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Scope  

 

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:  

• support the aims and vision of the school. 

• maximise the quality of teaching and learning at the school  

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

• enable the school to recognise and reward teachers appropriately for their contribution to the 

school  

• help to ensure that decisions on pay are managed in a fair, just and transparent way. 

Appraisal  

 

A scheme of Appraisal will be used in accordance with the requirements of the Education (School 

Teachers’ Appraisal) (England) Regulations 2012. 

 

The scheme will be used across the whole school for teaching staff.   

 

 

Equal Opportunities  

 

All pay-related decisions will be taken in compliance with relevant legislation.  The Governing Body 

will promote equality of opportunity in all areas, particularly in respect of the appointment process, 

promotion, payment and retention of staff as well as in training and development. 

 

 

Pay Committee  

 

It is the responsibility of the Governing Body to establish a Pay Committee (or similar Committee) in 

order to monitor pay decisions. The terms of reference for the Pay Committee are attached as an 

appendix to this document (appendix b). The Pay Committee has fully delegated powers. 

 

Membership of the Pay Committee must be determined by the Governing Body and membership of the 

Pay Committee should not include employee Governors. The Pay Committee at Thurlaston CE (Aided) 

Primary School is a sub-group of the Finance, Pay and Personnel Committee 

 

The Pay Committee is authorised: 

• To agree and recommend the Staff Pay Policy to the full Governing Body. 

• To ensure the application of the Pay Policy in a fair and consistent way. 

• To ensure all statutory and contractual requests are applied. 

• To record all decisions and report back to the full Governing Body. 

• To recommend to the Governing Body the total amount of funding needed for pay progression. 

• To ensure up to date knowledge about pay issues and to make relevant recommendations to the full 

Governing Body. 

 

 



Any appeals against pay decisions should be heard by the Appeal Committee. 

 

 

Pay Decisions  

 

Pay recommendations for teaching staff other than the Head teacher are made to the Pay Committee by 

the Head teacher following the completion of the performance management cycle and before October 

31
st
. Pay recommendations for the Headteacher are made by the Performance Management Committee 

of the governing body to the Pay Committee. 

 

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 as soon as possible and no later than one month after the date 

of the determination.  

 

Appeals  

 

The arrangements for considering appeals are as follows: 

 

A teacher may seek a review of any determination in relation to their pay or any other decision taken 

(including performance management) by the Governing Body (or a committee or individual acting with 

delegated authority) that affects their pay.  

 

The following list, which is not exhaustive, includes the usual reasons for seeking a review of a pay 

determination.  That the person or committee by whom the decision was made: 

 

• incorrectly applied any provision of the STPCD; 

• failed to have proper regard for statutory guidance; 

• failed to take proper account of relevant evidence; 

• took account of irrelevant or inaccurate evidence; 

• was biased; or 

• otherwise unlawfully discriminated against the teacher. 

 

The order of proceedings is as follows: 

 

i) The teacher receives written confirmation of the pay determination and where applicable the 

basis on which the decision was made. 

ii) If the teacher is not satisfied, he/she should seek to resolve this by discussing the matter 

informally with the decision-maker within 10 working days of the decision.   

iii) Where this is not possible or where the teacher continues to be dissatisfied, they may follow a 

formal appeal process. 

iv) The teacher should set down in writing the grounds for questioning the pay decision and send it 

to the individual (or committee) who made the determination, within 10 working days of the 



notification of the decision being appealed against or of the outcome of the discussion referred 

to above. 

 

The appeal will be considered in accordance with the School’s Appeals Procedure. 

 

 

Pay Range for Head Teachers 

 

The Governors will identify an ISR of 7 consecutive points, which will be used as the pay range for the 

Head Teacher/Principal.  As at 1 September 2013, the range is L9 to L15. 

 

Pay progression within the range for this post is not automatic and is subject to annual review of 

performance. 

 

The Governing Body will award one progression point for successful completion of performance 

management review. 

 

The Governing Body have determined that they will not award 2 progression points.  

Back to Content 

 

 

Pay Range for Assistant Head Teacher(s) 

 

A range of 5 consecutive points on the leadership group pay spine will be agreed for Assistant Head 

Teacher(s). The range must not equal or exceed the minimum of the ISR or, where the school has 

Deputy Head Teacher(s)/Vice Principal(s), the range must not equal or exceed the maximum pay point 

of the lowest paid Deputy Head Teacher/Vice Principal. 

 

The minimum point on the Assistant Head Teacher range must be a minimum of one point above the 

highest paid classroom teacher defined as the sum of: 

 

a) the minimum salary on the upper pay range; 

 

b) the value of any TLR awarded to the highest paid classroom teacher at the school; and 

 

c) the value of any SEN allowance awarded to the highest paid classroom teacher at the school. 

 

 

The Governing Body will identify a pay range of 5 consecutive points on the leadership group pay 

spine which will be used as the pay range for each Assistant Head Teacher.  As at 1 September 2013, 

the range is L3 to L7. 

 

Pay progression within the range for this post is not automatic and is subject to annual review of 

performance. 

 

The Governing Body will award one progression point for successful completion of performance 

management review. 

 

The Governing Body have determined that they will not award 2 progression points.  

 

For Deputy Head Teacher(s) and Assistant Head Teacher(s) the yearly pay review will be applied from 

September of each year, based on the previous academic year’s performance review. 

 



The performance progression of all teachers on the leadership spine, except that of the Head Teacher, 

will be considered by the Pay Committee on the recommendation of the Head Teacher. 

 

 

Leadership Posts: Pay Progression  

 

The Governing Body agree the school budget and will ensure that appropriate funding is allocated for 

pay progression at all levels.  The Governing Body recognise that funding cannot be used as a criterion 

to determine progression. 

 

Head Teacher 

The Head Teacher 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.  “Application of 

Leadership Group Pay Progression Criteria - Clarification” can be found in the box following 

paragraph 55 in Section 3 of the STPCD and this will be taken fully into account when considering 

progression. 

 

Pay progression within the range for this post is not automatic and is subject to annual review of 

performance. 

 

The Governing Body will award one progression point for successful completion of performance 

management review. 

 

The Governing Body have determined that they will not award 2 progression.  

 

Deputy Head Teachers and Assistant Head Teachers 

Deputy Head Teachers and Assistant Head Teachers 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 performance objectives before any performance points will be 

awarded.  “Application of Leadership Group Pay Progression Criteria - Clarification” can be found in 

the box following paragraph 55 in Section 3 of the STPCD and this will be taken fully into account 

when considering progression. 

 

Pay progression within the range for this post is not automatic and is subject to annual review of 

performance. 

 

The Governing Body will award one progression point for successful completion of performance 

management review. 

 

The Governing Body have determined that they will not award 2 progression points.  



 

Teaching Posts: Pay Range 

 

The pay range for Teaching posts, for the academic year 2013/14, will be: 

 

Old Scale 

Point 

Range New Pay Point Value (£) 

M1 

M
ai
n
 P
ay
 R
an
g
e 

M1a £21,804 

M1b £22,666 

M2 
M2a £23,528 

M2b £24,474 

M3 
M3a £25,420 

M3b £26,398 

M4 
M4a £27,376 

M4b £28,455 

M5 
M5a £29,533 

M5b £30,701 

M6 M6a £31,868 

UPS1 

U
p
p
er
 P
ay
 

R
an
g
e 

UPR1a £34,523 

UPR1b £35,163 

UPS2 
UPR2a £35,802 

UPR2b £36,463 

UPS3 UPR3a £37,124 

 

 

Teaching Posts: Basic Pay Determination on Appointment 

 

The Governing Body will determine the pay range for a vacancy prior to advertising it. 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. 

 

There is no assumption that a teacher will be paid at the same rate as they were being paid in a previous 

school.  

 

Teaching Posts: Pay Progression based on Performance 

 

In this 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. 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 the capability procedure. 

 



To be fair and transparent, assessments of performance will be properly rooted in evidence.  In this 

school we will ensure fairness by: 

 

• The Headteacher will complete all appraisal. 

• Ensuring objectives and assessments are consistent, including quality assurance and moderation 

• Teacher appraisal will be undertaken by the Head teacher, and the Assistant Head teacher only 

• The Head teacher will undertake professional development opportunities to remain abreast of 

developments in appraisal practice 

• National Teacher Standards will be used to guide the setting of appraisal objectives 

Pupil progress objectives will be rooted in moderated evidence of attainment 

 

The evidence we will use will include: 

• self-assessment 

• peer review 

• pupil progress and attainment evidence 

• lesson observations 

• learning walks 

• Book scrutiny, including standards of marking and feedback 

• Learning Journeys  

• Topic planning 

• Evidence of the impact of teacher led research projects on pupil progress 

 

Teachers’ appraisal reports will contain pay recommendations. Final decisions about whether or not to 

accept a 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 pay progression at all levels.  

 

In this school judgements of performance will be made against the extent to which teachers have met 

their individual objectives and the relevant standards and the extent of their: 

• Impact on pupil progress; 

• Impact on wider outcomes for pupils (e.g. extra-curricular activities); 

• Improvements in specific elements of practice, such as behaviour management or lesson 

planning (linked to the Teachers’ Standards);  

• Impact on effectiveness of teachers or other staff;  

• Wider contribution to the work of the school.  

 

The rate of progression will be differentiated according to an individual teacher’s performance and will 

be on the basis of absolute criteria (see Appendix D). 

 

Career Stages 
The teacher standards can be expanded to establish what they mean for teachers at 3 different stages of 

their career: 
- Teacher (reflecting old M1-M3) 

- Accomplished Teacher (reflecting old M4-M6) 

- Expert Teacher (reflecting old UPS and new UPR) 

 

See Appendix D for more details 

 

A teacher would need to demonstrate (through their Performance Management Evidence Portfolio) that 

they are meeting all of the standards at “Expert Teacher” level when applying for the Upper Pay Range, 

and that this has been sustained (i.e. at least 1 full year performing consistently at this level) if they are 

to be successful. 

 



Objectives can also reflect the 3 career stages, either through the objective itself, or through the success 

criteria for measuring achievement of the objectives.   

 

Main Pay Range (MPR) 
In order to be considered for any pay progression, the teacher would need to fully meet the teacher 

standards at the lowest career stage applicable to their new pay point.   

 

As a minimum, teacher’s objectives will reflect the minimum standards needed for the career stage they 

would move to if they were awarded 2 new points progression.  However, a teacher can elect to have 1 

or more objectives from a higher career stage to create the potential to achieve 3, 4 or 5 points 

progression the following September. 

 

Pay awards are: 

 

0 points 
 

 

1 point 
 

 

 

2 points 
 

 

 

 

3 points 

 
 

 

 

4 points 

 

 

 

 

• Not fully met teacher standards to the required level; or 

• Fallen well short of meeting one or more objectives (any level) 
  

Fully met the minimum teacher standards for the new pay point; and 

• Achieved the significant majority of all objectives required for normal rate progression 
 

Fully met the teacher standards for the new pay point; and either 

• Fully achieved all objectives for current level; or 

• Fully achieved any objectives for normal progression and almost achieved any objectives that 

reflect a higher career stage 
  

Largely met the teacher standards for the career stage above the minimum for the new pay 

point; and either 

• Fully achieved all objectives where some reflect a higher career stage than that required for normal 

progression; or 

• Achieved the significant majority of objectives where they all reflect a higher career stage. 
  

Fully met the teacher standards for career stage above the minimum for the new pay point; 

and 
• fully achieved all objectives where they are all at a higher level 
 

 

 

 

 

Upper Pay Range (UPR) 

 

The teacher’s objectives and performance against the standards will reflect the requirements for the 

“Expert” career stage (see Appendix D) before they progress onto the UPR.   If they can demonstrate 

this (through their Performance Management Evidence Portfolios) then they can apply for the UPR 

from anywhere within the Main Pay Range. 

 

 Pay awards on the Upper Pay Range will be: 

 

 

   

  0 points 

 

 

 

 

1 point 

• Not fully met teacher standards to required level; or 

• Not fully met all objectives, unless there is evidence to show that the shortfall was 

beyond the control of the teacher and they have done everything within their power 

to counter this. 

 

Fully met teacher standards to required level; and either 

  



 

 

 

 

 

2 points 

• Fully met all objectives; or 

• Able to demonstrate that the shortfall was beyond the control of the teacher and 

they have done everything within their power to counter this. 

 

Fully met relevant teacher standards; and  

• Fully met all objectives and significantly exceeded expectations overall with clear 

evidence to demonstrate how the achievement was directly the result of the 

teacher’s own actions. 

   

 

In this school, judgements of performance will be made against the ‘Teachers’ Standards’ published in 

May 2012.  The following standards may also be used if relevant: 

 

• National Head Teacher Standards (2004); 

• National Standards for Subject Leaders (1998); 

• Senco Standards; 

• Draft National Standards for School Leaders;  

• School Leadership Standards; 

 

Staff should be made aware of the standards and at which level they should be performing (see also the 

school’s Performance Management Policy). 

 

The links between the Teacher Standards and the Pay Ranges are made explicit in the Career Stage 

Descriptors which are used to support the performance management process and to ensure transparency 

of expectations for all teachers. 

 

Movement to the Upper Pay Range 

 

Applications and Evidence  

Any qualified teacher 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 at least once a year. Applications should be made, in writing, to the Head 

teacher by October 31
st
 of the year in which the applicant wishes to be considered. 

  

If a teacher is simultaneously employed at another school, they may submit a separate application if 

they wish to apply to be paid on the upper pay range in that school. This school will not be bound by 

any pay decision made by another school / college / academy.  

 

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 evidence from: 

 

• The previous two years’ performance management reviews 

• In the case of staff who have had a break in service, the most recent two full years’ performance 

management reviews 

 

Applications should be made to the head teacher with relevant evidence identified on the pro forma 

(see Appendix E)  

 

The Assessment  

An application from a qualified teacher will be successful where the Governing Body is satisfied that:  



 

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

• the teacher’s achievements and contribution to the school are substantial and sustained.  

 

For the purposes of this pay policy:  

 

 ‘highly competent’ means performance which is not only good (with significant impact on the progress 

of pupils characterised by progress data which is above school expectations) but also good enough to 

provide coaching and mentoring to other teachers, give advice to them and demonstrate to them 

effective teaching practice and how to make a wider contribution to the work of the school, in order to 

help them meet the relevant standards and develop their teaching practice (as evidenced in the 

improving progress of pupils in the relevant classes) 

 

‘substantial’ means practice and professional behaviours which are of real importance, validity or value 

to the school with the staff member playing a critical role in the life of the school, providing a role 

model for teaching and learning and making a distinctive contribution to the raising of pupil standards 

as well as taking advantage of appropriate opportunities for professional development and use the 

outcomes effectively to improve pupils’ learning. 

 

‘sustained’ means: maintained continuously over at least 2 years.   

 

A rigorous assessment of the application will be made by the line manager of the staff member. 

Consideration will be made as to extent to which the applicant meets the teacher standards. Evidence 

can also be drawn by the applicant from the relevant leadership standards. 

The Head teacher will make the final decision as to whether to propose progression to the UPR to the 

Governing Body Pay Committee. The Head teacher will also propose at which point on the UPR the 

applicant should move. This committee will decide to make one of the following decisions: 

 

• The evidence, from the applicant, presented by the Head teacher is sufficient to satisfy the 

Governors that the applicant has met the expectations required to progress to the Upper Pay 

Range, or 

• The evidence presented by the Head teacher is insufficient to make a determination and they 

would seek further information or clarification on specific aspects of the application (a deadline 

of by 31
st
 October would be set for reconsideration), or 

• The evidence presented by the Head teacher is insufficient to satisfy the Governors that the 

applicant has met the expectations required to progress to the Upper Pay Range and therefore 

the staff member will remain at their current pay point. 

 

Processes and procedures 

The assessment will be made by the Head teacher by 15
th
 November. The Governing Body will make 

the final decision in enough time to inform the applicant of the decision by November 30
th
. 

 

If successful, applicants will move to the upper pay range from the beginning of the academic year (so 

pay will be backdated if necessary). There will be a single date for all moves to the Upper Pay Range. 

 

Governors will decide the pay point (on the UPR) to which the successful applicant should move based 

on: 

• the nature of the post and the responsibilities it entails 

• the level of qualifications, skills and experience of the teacher 

• an assessment against the criteria described on pages 8 and 9 of this policy 

 

If unsuccessful, written feedback will be provided by the Head teacher by 30
th
  November. 

 



Any appeal against a decision not to move the teacher to the upper pay range will be heard under the 

School’s Appeals Procedure. 

 

Leading Practitioners 

 

The Governing Body have determined that there are to be no leading practitioner posts. This provision 

will be reviewed in June 2014. 

 

 

Part-time Teachers 

 

Teachers employed on an ongoing 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.  

 

A Part-time Teachers Calculation Tool is available on EIS. 

 

  

Supply Teachers 

 

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; periods of employment for less than a 

day being calculated pro-rata. Agency Supply Staff are paid on a flat rate agreed with the agency. Any 

other supply staff will be informed as to the rate of pay which the school is offering prior to them 

undertaking the work. 

 

In making such determinations, the Head teacher 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. 

 

There is no assumption that a teacher will be paid at the same rate as they are being paid in another 

school.  

 

 

Unqualified Teachers 

 

The Governing Body will determine the pay range for an unqualified teacher vacancy prior to 

advertising it. 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 Governing Body will pay an unqualified teacher on one of the employment-based routes into 

teaching on the unqualified teachers’ range as stated in DfE TPC 2012: £15817 - £25016 

 

Unqualified Teachers’ Allowance 

 

The Governing Body will pay an unqualified teacher’s allowance to unqualified teachers when the 

Governing Body consider their basic salary is not adequate having regard to their responsibilities, 

qualifications and experience in the following circumstances: 

 

• If the governing body feel that the unqualified teacher has a significant responsibility for 

planning and delivery of learning and teaching, full time for a period of 6 months or more. 

 

This would include circumstances in which the unqualified teacher is currently employed on our staff 

as an HLTA or SHLTA and, 

• If the basic unqualified teacher salary is less than that received by the HLTA or SHLTA as their 

usual remuneration 

 

Teaching and Learning Responsibility Payments 

 

Teaching and Learning Responsibility Payments (TLRs) are awarded to the holders of posts indicated 

in the attached staffing structure. 

 

The values of the TLRs to be awarded are set out below. 

 

TLR2s will be awarded to the following values 

£3350 to the holder of TLR2a posts 

 

TLR3s (fixed term) will be awarded up to the following value(s) 

• (£2000). 

 

TLR3s are for the following purposes: 

• For significant leadership responsibility over specific members of staff that will take place for a 

fixed period of time (i.e. teaching direct, or equivalent, Initial Teacher Training placements of 

up to a year) and/or a school development initiative e.g. specific project-management over a 

fixed period of time. 

 

Special Educational Needs Allowance 

 

No Special Educational Needs (SEN) allowance will be awarded in accordance with the terms of 

paragraph 25 in Section 2 of the STPCD. 

Back to Content 

 

 

Discretionary Allowances and Payments 

 

The Governing Body have determined that they will not award any discretionary allowances or 

payments. 

  

The Governing Body have determined that they will not award any additional payments to the Head 

Teacher. 

 

 

Recruitment and Retention Incentives and Benefits 

 



The Governing Body have determined that they will not award any recruitment and retention 

incentives. 

 

Residential duties 

 

The Governing Body have determined that they will not award any payments for residential duties. 

 

Honoraria 

 

Under the terms of the STPCD, it is illegal for the Governing Body to pay any honoraria to any 

member of the teaching staff for carrying out their professional duties as a teacher. 

 

 

Additional Information 

 

Pay increases arising from changes to the Document 

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

time.  

 

Pay changes by mutual consent 

Any member of staff wishing to request a reduction in responsibility and pay should do so in writing. 

This request will be considered by the Pay Committee and a decision will be made taking into account 

the request from the teacher and the operational requirements of the School. 

 

Monitoring the impact of the Policy 

The Governing Body (Pay Committee) will monitor the outcomes and impact of this policy on an 

annual basis, including trends in progression across specific groups of teachers to assess its effect and 

the school’s continued compliance with equalities.  



 

Appendix A – School’s Staffing Structure 

 

Headteacher 

 

Assistant headteacher 

 

Teacher with TLR2 

 

2 x Classroom teacher 

 

2 x Senior Teaching Assistant 

 

2 x Teaching Assistant 

 

3 x LSA posts ~(2 for SEN child 1 to 1) 

 

1 x Premises Officer 

 

1 x Cleaner 

 

4 x Midday Supervisor 

 

1 x Secretary/ Bursar 

 



 

Appendix B – Terms of reference for Pay Committee. 

 

THURLASTON C.E. PRIMARY SCHOOL 

 

PAY COMMITTEE 

 

TERMS OF REFERENCE 

 
 
1. INTRODUCTION 

 
1.1 These terms of reference provide the operational framework for the Finance 

Committee of Thurlaston Church of England Primary School. 
 
1.2 This framework is established upon the foundation of our school’s distinctive ethos 

of “Teaching and Living the Christian Way of Life”. 
 
 
2. MEMBERSHIP 

 
2.1 As a minimum requirement the Committee shall consist of three governors. 

 
2.2 A Committee Chair shall be appointed by the committee members. 
 
2.3 The quorum for a meeting of the Committee shall be at least three Governors. 

 
 
3. MEETINGS 

 
3.1 Meetings of the Committee shall be held at least once a year. 
 
3.2 The Committee may convene additional meetings provided that the requirement of 

Standing Order 6.1 for adequate notice is met. 
 
3.3 The Committee may cancel scheduled meetings, in consultation with the Chair of 

Governors and/or the Headteacher, if there is no business to transact, subject to 
the same notice requirements as Standing Order 6.1. 

 
3.4 All meetings will be convened by the Headteacher. 
 
3.5 The Agenda will be organised by the Headteacher. 

 
 
4. MINUTES 

 
4.1 Attendance records as required by Standing Order 10 shall be kept. 
 
4.2 The meeting shall nominate one of the Committee members to take minutes of the 

meeting. 
 
4.3 If the committee is due to meet again prior to the next meeting of the Full Governing 

Body that Committee meeting will approve the minutes of the previous Committee 



meeting.  The approved minutes will be presented for information to the next 
meeting of the Full Governing Body. 

 
4.4 If the Committee is not due to meet again prior to the next meeting of the Full 

Governing Body, the Committee Chair will approve draft minutes, which will be 
presented at the next meeting of the Full Governing Body.  The Committee will then 
approve the minutes of the previous Committee meeting at the subsequent 
Committee meeting. 

 
 
5. RESPONSIBILITIES 

 
5.1 To agree and recommend the Staff Pay Policy to the full Governing Body. 

5.2 To ensure the application of the Pay Policy in a fair and consistent way. 

5.3 To ensure all statutory and contractual requests are applied. 

5.4 To record all decisions and report back to the full Governing Body. 

5.5 To recommend to the Governing Body the total amount of funding needed for pay 

progression. 

5.6 To ensure up to date knowledge about pay issues and to make relevant 

recommendations to the full Governing Body. 

 
 
6. REVIEW 

 

6.1       The existence of the Pay Committee, its terms of reference, membership and Chair 
shall all be reviewed annually by the Committee at the first meeting of the academic year. 
 
 
Signed: ______________________________          Date: _______________ 
 

 



 

Appendix C – School’s Appeals Procedure 

 

PROCEDURE FOR APPEAL AGAINST DECISION BY PAY COMMITTEE 

See Appeals Policy for more detail: 

 

Conducting an Appeal Hearing  

The appeal hearing should follow the format below: 

 

1. The Chair of the panel will introduce those present and outline the procedure to be 
followed.  An employee who is not accompanied will be reminded of their right to 
representation. 

 
2. The employee and/or their representative will present the reason for their appeal, 

including any new evidence. 
 
3. The employee and/or their representative may call a witness to support their case.   
 
4. The management representative (i.e. the person who made the original decision) may 

question the witness. 
 
5. The panel may question the witness. 
 
6. Steps 3-5 will continue until all of the employee’s witnesses have been heard and 

questioned. 
 
7. The management representative may question the employee and their representative on 

their case presentation. 
 
8. The panel may question the employee and their representative on their case 

presentation. 
 
9. The management representative will present their response to the appeal, including any 

new evidence. 
 
10. The management representative may call a witness to support their case.   
 
11. The employee and/or their representative may question the witness. 
 
12. The panel may question the witness. 
 
13. Steps 10-12 will continue until all of the management representative’s witnesses have 

been heard and questioned. 
 
14. The employee and/or their representative may question the management representative 

on their case presentation. 
 
15. The panel may question the management representative on their case presentation. 
 
16. The employee and/or their representative will have the opportunity to sum up their case.   
 
17. The management representative will have the opportunity to sum up their case. 
 



18. The management representative, the employee and their representative will leave the 
room so that the panel can deliberate. 

 
19. Having deliberated on the matters placed before them, the panel will set out their 

decision and then recall and advise those attending the hearing of the outcome. 
 

Possible Outcomes 

The possible outcomes of an appeal hearing are: 

• Uphold the original decision and, if applicable, maintain any sanction; 

• Overturn the original decision (in whole or part) and implement a new decision.  In cases 

where new evidence has been presented at the Appeal Hearing, this could include increasing 

the original sanction.  

 

The panel may also wish to make additional recommendations, e.g. training, guidance, etc.  

 

Notification of Outcome 

The employee should be advised, in writing, of the outcome of the appeal hearing.  A copy of the notes 

from the hearing should also be provided.  The employee will have no further right of appeal against 

the decision.  

 

 

 

 



 

Appendix D – Career Stage Descriptors 

The best fit expectations for teachers at different career stages are as follows: 

 TEACHER 

M1, M2, M3 

ACCOMPLISHED TEACHER 

M4, M5, M6 

EXPERT TEACHER 

UPS1, UPS2, UPS3 

Example Required 

Evidence to support 

judgements Old 9 point Scale M2  M4 M6 UPR1 UPR3 

New Pay Scale M1a, M1b, M2a, M2b, M3a, M3b M4a, M4b, M5a M5b, M6 UPS1a UPS1b UPS2a UPS2b UPS3 

 

Professional 

Practice 

All teaching at least 

satisfactory; much 

better 

All teaching good or 

better 

All teaching good, 

with up to ¼ outstanding  

All teaching good, 

more than ¼  

outstanding 

All teaching good, at 

least 1/3 outstanding 

Lesson 

Observations 

Learning Walks 

 

 

Professional 

outcomes 

 

Most pupils (in 

relevant taught groups) 

achieve and make 

progress in line with 

school 

expectations 

Almost all pupils (in 

relevant taught 

groups) 

achieve and make 

progress in line with 

school expectations 

Almost all pupils (in 

relevant taught groups) 

achieve and make 

progress in line with 

school expectations; 

some (at least 1 in 6) 

exceed them (not EYFS) 

Almost all pupils (in 

relevant taught groups) 

achieve and make 

progress in line with 

school expectations; 

some (at least 1 in 5) 

exceed them 

Almost all pupils (in 

relevant taught groups) 

achieve and make 

progress in line with 

school expectations; 

many (at least 1 in 4) 

exceed them 

Reading, Writing 

and Maths 

attainment and 

progress data 

 

Book Scrutiny 

Pupil Progress EYFS 32+ points 33+ points 34+ points  35+ points 36+ points 
Profile tracking – 

Development Matters 

Average Pupil Progress KS1 

(avg across Reading, Writing, 

Maths) 
4.6 4.7 4.9 5.0 5.2 

Data Trackers 
Average Pupil Progress KS2 

(avg across Reading, Writing, 

Maths) 
3.2 3.4 3.6 3.7 3.9 

 

 

Professional 

relationships 

Positive working 

relationships with 

pupils, parents & 

colleagues 

These relationships 

are securely focussed 

on improving 

provision 

for pupils 

Professional relationships 

with pupils, colleagues & 

staff lead to excellent 

class provision 

Plays a proactive role 

in building key stage 

teams to improve 

provision & outcomes 

Plays a proactive role 

in building school wide 

teams to improve 

provision & outcomes 

Development group 

network minutes 

Staff Meeting 

Minutes 

 

 

Professional 

development 

 

Able, with support, to 

identify key 

professional 

development needs & 

respond to advice & 

feedback 

Takes a proactive 

role in accessing 

relevant support & 

professional 

development from 

colleagues 

Fully competent 

practitioner able to 

keep up-to-date with 

changes & adapt 

practice accordingly 

 

Plays a proactive role 

in leading the 

professional 

development of Key 

Stage colleagues 

(through significant 

subject leadership) 

Plays a proactive role 

in leading the 

professional 

development of 

colleagues across the 

school (and school to 

school) 

CPD Evaluations 

 

Developing Self and 

Others (CPD) 

It is recognised at Thurlaston Primary School that, in exceptional circumstances (e.g. pupils who start at the school mid-year or the extremely/unusually low attainment of individual pupils which negatively impacts on overall group pupil 

attainment or progress), consideration will be given for the removal of such data from the overall picture to more fairly reflect the impact of the teacher’s teaching.  



 



Appendix E – Self-Assessment – Threshold Application Form 

 
PREAMBLE Self 

Audit 

O  G  

RI  

IA 

Comment /Evidence Sch. 

Audit  
O  G  

RI  IA 

Std 

Met

? 

Y/N 

• Teachers make the education of their pupils their first concern, and are 
accountable for achieving the highest possible standards in work and conduct.  

Teachers act with honesty and integrity; have strong subject knowledge; keep 
their knowledge and skills as teachers up-to-date and are self-critical; forge 

positive professional relationships; and work with parents in the best interests of 

their pupils. (1, 2, 3, 4, 5, 6, 7, 8, 9) 

    

O – Outstanding Standards    G – Good Standards RI –Standards Require Improvement  IA - Inadequate Standards 
 

STANDARDS – PART 1 Self 

Audit 
Comment/Evidence 

Lesson observation/work scrutiny/subject 

file/memos 

Sch. 

Audit 
Std 

met

? 
O  G  

RI IA 
O  G  

RI 

IA 

Y/N 

1.      Set high expectations which inspire, motivate and challenge pupils 

1.1 Establish a safe and stimulating environment for pupils, rooted in mutual 
respect (1, 3) 

    

1.2 Set goals that stretch and challenge pupils of all backgrounds, abilities and 
dispositions. (1, 2, 3) 

 

1.3 Demonstrate consistently the positive attitudes, values and behaviour which are 
expected of pupils. (3, 7) 

 

2.      Promote good progress and outcomes by pupils 

2.1 Be accountable for pupils’ attainment, progress and outcomes. (2)     

2.2 Plan teaching to build on pupils’ capabilities and prior knowledge.(1, 2,6)  

2.3 Guide pupils to reflect on the progress they have made and their emerging 

needs. (1, 2) 

 

2.4. Demonstrate knowledge and understanding of how pupils learn and how this 
impacts on teaching. (4, 6) 

 

2.5 Encourage pupils to take a responsible and conscientious attitude to their own 
work and study. (1, 4) 

 

3.      Demonstrate good subject and curriculum knowledge 

3.1 Have a secure knowledge of the relevant subject(s) and curriculum areas, foster 

and maintain pupils’ interest in the subject and address misunderstandings. (1, 

4, 6) 

    

3.2 Demonstrate a critical understanding of developments in the subject and 
curriculum areas, and promote the value of scholarship. (4, 6) 

 

3.3 Demonstrate an understanding of and take responsibility for promoting high 
standards of literacy, articulacy and the correct use of standard English, 

whatever the teacher’s specialist subject. (1) 

 

3.4 If teaching early reading, demonstrate a clear understanding of systematic 
synthetic phonics. (4, 6) 

 

3.5 If teaching early mathematics, demonstrate a clear understanding of appropriate 

teaching strategies. (4, 6) 

 

4.      Plan and teach well structured lessons 

4.1 Impart knowledge and develop understanding through effective use of lesson 
time. (1) 

    

4.2 Promote a love of learning and children’s intellectual curiosity. (1)  

4.3 Set homework and plan out-of-class activities to consolidate and extend the 
knowledge and understanding pupils have acquired. (1) 

 

4.4 Reflect systematically on the effectiveness of lessons and approaches to 

teaching. (6, 7, 9) 

 

4.5 Contribute to the design and provision of an engaging curriculum within the 

relevant subject area(s). (4) 

 

5.      Adapt teaching to respond to the strengths and needs of all pupils. 

5.1 Know when and how to differentiate appropriately, using approaches which 
enable pupils to be taught effectively. (1, 2, 6, 7) 

    

5.2 Have a secure understanding of how a range of factors can inhibit pupils’ ability 

to learn and how best to overcome these. (1, 4, 6, 7) 

 

5.3 Demonstrate an awareness of the physical, social and intellectual development 

of children, and know how to adapt teaching to support pupils’ education at 
different stages of development. (1, 4, 7) 

 

5.4 Have a clear understanding of the needs of all pupils, including those with 

special educational needs; those with high ability; those with English as an 
additional language; those with disabilities; and be able to use and evaluate 

distinctive teaching approaches to engage and support them. (1, 4, 7) 

 



 
6.      Make accurate and productive use of assessment. 

6.1 Know and understand how to assess the relevant subject and curriculum areas, 
including statutory assessment requirements.(1, 4, 9) 

    

6.2 Make use of formative and summative assessment to secure pupils’ progress. 

(9) 

 

6.3 Use relevant data to monitor progress, set targets, and plan subsequent lessons. 
(2, 9) 

 

6.4 Give pupils regular feedback, both orally and through accurate marking, and 

encourage pupils to respond to the feedback. (2, 3, 9) 

 

O – Outstanding Standards    G – Good Standards RI –Standards Require Improvement  IA - Inadequate Standards 

 

STANDARDS – PART 1 (Continued) Self 

Audit 
Comment/Evidence 

Lesson observation/work scrutiny/subject 

file/memos 

Sch. 

Audit 
Std 

met

? 
O  G  

RI 

IA 

O  G  

RI 

IA 

Y/N 

7.           Manage behaviour effectively to ensure a good and safe learning environment 

7.1 Have clear rules and routines for behaviour in classrooms, and take 

responsibility for promoting good and courteous behaviour both in 
classrooms and around the school, in accordance with the school’s 

behaviour policy. (1, 7, 8) 

    

7.2 Have high expectations of behaviour, and establish a framework for 
discipline with a range of strategies, using praise, sanctions and rewards 

consistently and fairly. (1, 7, 8) 

 

7.3 Manage classes effectively, using approaches which are appropriate to 

pupils’ needs in order to involve and motivate them. (1, 7) 

 

7.4 Maintain good relationships with pupils, exercise appropriate authority and 

act decisively where necessary. (3, 7) 

 

8.            Fulfil wider professional responsibilities 

8.1 Make a positive contribution to the wider life and ethos of the school. (5, 8)     

8.2 Develop effective professional relationships with colleagues, knowing how 

and when to draw on advice and specialist support. (3) 

 

8.3 Deploy support staff effectively. (1, 3)  

8.4 Take responsibility for improving teaching through appropriate 

professional development, responding to advice and feedback from 

colleagues. (3, 4) 

 

8.5 Communicate effectively with parents with regard to pupils’ 
 achievements and well-being. (3) 

 
 

O – Outstanding Standards    G – Good Standards RI –Standards Require Improvement  IA - Inadequate Standards 

 

STANDARDS – PART 2 PERSONAL AND PROFESSIONAL CONDUCT 

The following statements define the behaviour and attitudes which set the required 

standard for conduct throughout a teacher’s career. 

Self 

Audit 

���� x 

Comment/Evidence 

Lesson observation/work scrutiny/subject 

file/memos 

Sch. 

Audi 

���� x 

Std 

Met

? 

Y/N 

2.1         Teachers uphold public trust in the profession and maintain high 

standards of ethics and behaviour, within and outside school, by: 

1. Treating pupils with dignity, building relationships rooted in mutual 
respect, and at all times observing proper boundaries appropriate to a 

teacher’s professional position.  
2. Having regard to the need to safeguard pupils’ well-being, in accordance 

with statutory provisions. 

3. Showing tolerance of and respect for the rights of others.  
4. Not undermining fundamental British values, including democracy, the 

rule of law, individual liberty and mutual respect, and tolerance of those 

with different faiths and beliefs.  
5. Ensuring that personal beliefs are not expressed in ways which exploit 

pupils’ vulnerability or might lead them to break the law. (1, 2, 3, 4) 

    

2.2 Teachers must have a proper and professional regard for the ethos, 

policies and practice of the school in which they teach, and maintain 

high standards in their own attendance and punctuality. (4, 8) 

    

2.3 Teachers must have an understanding of, and always act within, the 

statutory frameworks which set out their professional duties and 

responsibilities. (4) 

    

O – Outstanding Standards    G – Good Standards RI –Standards Require Improvement  IA - Inadequate Standards 

 



Line Manager’s Commentary – 

O – Outstanding Standards    G – Good Standards RI –Standards Require Improvement    IA - Inadequate Standards 

Descriptor Evidence Line Manager’s Grade 

Judgement 

 

All teaching good, 

more than ¼  outstanding 

  

Almost all pupils (in relevant 

taught groups) achieve and 

make progress in line with 

school expectations; some 

(at least 1 in 5) exceed them 

  

Plays a proactive role 

in building key stage 

teams to improve 

provision & outcomes 

  

Expectation of Pupil 

Progress 

Relevant to Key Stage 

(Appendix D) 

  

Plays a proactive role in 

leading the professional 

development of Key Stage 

colleagues (through 

significant subject 

leadership) 

  

 

I confirm that this application is a true reflection of my self-assessment and  the judgements of my line 

manager of the standards of my professional performance in the school. I wish to submit this application 

to move to the Upper Pay Range from the beginning of the academic year _________ (year). 

 

Signed (Applicant) ________________________________  Date: ________________________________ 

 

Name ________________________________   

 

 

I confirm that ______________________________________ has /has not met the Teachers’ standards 

consistent with his/her career stage and meets all of the career stage descriptors relating to the Upper Pay 

Range. 

  

Signed (Headteacher) ________________________________  Date: ________________________________ 

 

Name ________________________________   

 


