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Equality Statement  

Farlingaye High School values diversity, and is determined to ensure that everyone is 

treated fairly, with dignity and respect; where the opportunities we provide are open to all; 

and that we provide a safe, supportive and welcoming environment - for staff, students and 

visitors.  

Equality Impact Assessment (EIA)  

This policy has been assessed with regard to its impact on equalities issue, with specific 

reference to the aims of the Equality Act 2010. The equality impact assessment focused on 

race, gender, disability, pregnancy and maternity, age, sexual orientation, gender identity 

and religion/belief.  

EIA outcomes  

• No areas of potential negative impact were found and actions resulting in positive impact 

are in place where appropriate.  
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The Governing Body of Farlingaye High School adopted this policy on 18th July 2013.It was then 
reviewed and adopted in October 2015. 
 
Date of Review:  annually for first two years and then every two years, but more frequently, should 
it be relevant to do so.  
 
Responsibility for Review:  The Governing Body with Headteacher doing the preparation 
 
INTRODUCTION  
This policy sets out the framework for making decisions on teachers’ pay. It has been developed 
to comply with current legislation and the requirements of the School Teachers’ Pay and 
Conditions Document (STPCD) and has been consulted on with staff and/or the recognised trade 
unions.  
In adopting this pay policy the aim is to:  

 help to ensure that decisions on pay are managed in a fair, just and transparent way; 
 maximise the quality of teaching and learning at the school; 
 support the recruitment and retention of a high quality teacher workforce, enabling the 

school  to recognise and reward teachers appropriately for their contribution to the school. 
 
Pay decisions at this school are made by the joint Staffing and Finance Sub-committee, with 
appropriate and relevant guidance from the Headteacher.  
 
PAY REVIEWS  
The Governing Body will ensure that each teacher’s salary is reviewed annually, with effect from 
1 September and no later than 31 October each year, and that all teachers are given a written 
statement setting out their salary and any other financial benefits to which they are entitled.  
Reviews may take place at other times of the year to reflect any changes in circumstances or 
job description that lead to a change in the basis for calculating an individual’s pay. A written 
statement will be given after any review and where applicable will give information about the 
basis on which it was made.  
 
Where a pay determination leads or may lead to the start of a period of safeguarding, the 
Governing Body will give the required notification, in writing,  as soon as possible and no later 
than one month after the date of the determination.  
 
BASIC PAY DETERMINATION ON APPOINTMENT  
The Governing Body will determine the pay range for a vacancy prior to advertising it. Usually, 
the Headteacher will act on behalf of the Governing Body unless it is a leadership post or a 
new post.  There will be no restrictions for appointees with QTS to vacant classroom teacher 
posts, other than the lower limit of the Main Pay Range and the upper limit of the Upper Pay 
Range.  On appointment it will determine the starting salary within that range to be offered to 
the successful candidate.  
In making such determinations, the Governing Body may take into account a range of factors, 
including:  
• the nature of the post  
• the level of qualifications, skills and experience required  
• market conditions  
• the wider school context  
 
The starting pay for a classroom teacher taking up their first appointment as a QTS will normally be 
based on: 
 One point on the main scale for each year of service as a qualified teacher in a state school, 

Academy, a city technology college, a city college for the technology of the arts or an 
independent school. 
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 One point on the main scale for each period of one year of service as a qualified teacher in an 
overseas school outside the European Economic Area or Switzerland in the maintained sector of 
the country concern. 

 One point on the main scale for each period of one year of service teaching in further education, 
including Sixth Form colleges. 

 One point on the main scale for each period of one year of service teaching in higher education. 
 
The Governing Body will consider awarding on a case by case basis: 
 

 One point on the scale for each period of three years spent outside teaching but working in a 
relevant area.  This might include industrial or commercial training, and experience with 
children/young people. 

  
A teacher who is taking up post at the school and is currently working in a LA maintained 
school or academy in England and Wales, will normally be paid at the same rate as they 
were being paid on the MPR or UPR which at least maintains the teacher’s previous pay 
entitlement plus any pay progressions which they would have received in that post. In the 
very rare cases where this might not be appropriate the Headteacher would discuss, prior 
to the appointment and notifying the candidate,  the situation with the chair of the staffing 
committee and the chair of governors. 
 
LEADING PRACTITIONER TEACHER POSTS 
The governing body will take account of paragraph 56 of the School Teachers’ Pay and Conditions 
Document of 2013 when determining the role of any leading practitioners in this school. Additional 
duties will be set out in the job description of the leading practitioner and will include: 
 

 A leadership role in developing, implementing and evaluating policies and practices in the school 
that contribute to school improvement; 

 The improvement of teaching schools within school and possibly within the wider community 
which impact significantly on students’ progress; 

 Improving the effectiveness of staff and colleagues particularly in regard to student outcomes. 
 
The staffing and finance committee will determine a pay range of £37,836 to £52,130  for each 
leading practitioner post in accordance with paragraph 18 of the Document; and paragraphs 44 to 
47 of the section 3 guidance. 
 
The Headteacher will agree appraisal objectives for any leading practitioners. For pay progression 
(which would be considered annually) the leading practitioner’s evidence would show that the 
leading practitioner: 
 

 Has met, or has made good progress towards, their objectives; 
 Is an exemplar of teaching skills, which should impact significantly on student progress, within 

school and within the wider school community , if relevant; 

 Has made  a substantial impact on the effectiveness of staff and colleagues, including any 
specific elements of practice that have been highlighted as in need of improvement; 

 Is highly competent in all aspects of the Teachers’ Standards 

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

“Highly competent” and “substantial” are defined in the section on the Upper Pay Range. 
The Headteacher will make recommendations to, and advise, the finance and staffing committee on 
the pay progression. Where the teacher’s performance is exceptional the staffing and finance 
committee could award enhanced pay progression.  
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UNQUALIFIED TEACHERS 
 
The Governing Body will, when determining on which point to place unqualified teachers on the 
unqualified teachers’ pay scale when they are appointed, take account of any relevant qualifications 
and experience.  Unqualified teachers will be appointed above the minimum in the following 
circumstances:- 
 
 Qualifications 
 

 One point for a recognised overseas teaching qualification. 
 One point for a recognised post-16 teaching qualification ( though most post-16 

qualifications will now allow staff to transfer on the MPR) 
 One point for a recognised qualification relevant to their subject area. 

 
 Experience 
 

 One point on the unqualified teachers’ scale for each period of one year of service as 
an overseas-trained teacher. 

 One point on the unqualified teachers’ scale for each period of one year of service 
teaching in further education, including Sixth form colleges. 

 One point on the unqualified teachers’ scale for each period of one year of service 
teaching in higher education. 

 
The Governing Body will consider awarding on a case by case basis: 
 

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

 
Unqualified Teachers’ Allowance 
 
The Governing Body may pay an unqualified teachers’ allowance to unqualified teachers when the 
Governing Body consider their basic salary is not adequate having regard to their responsibilities, 
qualifications and experience.  This would apply in areas where it is more difficult, in the Governors’ 
view, to retain and recruit teachers. The Governing Body will pay an unqualified teacher on one of 
the employment based routes into teaching on the qualified/unqualified teachers’ scale.  This would 
apply in areas where it is more difficult, in the Governors’ view, to retain and recruit teachers. 
 
 
PAY PROGRESSION  
  

 Since September 2014 pay decisions have been linked to assessments of 
performance.  

 At Farlingaye High School all teachers can expect to receive regular, constructive 
feedback on their performance and are subject to 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.  

 Decisions regarding pay progression will be made with reference to the teachers’ 
appraisal reports and the pay recommendations they contain. The appraisal reports will 
have taken into account the evidence cited in a later paragraph.  

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

 It will be possible for a ‘no progression’ determination to be made without recourse to 
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the capability procedure.  

 To be fair and transparent, assessments of performance will be properly rooted in 
evidence. Fairness will be ensured by the Headteacher and Deputy Headteacher 
(staffing) plus one governor reviewing all returns and ensuring there is consistency, 
equality and fairness across the teacher cohort.  We ensure consistency in the setting of 
targets by using generic targets for all teachers and checking these are appropriate when 
they are set.  

 The evidence used will include self-assessment, peer review, tracking of student progress, 
performance against the Teacher Standards and at least two lesson observations.  

 Teachers on the Main Pay Range will be paid on the six-point scale on the Main Pay 
Range.  Teachers will be awarded pay progression on the Main Pay Range following the 
successful completion of the Performance Management Process.   

 For teachers already at the top of the 2014 main pay range, the pay review committee 
may consider applying an uplift of 2% dependent on performance.(6b on the main scale 
range) 

 For teachers where a pay decision takes them to the top of the main pay range, the pay 
review committee may consider a 2% uplift for 2015/16. (6b on the main scale range) 
 
At this school the successful completion of Performance Management is dependent on:  
- PM targets met or to a level recognised by the reviewer and approved by the 
Headteacher (working with Deputy Head ( staffing) and Chair of Staffing Committee), in 
the last year. These targets will relate to student outcomes, high quality teaching and 
meeting the Teacher Standards. All staff should be formally observed at least twice in a 
year as part of PM work. 
 
- Meeting all of the Teacher Standards to a competent level in line with experience.  
 
In making a decision about pay progression , where a teacher does not appear to have 
met the required standards,  the Headteacher (working with Deputy Head ( staffing) and 
Chair of Staffing Committee)  may exercise flexibility allowing for the context of different 

teaching classes, exam groups and situations e.g. the starting point for relevant 
teaching groups, national data, the trend of the data over two or three years, the 
context of  teaching groups, when the group was taken over and whether the 
group was a split group. 
 
The reviewer will identify that all the areas have been met or not and the documentation 
will then be passed on for the  Headteacher, Deputy Head (staffing) and Chair of Staffing 
Committee to make a decision.  
 

 Where a member of staff’s performance is deemed by the Headteacher and Governing 
Body to be exceptional, it will be possible for a teacher, on application, to be able to go up 
two points on the Main Pay Range. This would need to be rooted in evidence which would 
be considered by the Headteacher, Deputy Head (staffing) and Chair of Staffing Committee.  
Teachers could go up two points on a maximum of two occasions within their progression 
through MPS.  Teachers need to be at MPR 6 to apply for UPR. 

 Teachers’ appraisal reports will confirm whether a reviewer believes the teacher has 
successfully completed the appraisal and assessment of performance process and is 
therefore recommending pay progression.  Final decisions about whether or not to award a 
pay recommendation will be made by the Headteacher on behalf of the Governing Body, 
having regard to that appraisal report. 

 The governing body will allocate allowances for forecasted pay progression in its budget 
each year. If necessary, the Headteacher will, with the Governing Body, consider its 
approach in the light of the school’s budget. Whilst the governing body will always aim to 
ensure that appropriate funding is allocated for pay progression at all levels, it is also 
recognised that in the unlikely event of financial difficulties not all pay progression 
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increases might be met. Wherever possible, teaching staff would be made aware of this. 

 Where there is a concern confirmed by the Headteacher, one of the following actions will be 
taken with that teacher: 
a) Not be awarded pay progression and given clear written guidance of what needs to be 

improved and the support available. 
b) Be awarded pay progression but informed that these outcomes (identified) if not 

addressed to the necessary standard may result in no pay progression the following 
year. Support available will be identified. 

c) If the teacher is deemed to be falling below a competent standard of work set against 
the teachers’ standards then they may be placed on the capability process 

 Teachers in their induction year will be awarded pay progression on successful completion of 
induction. 
 
 

MOVEMENT TO THE UPPER PAY RANGE  
Applications and Evidence  
 
The following section refers to all teachers seeking to progress on the Upper Pay Scale. To achieve 
progression to the Upper Pay Range achievements of those teachers and their contribution to school 
must have been substantial and sustained. To be fair and transparent, judgements must be properly 
rooted in evidence. Progression on the Upper Pay Scale should be based on two successful 
consecutive performance management reviews or appraisals, other than under exceptional 
circumstances. 
 

 Any qualified teacher on MPR6 may apply to be paid on the upper pay range and any such 
application must be assessed in line with this policy.  

 It is the responsibility of the teacher to decide whether or not they wish to apply to be paid 
on the upper pay range. 

 Applications may be made once a year and have to be made by September 15th.  They 
should be made to the Headteacher in writing through completing the appropriate form.  

 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. 

 All applications should include the results of reviews or appraisals under the 2011 or 2012 
regulations, including any recommendation on pay (or, where that information is not 
applicable or available, a statement and summary of evidence designed to demonstrate that 
the applicant has met the assessment criteria). Applications should contain the following 
evidence: 

 
 Last two previous Performance Management reviews, including the one for 

that year. Teachers who have been in other schools for one or two of the 
previous years will need to show their relevant PM documentation with 
accompanying evidence. This will need to be at the standard necessary for 
the Upper Pay Range as judged by the Headteacher, Deputy Head (staffing) 
and Chair of the Staffing Committee. All staff should be formally observed at 
least twice in a year as part of PM work. 
 

 PM targets met or to a level required for Upper Pay Range and recognised by 
the reviewer and approved by the Headteacher (working with Deputy Head ( 
staffing) and Chair of Staffing Committee), in the last year. These targets will 
relate to student outcomes, high quality teaching and meeting the Teacher 
Standards.   
 

 Achievement against Teacher Standards in line with definitions of UPS. 
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 An application from a qualified teacher will be successful where the Governing 
Body is satisfied that:  
a) the teacher is highly competent in all elements of the relevant standards;  
b) the teacher’s achievements and contribution to the school are substantial and sustained.  

 For the purpose of this pay policy:  
“Highly competent” means the teacher makes a major and consistent contribution to the 
school, delivers tasks to a high degree and their performance is good enough to provide 
support, guidance and coaching to colleagues.  
“Substantial” means the teacher has played a critical role in the life of the school through 
such things as providing an effective role model for teaching and learning, making a 
distinctive contribution to the raising of pupil standards and students’ well-being; or leading 
professional development opportunities. S/he will consistently deliver good or outstanding 
lessons against the teacher standards.  
“Sustained’ means maintained continuously over a period of at least two years within the 
school or another school. They will be able to show that their teaching expertise has grown 
over the relevant period and is consistently good to outstanding. Evidence would have to be 
provided including if this was to apply to a different school. ( this could also go in an 
appendix)  

 UPR3 applicants would need to show that they:  
  play a critical role in the wider life of the school;  
  provide a role model for teaching and learning in school;  
  make a distinctive contribution to raising standards and contribute effectively to the 

work of the   wider team;  
 they take advantage of appropriate opportunities for professional development and 

use the outcomes effectively to improve students’ learning. 

 The application will be assessed initially by the Headteacher. S/he will discuss her 
recommendations with the Deputy Headteacher (staffing) and the Chair of the Governors’ 
Staffing Committee who will check that all applications have been assessed robustly, 
transparently and equitably. Recommendations will then be presented to the Governors’ 
Staffing Committee for approval.  

 In making a decision about upper pay progression ,  the Headteacher (working with 
Deputy Head ( staffing) and Chair of Staffing Committee)  may,  in exceptional 
circumstances,  exercise flexibility allowing for the context of different teaching classes, 

staff teams, exam groups and situations e.g. the starting point for relevant teaching 
groups, national data, the trend of the data over two or three years, the nature of 
any staff teams worked with, the context of  teaching groups, when the group was 
taken over and whether the group was a split group. 

 The governing body will allocate allowances for forecasted pay progression in its budget 
each year. If necessary, the Headteacher will, with the Governing Body, consider its 
approach in the light of the school’s budget. Whilst the governing body will always aim to 
ensure that appropriate funding is allocated for pay progression at all levels, it is also 
recognised that in the unlikely event of financial difficulties not all pay progression 
increases might be met. Wherever possible, teaching staff would be made aware of this. 
 

 
Processes and procedures  
• Applicants for all UPS 1,2 and 3 will need to submit their application, using the school’s forms 

with the relevant evidence, to the Headteacher by September 15th, in the academic year a 
successful outcome will apply to. The assessment will be made by the end of October.     

• If successful, applicants will move to the upper pay range from that September i.e. the start of 
the academic year. 

• At this school a teacher would start on UPS1 and progress up the scale. A teacher would be 
eligible to apply every two years for a further progression.  

• If unsuccessful, feedback will be provided by the Headteacher within 10  days of the decision. 
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• Any appeal against a decision not to move the teacher to the upper pay range will be heard 
under the school’s general appeals arrangements.  
 

PART-TIME TEACHERS  
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-time teacher in an equivalent post. The same 
processes for pay progression and movement to the Upper Pay Scale as identified above will apply 
to them. 
 
SHORT NOTICE/SUPPLY TEACHERS  
Teachers employed on a day-to-day or very short notice basis will be paid on a daily basis 
calculated on the assumption that a full working year consists of 195 days; periods of 
employment for less than a day being calculated pro-rata. Some short term and all long term 
temporary posts will be paid through a contract. TLRs will be paid pro-rata. 
 
PAY INCREASES ARISING FROM CHANGES TO THE DOCUMENT  
All teachers are paid in accordance with the statutory provisions of the Document as updated from 
time to time though, in exceptional circumstances, the governors may choose to adopt a flexible 
approach towards this. 
 
RECRUITMENT AND RETENTION 
The governing body have agreed to the use of Recruitment and Retention payments to encourage 
staff to apply or take up a post in a subject to which it is difficult to recruit, to support an 
experienced applicant in taking up a post and to retain the services of staff . The amount offered 
usually relates to a TLR payment but this can vary dependent on the situation. The Headteacher will 
make these decisions through liaison with the Chair of Governors. There will be an annual review of 
R and R payments conducted by the Headteacher with outcomes referred to Governors’ Staffing 
Committee. 
 
SPECIAL NEEDS ALLOWANCE 
The pay committee will award an SEN spot value allowance on a range of up to £2600 to any 
classroom teacher (paid on MPR or UPR) who meets the criteria as set out in paragraph 27 of the 
STPCD Document, whilst recognising that these allowances more notably apply to those in SEND 
schools.    
 
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 (paragraph 27.3 of the Document).  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 paragraphs 38 to 43 of the section 
3 guidance. 
 
LEADERSHIP PAY 
Headteacher 
Pay on appointment 
For appointments on or after 1 September 2015, the governing body will determine the pay range 
to be advertised and agree pay on appointment, taking account of the full role of the head teacher. 

 the staffing/finance committee will review the school’s head teacher group and the head’s 
Individual School Range (ISR) in accordance with STPCD 2015 guidance and the school’s 
situation. 
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 if the head teacher takes on permanent accountability for one or more additional schools, the 
pay committee will set an ISR in accordance with STPCD 2015 guidance and the school’s 
situation.   

 the staffing/finance committee will 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 staffing/finance committee will exercise its discretion and pay on any of the points on the 
ISR, in order to secure the appointment of its preferred candidate. 

 the staffing/finance committee will consider exercising its discretion to award a discretionary 
payment where the governing body consider the school would have difficulty recruiting to the 
vacant head teacher post. The staffing/finance committee will consider using its discretion, in 
wholly exceptional circumstances, to exceed the suggested 25% limit on discretionary 
payments.  However, before agreeing to do so, it will seek the agreement of the governing 
body which in turn will seek external independent advice before providing such agreement. 
 
 

Serving head teachers 
The Headteacher must demonstrate sustained high quality of performance, with particular regard to 
leadership, management and pupil progress at the school and will be subject to a review of 
performance against performance objectives before any performance points will be awarded.  The 
clarification of the application of the criteria for Leadership Group progression will be taken fully into 
account. 
The Governing Body will consider movement by more than one point where there has been very 
good performance, in view of the Governors, by the Headteacher, or where the school 
circumstances have changed, e.g. the size or nature of pupil intake. 
 

 the staffing/finance committee will review the head teacher’s pay in accordance with STPCD 
2013 and award up to two performance points where there has been a sustained high quality 
of performance having regard to the results of the most recent appraisal carried out in 
accordance with the Appraisal Regulations 2012  

 the staffing/finance committee may determine the head’s ISR, within the group range for the 
school, as at 1 September or at any time if they consider it is necessary ; 

 if the staffing/finance committee makes a determination to change the ISR, it will determine 
the head’s ISR within the group range for the school, in accordance with STPCD 2015 

 if the head teacher takes on temporary accountability for one or more additional schools, the 
staffing/finance committee will consider awarding a discretionary payment  

 the staffing/finance committee will consider the use of discretionary payments. In wholly 
exceptional circumstances, it may decide to exceed the 25% suggested limit on discretionary 
payments, as set out in paragraph 11.6.2.  However, before agreeing to do so, it will seek the 
agreement of the governing body which in turn will seek external independent advice before 
providing such agreement. 

 If the head teacher has reached the top of their scale point 43 (pay range 37 to 43) they will 
be paid £107,210 in 2015/16 
 

DEPUTY/ASSISTANT HEAD TEACHERS 
Pay on appointment 
The governing body will, when a new appointment needs to be made, determine the pay range to 
be advertised and agree pay on appointment as follows: 
 

 the staffing/finance committee will determine a pay range, and record its reasons,  in 
accordance with STPCD 2103 taking account of the role of the deputy/assistant head teacher. 
 

 the staffing/finance committee will exercise its discretion, and pay at any point on deputy 
head pay range, in order to secure the appointment of its preferred candidate. The 
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staffing/finance committee will exercise its discretion where there are recruitment issues. 
 

Serving deputy/assistant head teachers 
Deputies and Assistant Heads must demonstrate sustained high quality of performance in respect of 
school leadership and management and pupil progress and will be subject to a review of 
performance against their performance objectives before any performance points will be awarded.  
The clarification of the application of the criteria for Leadership Group progression will be taken fully 
into account. 
 
The Governing Body will consider movement by more than one point where there has been very 
good performance, in view of the Governors, by the Deputy or Assistant Head, or where the school 
circumstances have changed, e.g. the size or nature of pupil intake. 
 
 the staffing/finance committee will review pay in accordance and award up to two points 

where there has been sustained high quality of performance having regard to the results of 
the recent appraisal, and to any recommendation on pay progression recorded in the 
deputy/assistant head’s most recent appraisal report; 
 

 the staffing/finance 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  
 

 the staffing/finance committee may determine the deputy head pay range at any time 
pursuant with the need to maintain differentials  

 Deputy and assistant heads will receive 1% payrise in 2015/2016 
 

 
TLRs 
Teaching and Learning Responsibility Payments (TLRs) 
 
TLRs will be awarded to the holders of the post indicated in the school’s staffing structure. 
 
As an example, the values of the TLRs as of September 2012 are:- 
 
TLR2 will be awarded to the following values (plus any national increases since June 2013): 
 
£2535, £4224, £6191 
 
TLR1s will be awarded to the following values (plus any national increases since June 2015): 
 
£7323, £9011, £11,828   
 
From September 2014 TLR3s will be available at £505, £1010 and £1515 and £2020. These will be 
for time-limited school improvement projects or one-off externally or internally driven 
responsibilities. The Headteacher will set out in writing to the teacher the duration of the fixed term, 
and the amount of the award. No safeguarding will apply in relation to an award of a TLR3. 
 
 
SAFEGUARDING ARRANGEMENTS  
When a pay determination leads or may lead to the start of a period of safe-guarding, the 
governing body will comply with the relevant provisions of the document and will give the required 
notification as soon as possible and no later than one month after the determination. In line with 
this, TLR 3s are not subject to safeguarding.  
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ADDITIONAL PAYMENTS 

In accordance with paragraph 46 of the Document and paragraphs 67-77 of the section 3 guidance, 

the Headteacher on behalf of the governing body (or the Chair of Governors in the case of the  

Headteacher),  may make payments as they see fit to a teacher, including the Headteacher,  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 relevant 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. 

 
 
SALARIES OF SUPPORT STAFF 
 
On appointing a member of the support staff the job description determined for the post to which 
the employee is to be appointed will be evaluated in accordance with an approved scheme. Advice 
will be sought from persons engaged by the Pay Body to advise on an approved evaluation process. 
The Head teacher, in consultation with the chair of the Pay Body, will determine the appropriate 
point on the evaluated range having regard to: 

1) relevant qualifications and / or competencies: and 
2) recruitment/retention needs of the school in respect of the post 

The decision of the Head teacher will be reported to the Review Committee.  
If at any time the Head teacher, in consultation with the chair of the Pay Body, considers that a 
member of the support staff is being asked to undertake, or has undertaken, increased or 
decreased responsibilities on a permanent basis, s/he shall refer the job description of the post, 
with the new responsibilities, to be evaluated. This does not include those staff who have chosen to 
do extra tasks through their own volition. If the evaluation provides for a high salary that salary will 
be paid to the post holder from a date determined by the Head teacher and, in the case of a 
temporary increase in responsibility, the date to which the new salary will be paid. In the event that 
the evaluation provides for a lower salary the employee will be entitled to salary safeguarding for a 
three year period.  
 
 
APPEALS 
 
The arrangements for considering appeals are as follows: 
 
A teacher may seek a review of any determination in relation to his or her pay or any other decision 
taken by the governing body (or a committee or individual acting with delegated authority) that 
affects his or her pay. 
 
The following includes the usual reasons for seeking a review of a pay determination: 
 
That the person or committee by whom the decision was made- 
 
       a)  incorrectly applied any provision of the Document; 
       b)  failed to have proper regard for statutory guidance; 
       c)  failed to take proper account of relevant evidence; 
       d)  took account of irrelevant or inaccurate evidence; 
       e)   was biased; or 
       f)   otherwise unlawfully discriminated against the teacher. 
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The order of proceedings is as follows:- 
 
1. The teacher receives written confirmation of the pay determination and where applicable the 

basis on which the decision was made. 
 
2. If the teacher is not satisfied, he/she should seek to resolve this by discussing the matter 

informally with the decision-maker (usually the Headteacher) within ten working days of the 
decision. 

 
3. Where this is not possible, or where the teacher continues to be dissatisfied, he/she may follow 

a formal appeal process. 
 
4. The teacher should set down in writing the grounds for questioning the pay decision and send it 

to the person (or committee) who made the determination, within ten working days of the 
notification of the decision being appealed against or of the outcome of the discussion referred 
to above. 

 
5. The committee or person who made the determination should provide a hearing within ten 

working days of receipt of the pay decision to consider this and give the teacher an opportunity 
to make representations in person.  Following the hearing, the employee should be informed in 
writing of the decision and the right to appeal. 

 
6. Any appeal should be heard by a panel of three governors who were not involved in the original 

determination, normally within 20 working days of the receipt of the written appeal notification.  
The decision of the appeal panel will be given in writing and where the appeal is rejected will 
include a note of the evidence considered and the reasons for the decision. 

 
      For any formal hearing or appeal, the teacher is entitled to be accompanied by a colleague or     
      union representative.  Each step and action of this process must be taken without unreasonable  
      delay.  The timing and location of the formal meeting must be reasonable.  The formal meeting  
      must allow both parties to explain their cases. 
 
The procedure for the hearing of the appeal will follow LA guidelines. 
 
 
 


