written record made of the reasoning behind the  
     determination. 
 

18.2 Where a Leadership Post vacancy arises, the Governing Body will use the relevant  
     provisions to determine the pay range for the post and consider whether it is  
     appropriate to re-assess the pay of others in the Leadership Team.  Similarly, pay  
     ranges for existing post holders should be reviewed whenever a significant change in  
     responsibilities occurs. 

 

19. Executive Head/Head Teacher/Head of School’s Obligations 
19.1 The Head Teacher will:  

• develop clear arrangements for the appraisal process and consult with staff and 
school union representatives on the appraisal and pay policies; 

• ensure that the school’s Senior Leadership Team (SLT) as appropriate are 
briefed on the application of the Governing Body’s approach to ensure 
consistency of approach to the appraisal process and annual cycle of pay 
progression.  

• submit any updated appraisal and pay policies to the Governing Body for 
approval; 

• ensure that effective appraisal arrangements are in place and that any 
appraisers have the knowledge and skills to apply procedures fairly; 

• Staff should be informed promptly of any concerns about performance at an 
early stage and providing support to achieve an improvement 

• submit pay recommendations to the Governing Body and ensure the Governing 
Body has sufficient information upon which to make pay decisions; 

• ensure that teachers are informed about decisions reached; and that records are 
kept of recommendations and decisions made; 

• keep records of all staff objectives and review them throughout the appraisal 
process; 
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• ensure annual appraisals are carried out for staff in accordance with the Schools 
adopted Appraisal Policy/policies.. 

 

20. Teacher’s Obligations 
20.1 A teacher will: 

• engage with appraisal; this includes working with your appraiser to ensure that 
there is a secure evidence base  

• keep records of your objectives and review them throughout the appraisal 
process; 

• share any evidence you consider relevant with your appraiser; 

• ensure that you actively participate in your annual appraisal  
 

21. Support Staff Obligations 
21.1 Support staff will: 

• engage with the appraisal process; this includes working with their appraiser to 
ensure that there is a secure evidence base to support end of year rating; 

• keep records of their objectives and review them throughout the appraisal 
process; 

• have any evidence they consider relevant with their appraiser; 

• ensure they have an annual review of their performance; 
engage in regular supervision; 

• engage in continuous development opportunities; 

• share knowledge/skills with their peers. 
 

22. LA Support Obligations 
22.2 The Local Authority will: 
 

• provide expert advice and guidance on all model policies; 

• support schools where there are significant difficulties; 

• support the determination of pay awards where required; 

• ensure there is consistency and fairness regarding the determination of pay 
within schools; 

• support schools where equal pay issues arise; 

• support pay appeals where required. 
 

23. Differentials  
23.1 Appropriate differentials will be created and maintained between teaching posts within  

     the school, recognising accountability, job role and its complexity, and the Governing  
     Body’s need to recruit, retain and motivate sufficient employees of the required quality  
     at all levels. However, it would be in exceptional circumstances only that a  
     deputy/assistant head’s pay range would overlap with the Head’s. 

 
23.2     Support staff’s jobs are subject to the GLPC job evaluation scheme where adopted. 
 
 

24. Discretionary Pay Awards 
24.1 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. 
 

25. Safeguarding  
25.1 Salary safeguarding will be paid to eligible teachers in line with the provisions of the  

     STPCD. 
 

26. Leadership Group 
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26.1 Executive Head Teachers, Head Teachers, Deputy Head Teachers, Heads of School  
     (locally named) and Assistant Head Teachers employed at the school shall be paid on  
     the salary ranges determined in accordance with the provisions of the STPCD.  
 

26.2 Where consideration is given to the Head Teacher being appointed to as a Head  
     Teacher of more than one school, either on a temporary or permanent basis then the  
     provisions of the STPCD will apply. 
 

26.3 The Governing Body will appoint an external adviser who will support governors in  
     carrying out the annual review of the Executive Head Teacher/Head Teacher  
     appraisal. The review will be conducted in accordance with the School’s appraisal  
     policy. 
 

26.4 Pay progression after an appraisal is automatic for all staff within their pay range,  
     including Early Career Teachers (ECTs), and will be awarded on an annual basis,  
     every two years for staff on the Upper Pay Range.   

 

27. Teaching staff 
Pay Increases Arising from Changes to the School Teachers Pay and 
Conditions Document  

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

 

27.2 In line with the recommendations in the STRB’s 34th Report, from 1 September  
    2025 a 4% increase will be applied to all pay and allowance ranges and  
    advisory points. All pay uplifts will be back dated to 1 September 2025.  

 

27.3 Performance related pay has been removed as a requirement from September  
    2024.  

 
27.4 All pay uplifts will be backdated to 1 September 2025. 

 
27.5 In addition to the pay award, the STPCD 2025 and accompanying guidance includes  
            the following:  
 

• changes to calculation of TLR 1 and 2 
 

28. Leadership 
Headteachers pay 

Pay on appointment  

28.1 The pay committee will review the school’s head teacher group and the head’s pay  
     range in accordance with P2.paras 4, 5, 6 and 8 (ordinary school), or P2.paras 4, 5,  
     7 and 8 (special schools).  

 
28.2 If the head teacher takes on permanent accountability for one or more additional  

    schools, the pay committee will set a pay range in accordance with the provisions of  
    P2.paras 6.6 or 7.9.  

 
28.3 For appointments on or after 1 September 2025, the pay committee will determine a  

     pay range, taking account of the full role of the head teacher (P2.paras 6 and 7), all  
     permanent responsibilities of the role, any challenges that are specific to the role and  
     all other relevant considerations (P2.para 9.2), including recruitment issues. The pay  
     committee will take into account the factors set out in Appendix 6 when determining  
     an appropriate pay range. It will also take account of any other considerations it feels  
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     are relevant and minute carefully its decisions and reasons for those decisions.  
 

28.4 The pay committee will consider using its discretion, in exceptional circumstances only,  
     to exceed the 25 per cent limit beyond the maximum of the group range when setting  
     the pay range for the head teacher, as set out in P2.para 9.3. However, before doing  
     so, it will make a fully-documented business case and seek external independent  
     advice and liaise with Lewisham Schools’ HR.  

 
28.5 The pay committee will use reference points within the pay range.  

 
28.6 At the appointment stage, candidate specific factors will be considered when  
            determining the starting salary. If necessary, the governing body will adjust the pay  
            range to ensure appropriate scope of 7 reference points, for pay progression.  
 
28.7 The pay committee will have regard to the provisions of P2.para 9.4 in particular 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.  The pay range for a deputy or  
     assistant headteacher should only overlap the headteacher’s pay range in exceptional  
     circumstances, e.g. where there have been historic determinations to a deputy or  
     assistant headteacher’s pay range made under a previous STPCD. 

 
28.8 The pay committee will consider the use of temporary payments for clearly time-limited  

     responsibilities or duties only, in accordance with P2.para 10.  
 

28.9 The total sum of the temporary payments made to a head will not exceed 25 per cent  
     of the annual salary which is otherwise payable to the head; and the total sum of salary  
     and other payments made to a head must not exceed 25 per cent above the maximum  
     of the head teacher group, except in wholly exceptional circumstances.  
 

28.10 The pay committee may determine that temporary and other payments be made to a  
     head which exceeds the limit above in wholly exceptional circumstances and with the  
     agreement of the governing body. The governing body will seek external independent  
     advice before providing agreement.  

 

Serving headteachers  

28.11 The pay committee will only re-determine the pay range of a serving head teacher, in  
     accordance with P2.paras 4.1, 4.2 & 9 of the Document, if the responsibilities of the  
     post change significantly, or if the pay committee determines that this is required to  
     maintain consistency with pay arrangements for new appointments to the leadership  
     team made on or after 1 September 2025, or with pay arrangements for a member(s)  
     of the leadership group whose responsibilities significantly change on or after 1 
     September 2025.  

 
28.12 It will also re-determine the pay range if the group size of the school increases, or if   

    the head takes on permanent accountability for an additional school(s) (S3.para 8, with  
    reference to P2.paras 4-11).  

 
28.13 If the pay committee re-determines the head teacher’s pay range, it will take account  

     of all indefinite responsibilities of the post, any specific challenges and all other  
     relevant factors, including retention issues. The pay committee will take into account  
     all these factors when determining an appropriate pay range. It will also take account  
     of any other considerations it feels are relevant and minute carefully its decisions and  
     reasons for those decisions.  

 
28.14 The pay committee will consider using its discretion, in exceptional circumstances, to  

     exceed the 25 per cent limit beyond the maximum of the group range, as set out in  
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     P2.para 9.3. However, before agreeing to do so, it will make a fully-documented  
     business case and will seek external independent advice and liaise with Lewisham  
     Schools’ HR. 

 
28.15 The pay committee will use reference points within the pay range and will leave at least  

     3 reference points for pay progression.  
 

The pay committee will review the head teacher’s pay in accordance with P2.para 11 
of the Document (and S3.para 27) whether or not to increase the salary of members 
of the leadership group who have completed a year of employment since the previous 
pay determination and if it determines to do so to what salary within the relevant pay 
range determine in accordance with P2. para 4.4 and where applicable 5.3 and 9.1 
having regard to the results of the most recent appraisal report carried out in 
accordance with the appraisal regulations 2012 . 

 
28.16  If the pay committee decides to re-determine the pay range, it will only determine the  

     head’s pay range in accordance with P2.para 9; and S3.para 8.  
 
28.17 The pay committee will consider the use of temporary payments for clearly temporary  

     responsibilities or duties only, in accordance with P2.para 10.  
 
28.18 The total sum of temporary payments made to a head must not exceed 25 per cent of  

     the annual salary which is otherwise payable to the head; and the total sum of salary  
     and other payments made to a head must not exceed 25 per cent above the maximum  
     of the head teacher group, except in wholly exceptional circumstances.  

 
28.19 The pay committee may determine that additional/temporary payments be made to a  

     head which exceeds the limit above in wholly exceptional circumstances and with the  
     agreement of the governing body. The governing body will seek external independent  
     advice before providing agreement.  

 
 

Executive Headteachers 

28.20 The Headteacher group for permanent Executive Headteachers is determined by  
     calculating the total unit score for all the pupils across all schools in accordance with  
     P2.paras 6.6, 7.9, 8 and 9; and S3.paras 8, 9 and 11. 

 
 

29. Head of School / Deputy / Assistant headteacher pay  
Pay on appointment  

29.1 For appointments on or after 1 September 2025, the pay committee will determine a  
     pay range, taking account of the full role of the deputy/assistant head teacher (S3.para  
     10), all permanent responsibilities of the role, any challenges that are specific to the  
     role and all other relevant considerations (P2.para 9.4), including recruitment issues  
     (P4.para 27.3).  

 
29.2 The pay committee will use reference points within the pay range.  
 
29.3 At the appointment stage, candidate specific factors will be considered when  

determining the starting salary. If necessary, the governing body will adjust the pay  
range to ensure appropriate scope of 5 reference points, for pay progression.  

 
29.3.1 The pay committee will consider whether the award of any additional payments are 

relevant, as set out in P4.para 26 of the Document and S3.paras 60 to 69.  
 
29.4 The pay committee will exercise its discretion under P4.para 27 of the Document to  
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award payments for reimbursement of reasonably incurred housing or relocation costs.  
 

Serving deputy/assistant headteachers  

29.5 The pay committee will review and, if necessary, re-determine the deputy/assistant  
     head pay range where there has been a significant change in the responsibilities of  

 the serving deputy/assistant head teacher or to maintain consistency with pay 
arrangements for new appointments to the leadership group.  or to maintain pay 
arrangements for a member(s) of the leadership group whose responsibilities 
significantly change.  

 
29.6 As under previous STPCDs, the pay range of a deputy or assistant head teacher is not  

     linked to the group size of the school other than a deputy/assistant head teacher’s pay  
     range can’t exceed the group range for the school. 
 

29.7 You can only review the pay range for a serving deputy or assistant head teacher in  
     the following circumstances: 
• When there is a significant change to the responsibilities of the serving 

deputy/assistant head teacher 
• When there’s a need to maintain consistency with pay arrangements for new 

appointments to the leadership group 
• When a member(s) of the leadership group whose responsibilities significantly 

change on or after that date. 
 
29.8 When determining the pay range of a serving deputy/assistant head, the pay  

     committee will take account of all permanent responsibilities of the role, any  
     challenges that are specific to the role and all other relevant considerations (P2.para  
     9.4), including recruitment and retention issues (P4.para 27).  

 
29.9 The pay committee will consider whether the award of any additional payments is  

     relevant, as set out in P4.para 26 of the Document and S3.paras 60 to 69.  
 

29.10 Where there are recruitment issues, the pay committee will exercise its discretion 
     under P4.para 27 of the Document to award payments for reimbursement of  
     reasonably incurred housing or relocation costs. 

 
29.11 The pay committee will use reference points within the pay range and will leave at least  

     2 reference points for pay progression;  
 
29.12 In accordance with P2.para 11 of the Document (and S3.para 27) whether or not to  

     increase the salary of members of the leadership group who have completed a year  
     of employment since the previous pay determination and if it determines to do so to  
     what salary within the relevant pay range determine in accordance with P2. para 4.4  
     and where applicable 5.3 and 9.1 having regard to the results of the most recent  
     appraisal report carried out in accordance with the appraisal regulations 2012 . 

 

30. Acting allowances  
30.1 Acting allowances are payable to teachers who are assigned and carry out the duties  

    of head, deputy head or assistant head in accordance with P4.para 23 of the  
    Document. 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 head, deputy head, or assistant head, for a period of four weeks or more, will  
    be paid on the head’s, deputy head range or assistant head range, as the case may 
    be and as determined by the pay committee. Payment will be backdated to the  
    commencement of the duties. 
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31. Pay Progression  
31.1 This is applicable to all Teaching Staff including those on Leadership Scales.  

 
31.2 From 1 September 2024, the Government allowed schools to determine their   
            progression process and it is no longer required to be related to pay  
            outcomes/progression for teachers and leaders however, the statutory requirements  
            to make a pay decision following the completion of the appraisal process remains.  
            Therefore, pay progression after an appraisal review will be automatic (Every two  
            years for staff on the Upper Pay Range) Significant concerns about a teacher’s  
            performance should be raised in writing with the teacher during the annual appraisal  
            cycle and sufficiently addressed through support provided by the school by the  
            conclusion of that process.  Concerns about capability should be managed through  
            the schools capability policy. Pay progression may be withheld if a teacher is in  
            capability proceedings. 

 
31.3 In this school all teachers can expect to receive regular, constructive feedback on their  

     annual appraisal that recognises their strengths, informs plans for their future  
     development, and helps to enhance their professional practice. The arrangements for  
     teacher appraisal are set out in the School’s Appraisal Policy. There will be meetings  
     throughout the appraisal process so that all teachers are aware of their performance 
 

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

 
31.5 In the case of early career teachers (ECTs), the school must determine pay  

     recommendation by means of the statutory induction process set out in the Education  
      
     (Induction Arrangements for School Teachers) (England) Regulations 2012(8). The  
     school must also ensure that ECTs are not negatively affected by the extension of the  
     induction period from one to two years. This change does not prevent a school from  
     awarding pay progression to ECTs at the end of the first year.  (As set out in Part 3,  
     Paragraphs 13 of the STPCD). 

 
31.6 ECTs should expect to progress at the end of the first year in line with the ECT  

     framework. 
 
31.7 To be fair and transparent, assessments will be properly rooted in evidence. In this  

     school we will ensure fairness by quality assurance and moderation by the Governing  
     Body. 
 

31.8 Final ratification of pay recommendation will be made by the Governing Body, having  
     regard to the appraisal report and taking into account advice from the senior leadership  
     team. The Governing Body will consider its approach in the light of the school’s budget  
     and ensure that appropriate funding is allocated for automatic pay progression at all  
     levels. 

 

32. Lead Practitioners 
Leading Practitioner Posts 

32.1 Teachers are entitled to be paid on the pay range for leading practitioners if they are  
     in a post whose primary purpose is to model and lead improvement of teaching skills. 

 
32.2 Teachers on the pay range for leading practitioners must be an exemplar of teaching  

     skills, lead the improvement of teaching skills in their school and carry out the  
     professional responsibilities of a teacher other than a Head Teacher, including those  
     responsibilities delegated by the Head Teacher. 
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32.3 A teacher on the pay range for leading practitioners must take a leadership role in  

     developing, implementing, and evaluating policies and practice in their workplace that  
     contribute to school improvement.  This might include: 

 
a) coaching, mentoring and induction of teachers, including trainees and newly 

qualified teachers; 
 

b) disseminating materials and advising on practice, research and continuing 
professional development provision; 

 

c) assessment and impact evaluation, including through demonstration lessons and 
classroom observation; 

 

d) helping teachers who are experiencing difficulties. 
 
32.4 They may also be required to undertake this role in other schools or in relation to  

     teachers from other schools. 
 

Pay on appointment  

32.5 The Pay Committee will determine a pay range of £61,858 from minimum to £88,930 
     maximum for each leading practitioner post. 

 

33. Classroom Teachers’ Pay 
Pay on appointment – main, upper and unqualified pay scales 

33.1 Although governing bodies are no longer required to match a teacher’s existing salary  
     on either the main, upper or the unqualified pay scales, governors will seek to match  
     the existing salary of teachers applying for posts in the school. In exceptional  
     circumstances the governing body reserves the right to consider offering an equivalent  
     or higher alternative salary level by using its discretion to offer a recruitment and  
     incentive benefit to secure the candidate of its choice. Before making such a decision,  
     the Governing Body will have taken due regard to: 

 

• the nature/requirements of the post; 

• the level of qualifications, skills, experience and specialist knowledge; 

• the Equality Act 2010; 

• market conditions; 

• recognising other teaching or non-teaching experience; 

• the wider school context. 
 

Unqualified Teachers pay range 
33.2 The Pay Committee will use the Lewisham recommended reference points as shown  

     below and in Appendix 1.   
 

UQ1 (minimum)  £28,342 

Reference point UQ2 £30,935 

Reference point UQ3 £33,528 

Reference point UQ4 £35,814 

Reference point UQ5 £38,402 

UQ6 (maximum)  £40,994 
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34. Classroom Teachers pay – Main Pay Range  
Pay determinations effective from 1 September 2025 

 

34.1 The Pay Committee will use the Lewisham recommended reference points as shown  
     below and in Appendix 1.   

 

Minimum/M!  £40,317 

Reference point 2/M2  £42,234 

Reference point 3/M3 £44,238 

Reference point 4/M4 £46,339 

Reference point 5/M5 £48,952 

Maximum/M6 £52,300 

 
 
34.2 Where the teacher is subject to the Appraisal Regulations 2012, the Pay Committee  

     will award one additional point l (paragraph 18.2.1 (c), the STPCD 2012). 
 

34.3 Appraisal objectives will be commensurate with the level of a teacher’s experience. 
 

34.4 Teachers who are not present at the time of the annual appraisal, for example, due to 
     maternity or adoption leave or long-term sickness absence, will have their appraisal  
     undertaken on their return to work based on evidence of their appraisal prior to their  
     absence. 
 

34.5 It should be noted that such absences could result in teachers being away from work  
     for an entire academic year, however targets should have been set at some point prior  
     to the absence and it will be these targets that will be assessed.  

 
34.6 If absence is planned then as set out below, targets should be re-assessed in order to  

     make them realistic and achievable, and assessed at the appraisal meeting following  
     the return to work. If absence is unplanned, then the targets set should be assessed  
     at the appraisal meeting following the return to work, based on evidence of their  
     appraisal prior to the absence.  
 

34.7 Teachers who, for reasons of maternity or other leave miss significant periods during  
     the cycle, should have their targets reassessed to make them more realistic  
     and achievable, while still rigorous, bringing them in line with the school’s appraisal  
     cycle. 

 
34.8      While a teacher is subject to capability proceedings, pay progression may be  

     withheld. 
 

35. Classroom Teachers pay - Lewisham Upper Pay Range 
Pay scale effective from 1 September 2025  

 

Point £ 

Minimum 1 £57,632 

Mid point £60,464 

Maximum 3 £62,496 
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Pay progression will be awarded every two years and may be withheld if a teacher is in 
capability proceedings. 
 

36. Applications to be paid on the Upper Pay Range  
36.1 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).   
 
36.2 All applications should be based on completion of appraisals under the Appraisal  

     Regulations 2012.  Where such information is not applicable or available, a written  
statement and summary of evidence designed to demonstrate that the applicant must  
be submitted by the applicant. 

 
36.3 For the assessment to be robust and transparent, it will be an evidence-based  

     process only.  Teachers should ensure that they have their last two academic appraisal  
     reviews as evidence to support their application. Those teachers who are not subject  
     to the Appraisal Regulations 2012, or who have been absent, through sickness,  
     disability or maternity, may cite written evidence from a 3-year period before the date  
     of application, from their school and other schools, in support of their application. 

 

37. Process 
37.1 One application may be submitted annually to apply to enter the upper threshold pay  

     scale.  The closing date for applications is normally 31st October each year; however,  
     exceptions will be made in particular circumstances, e.g. those teachers who are on  
     maternity leave or who are currently on sick leave. Headteachers should speak to  
     employees who have returned from maternity/sickness and provide them with a new 
     closing date, recommend 30 working days from date of return. 
 

37.2 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 upper pay range in  
     that school or schools. This school will not be bound by any pay decision made by  
    another school. 

  
The process for applications for UPS is: 

 

Model UPS application form can be found at Appendix 8. 
a) Teacher to complete the UPS application form; 
b) Submit the application form and supporting evidence to the head teacher by 

the cut-off date of 31 October;   
c) The assessor (the head or deputy head) will assess the application, which 

will include a recommendation to the pay committee of the governing body; 
d) The application, evidence and recommendation will be passed to the head 

teacher for moderation purposes, if the head teacher is not the assessor; 
e) The pay committee will make the final decision, advised by the head teacher; 
f) Teachers will receive written notification of the outcome of their application, as 

decided by the pay committee, within 21 school working days of the original 
submission or by 30th November (if application submitted by 31st October).  Where 
the application is unsuccessful, the written notification will include the areas where it 
was felt that the teacher’s assessment did not satisfy the relevant criteria set out in 
this policy (see ‘Assessment’ below).  

g) Successful applicants will move to the minimum of the UPR from the start of that 
academic year. 

h) Unsuccessful applicants can appeal the decision.  The appeals process is set out at 
the back of this pay policy at appendix 3 
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Please note that the above process is for applications for UPS only. Thereafter, increases 
within the range are every two years. The Pay Review and Appeals for Teachers, Section 
57, does not apply for UPS applications and is for pay determination only within mainscale.   
 

38. Teacher Standards: Assessment 
38.1 The teacher will be required to meet the criteria set out in P3.para 15.2 of the STPCD,  

     namely that: 
 

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

• the teacher’s achievements and contribution to an educational setting or settings 
are substantial and sustained. 

 
In this school, this means: 

 
38.2 “highly competent”:  the teacher is assessed as having excellent depth and breadth of  

     knowledge, skill and understanding of the Teachers’ Standards in the particular role  
     they are fulfilling and the context in which they are working.  
 

38.3 “substantial”:  the teacher’s achievements and contribution to the school are   
     significant, not just in raising standards of teaching and learning in their own  
     classroom, or with their own groups of children, but also in making a significant wider  
     contribution to school improvement, which impacts on pupil progress and the  
     effectiveness of staff and colleagues. 
 

38.4 “sustained”:  the teacher must have had two consecutive successful appraisal reports  
     and have made good progress towards their objectives during this period (see  
     exceptions in the introduction to this section).  They will have been expected to have  
     shown that their teaching expertise has grown over the relevant period. 

 
38.5 Further information, including information on sources of evidence, is contained within  

     the school’s appraisal policy.  
   

 
 

39. Allowances for classroom teachers 
Teaching and Learning Responsibility Payments (TLR1 & 2) 

39.1 The Pay Committee will use the Lewisham recommended reference points as shown  
     below and in Appendix 1.   

 

  £   £ 

TLR1 a 10,174 TLR2 A 3,527 

 b 12,523  B 5,867 

 c 14,799  C 8,402 

 d 17,216  D 8,611 

 

 

39.2 The Pay Committee may award a TLR to a classroom teacher in accordance with  
     P4.para 20 of the STPCD and S3.paras 47 – 54.  TLR 1 or 2 will be for clearly defined  
     and sustained additional responsibility in the context of the schools staffing structure  
     for the purpose of ensuring the continued delivery of high quality teaching and learning.  
     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  
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     account the criterion and factors set out at P4.para 20.4.  
 
39.3 TLRs will be awarded to classroom teachers undertaking a sustained responsibility in  

     accordance with the conditions laid down in the STPCD. Such TLRs will be assigned  
     to specific posts within the school’s staffing structure.  

 
39.4 In awarding a TLR 2 payment, the school is satisfied that the teacher’s duties include  

     a significant responsibility for which they are accountable, not required of all classroom  
     teachers, and that- 

 
a) is focused on teaching and learning; 

 

b) requires the exercise of a teacher’s professional skills and judgment; 
 

c) requires the teacher to lead, manage and develop a subject or curriculum area 
or to lead and manage pupil development across the curriculum; 

 

d) has an impact on the educational progress of pupils other than the teacher’s 
assigned classes or groups of pupils; 

e) involves leading, developing and enhancing the teaching practice of other staff. 
 
39.5 In awarding a TLR 1 payment, the school is satisfied that in addition to the criteria  

     detailed above the teacher will also carry line management responsibility for a  
     significant number of people. 
 

39.6 From 1 September 2025, relevant bodies may determine the value of any existing or 
new TLR1 or TLR2 payment, based on the proportion of the TLR the teacher is  
undertaking, i.e. the proportion of the full-time equivalent responsibility. Where a part-
time teacher is taking on the responsibilities associated with a TLR1 or a TLR2, 
governing bodies are no longer mandated to utilise the pro-rata principle previously 
used, when determining the value of the payments.  Equally, a part-time TLR may be 
awarded to a full-time teacher, where the responsibilities are being shared with another 
teacher. For the avoidance of doubt, relevant bodies must act fairly and appropriately 
when determining the value of a TLR 1 or TLR2 payment. 
 

39.7 From 1 September 2026, it will be a requirement that relevant bodies determine the  
value of all existing and new TLR 1 and TLR 2 payments, based on the proportion of  
the full-time equivalent responsibility.  

 
 

40. Teaching and Learning Responsibility Payments (TLR3) 
40.1 The Pay Committee may award a TLR3 of between £702 to £3,478 for clearly time- 

     limited school improvement projects, or one-off externally driven responsibilities as set  
     out in P4.para 20.3.  The Governing Body 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. 

 
40.2 The Governing Body should not award consecutive TLR3s for the same responsibility.  
 
40.3 All TLR3s will be advertised internally, and all qualified teachers employed in the  
            school will have an opportunity to apply for them. The schools will share and discuss  
            with the trade unions the creation of TLR3 posts. 
 
40.4 Teachers should not be expected to undertake permanent additional responsibilities  
            without the payment of a TLR 1 or 2. 
 
40.5 The values of TLRs have been set by the Governing Body and are shown in the  

     school’s staffing structure Appendix 5 and their values in the attached pay scales at  
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     Appendix 1. The school will review the cash value of the TLRs annually in the light of  
     pay awards made under the STPCD.  
 

 

41. Special Educational Needs Allowance 
41.1 The Pay Committee will award an SEN spot value allowance on a range of between  

     £2,787 and £5,497 to any classroom teacher who meets the criteria as set out in  
     P4.para 21 of the STPCD. 
 

41.2 When deciding on the amount of the allowance to be paid, the Governing Body 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 (P4.para 21.2 of the  
     STPCD).  The Governing Body 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 Body will take account of S3.paras 56-60. 

 

42. Special Educational Needs Allowances 
42.1 An SEN allowance will be paid to eligible classroom teachers under the provisions of  

     the STPCD.  The STPCD sets maximum and minimum values for such payments. 
 
42.2 Where an SEN allowance is paid the spot value will be determined by taking account  

     of the school’s SEN provision and: 
 

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

 

43. Unqualified Teachers 
Unqualified Teachers Pay on appointment  

43.1 The Pay Committee will pay any unqualified teacher in accordance with P3.para 17.1  
     of the STPCD. The Pay Committee will determine where a newly appointed unqualified  
     teacher will enter the scale, having regard to any qualifications or experience they may  
     have, which they consider to be of value.   
 

 

Minimum  £28,343 

UQ2  £30,935 

UQ3 £33,528 

UQ4 £35,814 

UQ5 £38,402 

Maximum £40,994 

 
43.2 The school will only employ unqualified teachers where they are: 
 

• giving instruction in any art, skill, subject or group of subjects (including any form 
of vocational training) and have special qualifications and/or experience and 
where no suitable qualified teacher, graduate teacher, registered teacher or 
teacher on an employment-based teacher training scheme is available;  

• persons granted a licence under the provisions of Part II of Schedule 2 to the 
Education (Teachers) Regulations 1993;   
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• student teachers, teacher trainees who have yet to pass the skills test and those 
undertaking employment based teacher training leading to QTS; or  

• assistant teachers at a nursery school or teachers of a nursery class, who were 
employed as teachers under the Education (Teachers) Regulations 1982 before 1 
September 1989.  

• teachers in Early Years who hold Early Years Teacher Status 
 
43.3 Those beginning work as unqualified teachers will be placed on the minimum of the  

     new pay range, unless the Governing Body determines that they have other relevant  
     experience, in which case the salary will be reviewed in light of that experience. 

 
43.4 The Pay Committee will consider whether it wishes to pay an additional allowance  

     when they consider the basic salary is not adequate, having regard to their  
     responsibilities, qualifications and experience in accordance with P4.para 22 of the  
     STPCD.  It may be determined that an additional allowance is payable where it is  
     considered that the unqualified teacher has: 

 

• sustained additional responsibility that is focused on teaching and learning and 
requires the exercise of a teacher’s professional skills and judgement ; or 

• qualifications or experience which bring added value to the role they are 
undertaking. 

 
43.5 Unqualified teachers will not hold TLRs or SEN allowances.  

 
43.6 Progress up the unqualified teachers range will be automatic, annually.  

 
43.7 If the evidence shows that a teacher has exceptional performance, the Governing Body  
            may award enhanced pay progression of 1 additional point. 
 

44. An unqualified teacher who becomes qualified 
44.1 Upon obtaining qualified teacher status an unqualified teacher will be transferred to a 

     salary within the Main Pay Range for Teachers.   
 
44.2 Where the teacher continues to be employed by the same school within which they  

     were employed before they obtained qualified teacher status the teacher will be paid   
     a salary which is the same as, or higher than, the sum of the salary and any other  
     allowance they were receiving (including any safeguarded sum), as the Governing  
     Body considers to be appropriate. 

 
44.3  A teacher who obtains qualified teacher status retrospectively under the regulations  

      will be paid a lump sum by the relevant body responsible for the payment of  
      remuneration at the time when qualified teacher status was effectively obtained. 

 
44.4 The aforementioned lump sum will be the difference (if any) between the remuneration  

     the teacher was actually paid as an unqualified teacher and the salary (not including  
     any allowances) the teacher would have been paid as a qualified teacher, from the  
     date qualified teacher status was effectively obtained to the date when the lump sum  
     is paid. 

 

45. All Teachers 
Part-Time Teachers 

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

     part-time teachers’ pay and working time, in accordance with P6.paras 40-42 and P7.  
     Para 51.5, and S3.paras 39-44 & 79- 86 of the STPCD. 

 
45.3 All staff:  The Head and Governing Body will seek to ensure that all part-time  

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

46. Short Notice/Supply Teachers  
46.1 Teachers employed on a day-to-day or other short notice basis will be paid on a daily  

     basis calculated on the assumption that a full working year consists of 195 days; For  
     this academic year 2025/2026 please refer to paragraph 8.1 of this policy. Periods of  
     employment for less than a day being calculated pro-rata in accordance with P6.para  
     42 of the STPCD. Temporary and fixed term contracts will only be used where the 
     school can justify a genuine requirement e.g. maternity or long term sickness cover.  

 
46.2 When a governing body is required to determine the salary of a part-time teacher  

     in accordance with the pro rata principle it must do so not only in relation to those hours  
     that a part-time teacher normally works under the contract of employment but also in  
     relation to any additional hours the teacher may agree to work from time to time at the  
     request of the headteacher or, in a case where the part-time teacher is a headteacher,  
     the Chair of Governors. 

 

47. TLR 1 and TLR2 safeguarding (full details found in STPCD 2025 and/or from 
Schools’ HR) 
 

47.1   Safeguarding applies to teachers in the following circumstances: 
 

a. where the governing body determines, whether as a result of a change to its 
pay policy or to the school’s staffing structure, that the duties for which the 
teacher was awarded a TLR1 or TLR2 or an unqualified teacher’s allowance 
are no longer to include the responsibility for which the respective allowance 
was awarded or are to include a different responsibility, or the responsibility 
(whether or not it has changed) merits an allowance of a lower annual value; 
or: 
 

 b. the governing body determines:  
 

i. to reduce the number of members of the leadership group or teachers paid 
on the range for leading practitioners; or  
ii. to lower a pay range applicable to a member of the leadership group  

                       or a teacher on the pay range for leading practitioners.  
 

47.2  Safeguarding period 
 

 Unless otherwise provided for in this document, the governing body must pay a       
safeguarded sum until:  
 

a) the date on which the safeguarding period ends, being the third anniversary of the 
date on which a teacher (subject to paragraph 29.1(a) STPCD 2025) starts work in 
the new post referred to therein and in all other circumstances the third anniversary 
of the relevant date as defined below; 

b) b) where a safeguarded sum is paid in respect of an allowance awarded to a teacher 
or a post held by a teacher for a fixed period or to a teacher employed under a fixed-
term contract, the date on which that fixed period or fixed-term contract expires;  
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c) c) where a safeguarded sum is awarded in respect of a payment or allowance 
awarded to a teacher whilst occupying another post in the absence of the post-
holder, the date on which the entitlement to the allowance would have ended but 
for the circumstances which gave rise to the entitlement to the safeguarded sum;  

 
47.3 Calculating relevant safeguarding dates 

 
For the purposes of calculating the third anniversary of the relevant date as referred to 
in paragraph 32.1(a), the relevant date is as follows:  
 

a) in respect of a decision taken between 1 September and 31 December, the 
following 1 January; or 
b) in respect of a decision taken between 1 January and 31 March, the following 
1 April; or 
c) in respect of a decision taken between 1 April and 31 August, the following 
1 September 

 

48. Additional Payment 
48.1 In accordance with P4.para 26 and S3.para 60-69 of the STPCD, the governing body  

     may make payments as they see fit to a teacher, including a Head Teacher in respect  
     of: 

 

• continuing professional development undertaken outside the school day; 

• activities relating to the provision of initial teacher training as part of the ordinary 
conduct of the school; 

• participation in out-of-school hours learning activity agreed between the teacher 
and the Head Teacher or, in the case of the Head Teacher, between the Head 
Teacher and the governing body; 

• additional responsibilities and activities due to, or in respect of, the provisions of 
services by the Head Teacher relating to the raising of educational standards to 
one or more additional schools. The payment of recruitment and retention 
incentives may be considered in respect of individual non-leadership posts for 
which specific recruitment/retention difficulties have been identified.  Any use of 
such payments will be applied on a non-discriminatory basis and on the basis of 
clearly defined criteria determined by the Governing Body from time to time.  
Please refer to current criteria in Appendix 4 to this policy. 

 
48.2 The Pay Committee will make additional payments to teachers in accordance with  

     the provisions of P4.para 26 of the STPCD where advised by the Head Teacher. 
 

48.3 Payment will be calculated on a daily basis at 1/195th of the teacher’s actual  
     salary. 

 
 

49. Recruitment and Retention Incentive Benefits 
Non-leadership 

 

49.1 The payment of recruitment and retention incentives may be considered in respect of 
individual non- 

leadership posts for which specific recruitment/retention difficulties have been 
identified.  Any use of such  

payments will be applied on a non-discriminatory basis and on the basis of clearly 
defined criteria determined  

by the Governing Body from time to time.  Please refer to current criteria in Appendix 
4 to this policy.  
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49.2 The Pay Committee will consider exercising its powers under P4.para 27 of the  
     STPCD 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. 

 
49.3 Where it is determined to pay such an incentive/benefit, the amount will be determined  

     to meet the circumstances of the case. The level of payment and any required  
     qualifying period of service will be set out in writing to the teacher concerned. 

 
49.4 Where the Governing Body makes one or more such payments, or provides such  

     financial assistance, support or benefits in one or more cases, the Governing Body will  
     conduct a regular formal review of all such awards. The expected duration of any such  
     incentives and benefits will be made clear at the outset, including the review date after  
     which they may be withdrawn. The Governing Body can award lump sum payments,  
     periodic payments, or provide other financial assistance, support or benefits for a  
     recruitment or retention incentive (P4.para 27 and S3.paras 70-72 of the STPCD). 

 

Leadership  

49.5 No new awards of recruitment and retention incentive benefits will be made to a head  
     teacher, deputy head teacher, or assistant head teacher [effective from 1 September  
     2014].  However, where the governing body is already paying such an incentive or  
     benefit, determined under a previous Document, subject to review, it may continue with  
     it, at its existing value, until such time as the leadership group member moves to the  
     new leadership group pay arrangements, as set out in the Document 2014. (See also  
     para 24.1 of this document)  

 
49.6 The Governing Body will, nevertheless, conduct an annual formal review of all such  

     awards. 
 

50. Support Staff 
Support Staff Pay 

50.1 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 Chapter 7 of the associated guidance.  The Pay Committee  
     will determine 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 the Appendix 3 to this policy. Please  
     refer also to paragraph 13 of this document. 

 
50.2 The Council/School’s current policy is to apply the nationally negotiated NJC pay  

     award for Greater London Provincial Council (GLPC) graded employees which takes  
     effect from 1st April each year. 

 
50.3 The following increases to pay scales will be effective from 1 April 2025: 

• An increase of 3.2% to spine points  
 
50.4 The pay award covers the period from 1 April 2025 to 31 March 2026. 
 

Pay on appointment 

50.5 The starting point within the Grade’ salary range for all newly appointed employees will 
be at the minimum point of the scale at which the job is graded. Exceptions may be made:  

a) where the candidate is currently in receipt of a higher salary, (excluding 
bonuses or benefits) in their current paid employment and would therefore be 
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disadvantaged if placed on the minimum. In such circumstances the 
Council/School will consider matching their current salary providing it does not 
exceed the grade of the post. 

b) for applicants who are currently unemployed; the Council/School will consider 
matching their last paid employment.   

 

Pay progression 

50.6 Employees who are appointed (or re-graded) between 1 April and 30 September will  
receive their first increment on 1 April of the following year.  Employees appointed 

between 1 October  
and 31 March will receive their first increment the following 1 April.  Progression will 

then be 
annually on 1 April until the top of the scale is reached.  If you are appointed to the 

maximum of the scale,  
     you will not receive further increments 

 

51. Probation 
51.1     All new employees are required to complete a six-month (22 working weeks for term  
            time only staff) probationary period (even if the employee is joining the school from  
            another local authority). During this period, three formal reviews will be undertaken.  
            Existing employees moving to other jobs within the School / Council will be subject to  
           a review period in line with the principles of the probationary procedure.  

 

52. Additional Payments –Support Staff 
Overtime / Additional hours  

52.1     Overtime is not a feature of employment, but if necessary, additional hours and  
overtime will be paid in accordance with your National Scheme  

            of Conditions of Service (‘Green Book’) only where appropriate and agreed with  
            management.  Overtime is defined as hours worked in excess of 35 hours per week. 
            Additional hours are those in addition to the employee’s contracted hours and 35 hours  
           per week.     
 
52.2 Employees, in receipt of basic pay at or below spine point 20, who are required to work  

     beyond the full-time equivalent hours for the week in question or on Saturday or  
     Sunday or on public holidays are entitled to compensation as set out below. 

 
(a) Additional Hours 
Employees who are required to work additional hours beyond their working week are 
entitled to receive enhancements on the following basis: 
Monday to Friday   Plain time 
Saturday    Time and a quarter 
Sundays and Public and   Double time (min 2 hours) 
Extra Statutory holidays    
(Part-time employees are entitled to these enhancements only at times and in 
 circumstances in which full-time employees in the establishment would qualify. 
Otherwise, a full working week for full-time employees shall be worked by a part-time 
employee before these enhancements apply). 
 

 

53. Acting Allowances and Honoraria 
Definitions 

53.1 An Acting allowance is payable to an employee who is covering a higher grade post  
     for 100% of the duties, for a temporary period.  (Paid as a monthly allowance). 
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53.2 An Honorarium is payable as recognition for covering less than 100% of the duties of  
     another post which are outside of the scope of the employee’s current job description,  
     or for a specific piece of project work. (Paid as a monthly allowance or a single  
     retrospective lump sum). 

 

Payments 

53.3 Acting Up allowances and Honoraria payments will only be made in the following  
     circumstances: 

a) covering a vacancy where recruitment to fill the post permanently is underway  
b) covering a vacancy pending the completion of a restructuring exercise  
c) cover for maternity leave  
d) cover for long term sickness absence  
e) taking on additional responsibility for a particular time limited project. 

 
53.4 Payment will not start until the post being covered has been vacant for a minimum of  

     1 month.  Payment will initially be for a maximum period of 3 months and must be  
     reviewed.  

 

53.5 An honorarium payment is a fixed rate of pay, with reference to the employee’s current  
     rate of pay and the scope of additional duties undertaken. 

 
53.6 An employee undertaking the full duties of a post (acting allowance) is entitled to  

     receive a salary in accordance with the grade of the post temporarily occupied. 
 

 
54.  Calculation of a day’s pay for pay in lieu of annual leave, strike and 

unpaid leave  
54.1    Teachers’ calculations for deduction of pay and additional hours  

     Where authorised unpaid leave of absence or unauthorised absence (e.g. strike  
     action) occurs deductions of salary shall be calculated at a daily or part-daily  
     rate based on the day’s salary being 1/365th of a year for each day of the period  
     of absence.  

 
Payment for additional hours are based on 1/365th for fulltime staff or on an hourly rate 
however, for part time staff it will be 1/195. In order to obtain the hourly rate, use the 
annual salary x 7/365/27.50 
 
When advising payroll of a teacher’s part time hours, please ensure you stipulate the 
hours and times of days worked as this may have an effect on the calculation. E.g. a 
calculation for a teacher who works just mornings, may be different to a teacher that 
works 0.4 over 2 full days. See S3, para 39-44 
 

54.2 Support staff calculations for deduction of pay  
Where authorised unpaid leave of absence or unauthorised absence (e.g. strike action) 
occurs deductions of salary shall be calculated at 1/365th of a year for each day of the 
period of absence. 
Full time Hourly Rate x number of contractual hours worked in a day 
Eg:  £26,193 ÷ 365 x 7/35 = Full time Hourly rate = £14.3523 
Using 5 hrs a day = 5 x £14.3523 = £71.76 

 

55. Other Pay arrangements – All School Staff 
Out-Of-School Learning Activities (‘OOSLA’) S3.para 69 

55.1 The school acknowledge that some teachers and support staff supervise out of school  
     activities i.e. sports club, drama and music productions, revision classes and other  
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     events purely on a voluntary basis. The school is extremely grateful to teachers and  
     support staff who support pupils in this way. The school acknowledges that these  
     activities are entirely voluntary and that teacher and support staff should not feel under  
     any obligation (moral or contractual) to provide these services. The school also  
     acknowledge that many other teachers support pupils in other ways. 
 

55.2 There may be times where the governors feel that it is in the best interest of the school  
     to provide certain out of school learning activities on a more formal basis. In these  
     cases, the school may offer a payment to a teacher who undertakes such activities.  
     No teacher will be compelled to offer such an activity but, where they do, the governors  
     will expect a more formal commitment from the teacher and that the Head Teacher  
     may direct the place, timing, frequency of the activity as well as which pupils take part  
     and the content.  
 

55.3 Payments to classroom teachers should only be made in respect of those  
     activities undertaken outside of either the 1265 hours of directed time for full- 
     time teachers or the appropriate proportion of the 1265 hours of directed time  
     for part-time teachers. All agreements and payments to be made should be  
     documented. All such activities should require the exercise of the teacher’s  
     professional skills or judgement. 

 
55.4 Support staff and One-to-One Tutors will be paid in accordance with the national  

     framework for pay. Rates paid for this work should be known and clear from the outset  
     of taking on the duties.  Schools may choose to pay additional hours at the grade for  
     which the employee is already contracted, or at an evaluated grade under a separate  
     contract. See support staff pay rates at Appendix 2 

 

56. Salary Sacrifice Arrangements 
56.1 Where the employer operates a salary sacrifice arrangement, such as childcare  

vouchers for existing members of the scheme, or cycle scheme, a teacher may 
participate in any arrangement and the gross salary shall be reduced accordingly, in 
accordance with the provisions of P4.para 28 of the STPCD, similarly, for support staff, 
HMRC approved salary sacrifice arrangements such as the ones noted gross salary 
shall be reduced accordingly, but the unreduced gross pay will remain pensionable 
under the 2014 Scheme. 

 

57. Pay Review and Appeals – Teachers 
This process performs the function of the grievance procedure on pay matters and determinations cannot therefore be 
reopened under general grievance procedures 
For Pay Reviews for UPS please see section 37.3 

 

 Pay Determinations and Informal Review 
57.1 The School Teachers’ Pay and Conditions Document (“the Document”) requires  

schools and local authorities to have a pay policy in place that sets out the basis on 
which teachers’ pay is determined and the procedure for handling appeals.   
 

57.2 As part of the overall appraisal process, a pay determination is completed by the  
Reviewer (normally the line manager).  Written details of and the reasons for the pay 
determination should be given to the teacher before the determination is passed to the 
school’s Pay Committee or relevant determination making body (this may be the 
Headteacher).  The teacher should also be informed of their right to have a review of 
the determination. 

 
57.3 At this stage of the pay determination process, if the teacher wishes to better  

understand the rationale for the pay determination or if the teacher is not satisfied with 
the pay determination, they should write to the Reviewer within 5 working days of 
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receiving the determination.  The request for an informal review of the determination 
should set out the reasons for the request.  The Reviewer will arrange a meeting with 
the teacher.  

 
57.4 The teacher may bring any further evidence to the attention of the Reviewer at this  

meeting.  At the conclusion of any further discussion, the pay determination may be 
adjusted, or it may remain the same; A note of the discussion and decision will be 
retained. Written details of and the reasons for the final pay determination will be given 
to the teacher.  

 
57.5 There is no right for the employee to be accompanied at this stage of the procedure. 
 
57.6 If a teacher believes that the final pay determination falls short of their expectations  

and they wish to seek a Formal Review of the information that affects their pay, they  
should send a request to the Headteacher, outlining their reasons. 

 

58. Formal Review meeting 
58.1 A Formal Review against a pay determination must be lodged with the Headteacher  

within 5 working days of the date when the teacher receives written confirmation from 
the Reviewer of the final pay determination or of the date when the teacher receives 
the outcome of the pay review.  It must clearly state the grounds for the appeal. 

 
58.2 A Formal Review will be arranged and the panel will normally consist of the  

Headteacher and another senior leader in school (who is not the Reviewer).  Where 
this is not possible, it may be necessary for a governor to sit on the panel.  Should the 
Headteacher be the Reviewer, then two non-staff governors who are not on the Pay 
Committee would make up the panel.  The outcome of the meeting will be conveyed 
to the teacher in writing within 5 working days.  The Formal Review procedure would 
follow the appeal procedure at Appendix 3. 

 
58.3      There is a right to appeal against this decision. 
 

59. Right to be accompanied 
59.1 The teacher has the right to be accompanied by a work colleague or trade union  

representative at the Formal Review meeting and the Appeal Hearing.  If the 
employee’s representative is not available at the time fixed for the meeting, it must be 
rescheduled to accommodate the availability of the companion, so long as a 
reasonable alternative date is proposed which is within 5 working days of the originally 
proposed date. 

 

60. Appeal 
60.1 An appeal against a pay determination can be lodged within 5 working days of the date  

when the teacher receives written confirmation of the outcome of the Formal Review.  
It must clearly state the grounds for the appeal.  Appeal Hearings against pay decisions 
must satisfy the dispute resolution requirements of employment law (i.e. Part 4 of the 
Trade Union and Labour Relations (Consolidation) Act, 1992) and the ACAS Code of 
Practice.  A model procedure for an appeal hearing can be found at Appendix 3. 

 

61. Grounds for Appeal  
61.1 The only grounds which will be accepted as the basis of an appeal are that the person  

     by whom the determination was made are claimed to have: - 
 

(a) Incorrectly applied any provision in the School Teachers’ Pay & Conditions Document; 
(b) Incorrect application of the pay policy; 
(c) Failed to have proper regard to statutory guidance; 
(d) Failed to take proper account of relevant evidence; 
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(e) Taken account of irrelevant or inaccurate evidence; 
(f) Been biased and/or unlawfully discriminated against the teacher. 
 

61.2 The appeal will be heard by a committee of the Governing Body and their decision will  
     be final. 

 
61.3 The outcome of the appeal will be conveyed to the teacher in writing within 5 working  

     days of the hearing and the final pay determination passed to the Pay Committee. 
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Appendices 

Appendix 1:  Teacher Pay Rates 
 
Teacher salary scales and allowances w.e.f. 1 September 2025 
 
Teacher Main Pay Range (MPR):  
 

SCP Inner London Area 2025 Inner London Area 2024 

Minimum M1 40,317 38,766 

M2 42,234 40,609 

M3 44,238 42,536 

M4 46,339 44,556 

M5 48,952 47,069 

Maximum M6 52,300 50,288 

 
 
Upper Pay Range (UPR): 
 

SCP Inner London Area 2025 Inner London Area 2024 

Minimum UPS1 57,632 55,415 

Mid Point UPS2 60,464 58,138 

Maximum UPS3 62,496 60,092 

 
 
Unqualified Pay Range (UnqPR): 
 

SCP Inner London Area 2025 Inner London Area 2024 

Minimum U1 28,343 27,252 

U2 30,935 29,745 

U3 33,528 32,238 

U4 35,814 34,436 

U5 38,402 36,925 

Maximum U6 40,994 39,417 
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TLR 1: 
 

TLR Inner London Area 2025 Inner London Area 2024 

1A 10,174 9,782 

1B 12,523 12,041 

1C 14,799 14,229 

1D 17,216 16,553 

 
 
TLR 2: 
 

TLR Inner London Area 2025 Inner London Area 2024 

2A 3,527 3,391 

2B 5,867 5,641 

2C 8,402 8,078 

2D 8,611 8,279 

 
 
TLR 3: 
 

TLR Inner London Area 2025 Inner London Area 2024 

Minimum 702 675 

Maximum 3,478 3,344 

 
 
SEN ALLOWANCE: 
 

SEN Inner London Area 2025 Inner London Area 2024 

Minimum 2,787 2,679 

Maximum 5,497 5,285 
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Leadership Pay Scale and group sizes 1 September 
2025    

            

Group 
Size           Scale Point £ Salary   

1 2 3 4 5 6 7 8       

                L1 61,554   

                L2 62,857   

                L3 64,187   

                L4 65,538   

                L5 66,935   

                L6 68,361   

                L7 69,942   

                L8 71,327   

                L9 72,858   

                L10 74,479   

                L11 76,154   

1               L12 77,691   

                L13 79,385   

                L14 81,120   

  2             L15 82,888   

                L16 84,841   

                L17 86,566   

    3           L18a* 87,619   

                L18  88,496   

                L19 90,446   

                L20 92,447   

      4         L21a* 93,556   

                L21  94,491   

                L22 96,594   

                L23 98,737   

                L24a* 99,951   

        5       L24  100,951   



35 

                L25 103,211   

                L26 105,521   

                L27a* 106,823   

          6     L27  107,891   

                L28 110,327   

                L29 112,823   

                L30 115,382   

                L31a* 116,827   

            7   L31  117,995   

                L32 120,678   

                L33 123,438   

                L34 126,247   

                L35a* 127,863   

              8 L35  129,141   

                L36 132,092   

                L37 135,141   

                L38 138,235   

                L39a* 139,965   

                L39  141,365   

                L40 144,656   

                L41 148,028   

                L42 151,483   

              Max L43 153,490   

            

* a points to only be used for maximum of each Headteacher group range.   
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Leading Practitioner (A00LP) Annual Salary  

SCP Inner London Area 
2025 

Inner London 
Area 2024 

£  £  £ 

Minimum (001)  
(002) 
(003) 
(004) 

61,858   
 
 
62,775                           

59,478 
 
 
60,360 

(005)  
(006) 

62,853 60,435 

(007)  
(008) 
(009) 
(010) 
(011) 

64,182 
64,500 
64,581 
 
65,423 

61,713 
62,019 
62,097 
 
62,906 

(012) 
(013) 
(014) 
(015) 
(016) 
(017)  

65,538 

 
63,017 

(018) 
(019)  
(020) 

66,934 64,359 

(021) 
(022) 
(023) 
(024)  

68,360 65,730 

(025)  
(026) 
(027) 

69,940 67,250 

(028)  
(029) 
(030) 

71,326 68,582 

(031)  
(032) 
(033) 
(034) 

72,858 70,055 

(035) 
(036)  

74,477 71,612 

(037)  
(038) 
(039) 
(040) 

76,152 
76,524 
 
77,289 

73,223 
73,580 
 
74,316 

(041)  
(042) 

77,688 74,700 

(043)  
(044) 
(045) 

79,388 76,334 
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(046) 
(047) 
(048) 
(049)  

81,117 77,997 

(050)  
(051) 
(052) 
(053) 

82,886 79,698 

(054)  
(055) 
(056) 
(057) 

84,840 
 
 
86,536 

81,576 
 
 
83,207 

(058) 
(059) 

86,565 83,235 

(060) 87,615 84,245 

(061) 
Maximum (062) 

88,492 
89,034 

85,088 
85,609 
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Appendix 2: Support Staff Pay Rates 01/04/2025  

NJC  PAY  2025/26 

New Grade SCP £ 

SC1 

 

1 Deleted 

2 29,809 

SC2 
3 30,225 

4 30,654 

SC3 
5 31,086 

6 31,530 

Unused  7 31,980 

SC4 

 

8 32,442 

9 32,907 

10 33,384 

Unused 
11 33,870 

12 34,359 

SC5 

13 34,863 

14 35,373 

15 35,892 

Unused 
16 36,243 

17 36,963 

SC6 

18 37,509 

19 38,070 

20 38,637 

Unused 
21 39,216 

22 39,807 

S01 

23 40,404 

24 41,013 

25 41,637 

Unused 26 42,264 

S02 

27 42,912 

28 43,308 

P01 

29 44,235 

 30 44,937 

P02 

31 45,852 

 

32 46,854 

33 47,925 

P03 
34 49,155 

35 50,175 



39 

36 51,228 

P04 

37 52,269 

38 53,319 

39 54,360 

P05 

40 55,353 

41 56,436 

P06N 

42 57,495 

 
43 58,551 

44 59,574 

P07 
 

45 60,633 

46 61,686 

47 62,742 

P08 

48 63,816 

SMG1 

49 64,938 

50 66,084 

 

51 67,260 

52 68,460 

53 69,660 

 

54 70,860 

SMG2 

55 72,075 

56 73,266 

57 74,472 

58 75,696 

59 76,872 

 60 78,090 

SMG3 

61 79,629 

62 81,207 

63 82,797 

64 84,459 

65 86,121 
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Appendix 3:  Procedure for an Appeal against a Salary Determination or 
Unsuccessful at UPS 
 
This procedure complies with the statutory guidance of the Secretary of State. 
(For the Formal Review stage, please read titles in italics.) 
 
1. The Appeal of the employee 

The employee, or representative, 
 

a) introduces the employee’s written reasons for the appeal. 

• The Formal Reviewer (Reviewer or Moderator) may ask questions of the employee. 

• The Members of the Appeal Committee (Formal Reviewer) may ask questions of the 
employee. 

 

b) may call witnesses, each of whom will have provided a written statement of the 
information they wish to give.  

• The Formal Reviewer (Reviewer or Moderator) may ask questions of each witness. 

• The Members of the Appeal Committee (Formal Reviewer) may ask questions of 
each witness. 

 
2. The response of the Formal Reviewer (Reviewer or Moderator) 

The Formal Reviewer (Reviewer),  
 

a) explains the process and evidence used to come to the decision being appealed with 
reference to the written statement of reasons for the decision of the Formal Reviewer 
or Moderator (Reviewer) previously provided to the employee 

• The employee or representative may ask questions of the Formal Reviewer or 
Moderator (Reviewer). 

• The Members of the Appeal Committee (Formal Reviewer) may ask questions of the 
Formal Reviewer or Moderator (Reviewer). 

 

b) may call witnesses, who will have provided a written statement of the information they 
wish to give 

• The employee or representative may ask questions of each Witness. 

• The Members of the Appeal Committee (Formal Reviewer) may ask questions of 
each Witness  

 
3. Summing up and withdrawal 

a) the employee, or representative, has the opportunity to sum up their case if they so 
wish. 
 

b) the Formal Reviewer or Moderator (Reviewer) has the opportunity to sum up if they so 
wish. 

 

c) all persons other than the Appeal committee and its adviser are then required to 
withdraw. 

 
4. Appeal committee decision 

a) the Appeal committee and the person who is advising on law, procedure, and merits of 
the case are to deliberate in private, only recalling the parties to clear points of 
uncertainty on evidence already given.  Any recall must involve both parties. 

 
b) the Chair of the Appeal committee will announce the decision (if possible) to the 

employee and will also confirm the decision in writing within 5 school working days. 
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Notes: 
 
For the purposes of the appeal, the Appeal committee will have the following documents;- 

a) the written statement of reasons for the decisions previously provided to the employee 
b) the written statement of reasons for the appeal from the employee.  (The grounds for 

the appeal must comply with paragraph (check part of policy refers to) of the pay 
policy). 

c) any additional documents to be used at the appeal hearing which must be provided to 
the other party at least 48 hours before the commencement of the hearing. 

d) The Appeal Committee may appoint an adviser who may not be an employee of the 
school. 

e) The employee may be represented by a representative of their trade union or a 
workplace colleague. 

f) Where an employee is appealing against a determination of the Threshold Application 
or a management decision the same procedure will be used.  The Head Teacher may 
have an adviser present who may not be an employee of the school. 
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Appendix 3a:  UPS Application Process 
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Appendix 4:  Sample Criteria for Recruitment & Retention Allowance 
 
Philosophy 
 
We believe in the importance of having a school, which is a safe, secure and attractive place 
to work and where the staff feel valued, empowered and supported. 
 
We believe that retaining, developing and motivating the school’s workforce is a key to 
providing the best education for our pupils. 
 
We believe in a consistent and equitable approach to the appointment of all staff. 
 
The purpose of the allowance is for recruitment and retention, not for carrying out specific 
responsibilities or to supplement pay in other ways. 
 
Allowances 
 
The Governing Body will pay recruitment awards to [          ] of [£ amount] for a maximum of 
[three] years in the following circumstances to be discussed and REVISED 
 
Schools to insert reasons which could be 
 

- Teachers in shortage subjects 
- Poor response to adverts as evidenced by the need to re-advertise 

 
 The Governing Body will pay retention awards to [       ] of [£ amount] for a maximum of 
[three] years.  This may be extended. 
 
The Governing Body will review the level of payment/benefits [annually]. 
 
The Governing Body will make clear at the outset the expected duration of the allowance 
and the review date after which it may be withdrawn. 
 
A review of rates will be necessary if the Governing Body intends to increase the level of 
these awards in line with general increases to salaries, or in other circumstances which the 
Governing Body may determine. 
 
The above will be kept under review and subject to change. 
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Appendix 5:  School Staffing Structure 
 
School Staffing Structure to be added by each individual school 
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Appendix 6:  Determination of a Headteacher ISR proforma  
 
School:  ____________________________________________ 
 
Current Headteacher salary and range  

 

 
 
Reason for review: 

 

 

 
 

Unit total calculation: 
 

No. of pupils in school, ordinary, special 
particular circumstances calculated in  
accordance with STPCD 2025  

Unit total School 
Group 

Pay Range for school 
group as per STPCD 2025 

   Pay range 
£…...   to £…….. 
Lewisham reference 
points L…..to L….. 

Other schools if applicable    

Total    
 
 

Pay determination agreed 
 

Initial basic school pay range agreed with range calculated 
as above 

  

Maximum possible pay range up to 25% above maximum 
of school group size  

  

%  Enhancement on basic pay range for permanent 
additional factors as per attached sheet and taking in 
account any benchmarking data available 

  

New appointments    

Anticipated pay band for appointment i.e. basic school ISR 
plus % enhancement for additional factors as per attached 
sheet and taking in account any benchmarking data 
available 

  

Agreed pay band for advertisement/recruitment for an 
exceptional candidate  

  

 
 

Temporary responsibilities 
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Temporary time limited responsibilities excluded above, paid as a separate allowance (maximum 
capped at 25% above maximum of anticipated band for appointment of 25% above maximum of 
school group size whichever is the lower) 

Responsibility Allowance paid 

  

  

  
 

 
Signed: _____________________________________   Date:________________________ 
 
Name in full: _______________________________________________________________ 
(on behalf of the Governing Body) 
Permanent additional relevant factors (not included in basic ISR for school group size i.e. no 
double counting). 
 

The statutory provision of the Schools Teacher’s Pay and Conditions document 2025 state that when 
determining the pay range of a leadership group member, the governing body must take into 

account “all the permanent responsibilities of the role, any challenges that are specific to the role 
and all other relevant considerations. 
LA provides information on group sizes of each school and will provide advice on ISRs 
 

School Context/Challenge Details % increase 
(total of this 
column cannot be 
above 25% of top 
of pay range 

Number of pupils eligible for the pupil premium/free 
school meals (e.g. above national average) 

  

Number of pupils with English as a second language   

Number of children with special needs (pupils with 
statements of education /health and care plans are 
already taken into account when calculating the group 
size of the school) 

  

Number of looked after children   

Level of pupil mobility in the area   

Other   

Complexity    

Special measures   

Multi/split site (not in unit total)   

Managing other stakeholders (e.g. private nursery, 
children’s centre locality, specialist units), etc. 

  

Breadth of management (multi management teams)   
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Other   

Contribution to wider educational development   

Consortium lead   

Initial Teacher Training   

ECT lead   

Teaching school status   

NLE/SLE/LLE responsibilities (which are not time 
limited) 

  

   

Total                             % 

 
 
Review against Bench marking data – relevant information  
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Appendix 7: School Pay Policy Equality Monitoring 
 
Name of School:  ____________________________________________ 
   
In accordance with the Lewisham schools pay policy, governing bodies should carry out an annual 
analysis of the impact of pay decisions. This monitoring information may be requested by trade 
union representatives or Schools HR.  
 
Governing Bodies are required to monitor the outcomes and impact of this policy on a regular basis, 
including trends in progression across specific groups of teachers/support staff to assess its effect 

and the school’s continued compliance with equalities legislation. 
 
Please add any mitigating circumstances under notes section on the form. 
 
Please provide details of: 

• Number of support staff:   = 

• Number of teaching staff: = 

As of Sept 
2025 

Number on 
mainscale 

Number on 
UPS 

Number on 
Leadership 

Number on 
Leading 
practitioner 
scale 

Any other 

Teaching 
staff 

     

Teaching Staff 
 

 
Mainscale teachers 

For year 
beginning Sept 
2025 

Number moving 
up to next point 
on mainscale 

Number applying 
for threshold 

Number crossing 
threshold 

Number NOT 
progressing 

Teaching staff on 
mainscale 

    

 
UPS 1 and 2 Teachers  

For year beginning Sept 2025 Number moving up to next 
point on UPS 

Number NOT progressing 

Teaching staff on UPS 1 and 2   

 
UPS3 Teachers 
 

For year beginning Sept 
2025 

 

Teaching staff on UPS3  
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Leadership  

For year beginning Sept 2025 Number moving up to next 
point on scale 

Number NOT progressing 

Teaching staff on Leadership   

 

Please make note of those at top of scale 

For year beginning Sept 2025 Number moving up to next 
point on scale 

Number NOT progressing 

Teaching staff Leading 
practitioner 

  

 

Please make note of those at top of scale 
 

Equality strands for all teaching grades except UPS3 and top of leadership and advanced 
practitioner scale 
 

Gender 
 

 Progressed up pay scale Did Not progress up pay scale Total 

Male    

Female    
 

 

Notes: 
 

Ethnicity 
 

 Progressed up pay scale Did Not progress up pay scale Total 

BME    

Asian    

Black    

Mixed heritage    

White    

Other ethnicity    

Not Known    
 

 

Notes: 
 

Age 
 

 Progressed up pay scale Did Not progress up pay scale Total 
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18-34    

35-49    

50-64    

65+    
 

 

Notes:  
Disability 
 

 Progressed up pay scale Did Not progress up pay scale Total 

Teachers declaring disability %    

    
 

 
Notes: 
 
Teachers on top of UPS3 and top of leadership and leading practitioner – Gender 
 

Male  

Female  

Total  
 

 
Teachers on top of UPS3 and top of leadership and leading practitioner – Ethnicity 
 

  

BME  

Asian  

Black  

Mixed heritage  

White  

Other ethnicity  

Not Known  
 

 
Teachers on top of UPS3 and top of leadership and leading practitioner - Age 
 

  

18-34  

35-49  

50-64  

65+  
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Teachers on top of UPS3 and top of leadership and leading practitioner - disability 
 

  

Teachers declaring disability %  

 

 
Head Teacher: Did Head teacher receive increment? 
 
Yes/No 
 
Notes: 
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Support Staff  
 

Break down of number of staff under each pay band/grade. 
 

Scale 2  PO3  

Scale 3  PO4  

Scale 4  PO5  

Scale 5  PO6  

Scale 6  PO7  

SO1  PO8  

SO2    

PO1    

PO2    

 
 

Notes:- Please add any other grades in blank fields  
 
 Gender 
 

 Total 

Male  

Female  
 

 

Notes: 
 

Ethnicity 
 

 Total 

BME  

Asian  

Black  

Mixed heritage  

White  

Other ethnicity  

Not Known  
 

 

Notes: 
 

Age 
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 Total 

18-34  

35-49  

50-64  

65+  
 

 
Notes:  
 
 
 
 
 
Disability 
 

 Total 

Support staff declaring disability 
% 

 

  
 

 
Notes: 
 
 
 
 
Completed by    
 
Name         Date 
 
Signature  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



54 

Appendix 8:  Model Threshold Application Guidance/Form 
 
SCHOOL:_____________________________________________ 
 
(For teachers eligible to progress to point 1 of the Upper Pay Range (UPR) from 1 September       

 
All qualified classroom teachers employed in maintained schools can apply if the following criteria 
can be met. 
 

• The teacher is highly competent in all elements of the relevant standards: 
and 

• The teacher’s achievements and contribution to an educational setting or settings are 
substantial and sustained. 

• 2 successful academic appraisal reviews  
 
Applications to be paid on the Upper Pay Range 
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.  
 
All applications should include the results of appraisals under the Appraisal Regulations 2012, 
including any recommendation on pay.  Where such information is not applicable or available, a 
written statement and summary of evidence designed to demonstrate that the applicant has met 
the assessment criteria must be submitted by the applicant. 
 
In order for the assessment to be robust and transparent, it will be an evidence-based process only.  
Teachers should ensure that they have their last two successful academic appraisal reviews as 
evidence to support their application. Those teachers who are not subject to the Appraisal 
Regulations 2012, or who have been absent, through sickness, disability or maternity, may cite 
written evidence from a 3 year period before the date of application, from their school and other 
schools, in support of their application.  
 
Process: 
One application may be submitted annually.  The closing date for applications is normally October 
31st each year; however, exceptions will be made in particular circumstances, e.g. those teachers 
who are on maternity leave or who are currently on sick leave.  The process for applications is: 
 

a) Teacher to complete the UPS application form;  
b) Teacher to submit the UPS application form and supporting evidence to the line manager or 

head teacher by the cut-off date of 31st October. For those employees returning from 
maternity or long term sick leave, the form should be submitted within 30 calendar days of 
the return to work date. 

c) The teacher will receive confirmation of receipt of their application within 5 working days 
and be advised who will complete the assessment. The assessor is usually the direct line 
manager of the teacher. 

d) The assessor will assess the application, which will include a recommendation 
e) The assessor will notify the teacher of their initial recommendation within 5 school working 

days. If requested, oral feedback will be provided by the assessor.  Oral feedback will be given 
within 5 school working days of the request.  Feedback will be given in a positive and 
encouraging context /environment and will include advice and support on areas for 
improvement in order to meet the relevant criteria.  The teacher will be offered the 
opportunity to provide additional evidence. The assessor may change the recommendation in 
light of the evidence before passing onto the moderator. The assessor will update the teacher 
about their recommendation and will advise the teacher that all evidence will be passed on 
to a moderator who will make their final recommendation to the pay committee. 
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f) The application, evidence and recommendation will be passed to the head teacher for 
moderation purposes, if the head teacher is not the assessor; If the headteacher is the 
assessor, this will be passed on to the Executive Headteacher or the Chair of the Governing 
Body or the School Improvement Advisor for moderation purposes.  

g) The Pay Committee will make the final decision, based on the advice by the moderator; 
h) Teachers will receive written notification of the outcome of their application as decided by 

the pay committee, within 21 school working days of the original submission or by 30th 
November  (If application is submitted by 31st October) Where the application is 
unsuccessful, the written notification will include the areas where it was felt that the 
teacher’s assessment did not satisfy the relevant criteria set out in this policy (see 
‘Assessment’ below).  

i) Successful applicants will move to the minimum of the UPR from the start of that academic 
year. 

j) Where an application is unsuccessful the teacher will be given feedback, support and 
professional development opportunities to help them address any criteria they are not 
considered to have met so they can make a successful application in the future. 

k) Unsuccessful applicants can appeal the decision.  The appeals process is set out at the back 

of this pay policy in Appendix 3. 

Please note that the above process is for applications for UPS only. The Pay Review and Appeals for 
Teachers, Section 57, does not apply for UPS applications and is for pay determination only within 
mainscale.   

Assessment: 
The teacher will be required to meet the criteria set out in S2 para 15.2 of the STPCD, namely that: 
 

1. The teacher is highly competent in all elements of the relevant standards; and  

2. The teacher’s achievements and contribution to and educational setting or settings are 
substantial and sustained. 

 
In this school, this means: 
 

“highly competent”:  the teacher is assessed as having excellent depth and breadth of knowledge, 

skill and understanding of the Teachers ’Standards in the particular role they are fulfilling and the 
context in which they are working.   
 

“substantial”:  the teacher’s achievements and contribution to the school/Federation  are significant, 
not just in raising standards of teaching and learning in their own classroom, or with their own 
groups of children, but also in making a significant wider contribution school improvement, which 
impacts on pupil progress and the effectiveness of staff and colleagues. 
 

“sustained”:  the teacher must have had two consecutive successful appraisal reports and have 
made good progress towards their objectives during this period (see exceptions in the introduction 
to this section. They will have been expected to have shown that their teaching expertise has grown 
over the relevant period. 
 

Further information, including information on sources of evidence is contained within the School’s 
Appraisal Policy. 
 
Teachers who have moved schools 
If you have recently moved schools, your upper pay range application will be assessed by your new 
school. You can use appraisal reports and reviews from your previous school as evidence to support 
your application. 
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If you successfully applied to be paid on the upper pay range at your previous school, you will not 
automatically be eligible to be paid on the upper pay range at your new school. Your new school 
may accept the previous school’s assessment, but they may also want to assess you against their 
own criteria. 
 
Paragraph 33.1 of the school’s pay policy which states:- 
 

• Pay on appointment  Although governing bodies are no longer required to match a 

teacher’s existing salary on either the main, upper or the unqualified pay scales, 
governors will seek to match the existing salary of teachers applying for posts in the 
school. In exceptional circumstances the governing body reserves the right to consider 
offering an equivalent or higher alternative salary level by using its discretion to offer a 
recruitment and incentive benefit to secure the candidate of its choice. Before making 
such a decision, the Governing Body will have taken due regard to:  the 
nature/requirements of the post; 

• the level of qualifications, skills, experience and specialist knowledge; 

• the Equality Act 2010; 

• market conditions; 

• recognising other teaching or non-teaching experience; 

• the wider school context. “ 
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SCHOOL: __________________________________________________________ 
 
Application for Threshold (UPS1) 
 
Personal Details 
 

Surname  

First Names  

Teacher 
reference No 

 

 

 
Career Details 
 

Please give details of all the teaching posts you have held during the period covered by your 
application.  This will normally be the 2 year, period leading up to the date of your application.  If 
you have been absent from school during this period, please refer to the Threshold Assessment 
2009/10 Round 10: Guidance. 
 

 
Name and address of School/LA 

 
Date(s) of employment 

 
Name of Headteacher 

   

 
 

Validity Check 
 
    2 successful appraisal reviews enclosed 
    additional evidence if applicable 
I understand that the decision on my progression will be based on my assessment within the above 
Threshold Standards  
Teacher signature: ______________________________ Date: ___________________ 
 
Full name: _____________________________________ 
 

TO BE RETURNED TO YOUR HEAD TEACHER  AT THE SCHOOL BEFORE AND NO LATER THAN 31st 

OCTOBER      . 
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HEAD TEACHER’S ASSESSMENT  
 

“highly competent”:  the teacher is assessed as having excellent depth and breadth of knowledge, 

skill and understanding of the Teachers ’Standards in the particular role they are fulfilling and the 
context in which they are working.   
 

MET  NOT YET MET  

HEAD TEACHER’S COMMENTS {IF CRITERIA NOT YET MET} 

 
 
 
 

 

 
 

“substantial”:  the teacher’s achievements and contribution to the school are significant, not just in 
raising standards of teaching and learning in their own classroom, or with their own groups of 

children, but also in making a significant wider contribution to the School’s improvement, which 
impacts on pupil progress and the effectiveness of staff and colleagues. 
 
 

MET  NOT YET MET  

HEAD TEACHER’S COMMENTS {IF CRITERIA NOT YET MET} 

 
 
 
 

 

 
 

“sustained”:  the teacher must have had two consecutive successful appraisal reports and have 
made good progress towards their objectives during this period (see exceptions in the introduction 
to this section).  They will have been expected to have shown that their teaching expertise has 
grown over the relevant period.  
 

MET  NOT YET MET  

HEAD TEACHER’S COMMENTS {IF CRITERIA NOT YET MET} 
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FURTHER NOTES TO INCLUDE AREAS FOR DEVELOPMENT 

 
 
 
 
 
 
 
 
 
 
 
 

 

 
 
Head Teacher signature: ______________________________  
 
Print name: _________________________________________ 
 
Date: ________________________ 
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Threshold application acknowledgement template letter 
 
 
 
Date dd/mm/yyyy 
 

Dear (insert teacher’s name) 
 
I acknowledge receipt of your request against the post-threshold standards.   
 
You will be informed about the outcome of the assessment, where required, you will be provided 
with written feedback within 21 school working days. 
 
Signed 
 
 
 
Head Teacher
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Appendix 9: Model Annual Salary Statements 
 
Insert example template here  
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Appendix 10  Version History – Summary of Changes  
  

Version date: December 2025   

Section  Summary of changes from 2024 to 2025 version Page 

All Policy updated to reflect September 2025 STPCD All 

Paras  
39.6  
39.7 

Change to current and new TLR1 and TLR2 determinations to be based on 
responsibilities based calculation rather than the previous pro-rata based 
calculation.    Schools may, and would be advised to consider any potential 
changes in the 2025/2026 academic year, but will be required to 
implement any necessary changes with effect from 1 September 2026. 

21 

Appendix 1 Teachers Pay Rates from 1st September 2025 32-33 

Appendix 2 Support staff pay rates from 1st April 2025 34  

Next review 
date 

September 2026  
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