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1.  Purpose 
  
1.1 Transform Trust believes that a fair, transparent and consistent pay policy which recognises and 
rewards teachers as highly skilled professionals is a key element in effective school improvement.  
 
1.2 This policy relates to the 2025/26 academic year and applies to all teaching staff employed by 
Transform Trust, including unqualified teachers, teachers on the main and upper pay scales, leading 
practitioners (currently none employed) and senior leaders paid under the School Teachers’ Pay and 
Conditions Document (STPCD). It does not apply to agency teachers who may be working within the 
school, but are not directly employed by the school. 
 
1.3 It is written with reference to the STPCD published in 2025, and is reviewed annually. 
 
1.4 All teachers at Transform Trust are remunerated based on 1265 hours / 195 days per year (for 
payroll purposes this is recorded as 32.5 hours per week). 
 
1.5 Transform Trust aspires to be an employer of choice who strive to pay its workforce fairly, 
equitably, and competitively.  
 
1.6 Appropriate consultation will take place with all employees and stakeholders including recognised 
Trade Unions. 
 
1.7 In this policy references to Headteacher include the Chief Executive Officer (CEO) and the Senior 
Leader responsible for each School. 
 
1.8 In the case of Early Career Teachers (ECTs) pay decisions will be made with reference to the 
statutory induction process. 

 
1.9 The payment of national annual pay awards will be determined at the discretion of the Board of 
Trustees but current practice is to honour our commitment to match or exceed those agreed 
nationally. 
 
2. Introduction 

 
2.1 In adopting this pay policy the aim is to:  

  

• assure the quality of teaching and learning at the school;  

• support recruitment and retention and reward teachers appropriately;  

• ensure accountability, transparency, objectivity and equality of 
opportunity. 

 
2.2 In line with our Trust’s Scheme of Delegations, pay decisions for school-based colleagues will be 
made by the Headteacher where these are within approved budgets.  
 
2.3 Pay decisions relating to Headteachers, Executive Headteachers, and central team members who 
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are paid under this Policy, are made by our Trust’s CEO on behalf of our Trust 
Board, in conjunction with the Chief People Officer and Chairs of Governors from each school.  
 
2.4 All pay related decisions are taken in compliance with the Equality Act 2010, The Employment 
Rights Act 1996, The Employment Relations Act 1999 and The Employment Act 2002, as well as The 
Part-time Workers (Prevention of Less Favourable Treatment) Regulations 2000, and The Fixed Term 
Employees (Prevention of Less Favourable Treatment) Regulations 2002. 

 
3. Pay Reviews 
 
3.1 Each teacher’s salary (with the exception of any teacher on the Leadership Pay Scale) will be 
reviewed annually between 1 September and 31 October, and they will be notified of the outcome 
by no later than 30 November in a written statement setting out their salary and any other financial 
benefits to which they are entitled. It is a statutory requirement to provide an annual salary 
statement to all teachers, even if their salary has not changed.  
 
3.2 Leadership reviews will take place between October and November to ensure the review cycle 
can be concluded effectively. Pay will be backdated to September. 
 
3.3 Reviews may take place at other times of the year to reflect any changes in circumstances or job 
descriptions that lead to a change in the basis for calculating an individual’s pay. A written statement 
will be given after any interim review and where applicable will give information about the basis on 
which it was made. 
 
3.4 Where a pay determination leads or may lead to the start of a period of safeguarding (protection 
of salary) in accordance with STPCD, the Headteacher will give the required notification as soon as 
possible and no later than one month after the date of the determination. 

 
4.  Basic Pay Determination on Appointment 
 
4.1 The Headteacher will determine the pay scale for a vacancy prior to advertising it. 
 
4.2 On appointment the Headteacher will determine the starting salary within the advertised scale 
to be offered to the successful candidate. In making such determinations, the principles and pay 
scales set out in this Policy will be applied, and take into account the nature of the post, and the level 
of qualifications, skills & experience required.  

 
Qualified teacher posts (main pay scale and upper pay scale) 
 
4.3 Transform Trust has established the following pay scales for classroom teacher posts paid on the 
Main Pay Scale and Upper Pay Scale which are in accordance with the pay scales specified in the 
STPCD. 
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 Main Pay Scale 
 

 

• 1 (minimum) • £32,916 

 

• 2 • £34,823 

• 3 
• £37,101 

• 4 
• £39,556 

• 5 
• £42,057 

• 6 (maximum) 
• £45,352 

 Upper Pay Scale 
 

• 1 (minimum) 
• £47,472 

 

• 2 • £49,232 

• 3 (maximum) 
• £51,048 

 
It is expected that all ECTs will not be paid less than MPS1 in their first year; and not less than MPS2 
in their second year (subject to successful completion of their End of Year 1 Formal Assessment). 
 
5.  Unqualified Teachers 
 
5.1 Transform Trust has established the following pay scale for unqualified teachers employed in 
classroom teacher posts. 
 
 

• Unqualified Teacher Pay Scale 
 

• 1 (Minimum) 
• £22,601 

• 2 
• £25,193 
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• 3 
• £27,785 

• 4 
• £30,071 

• 5 
• £32,667 

• 6 (maximum) 
• £35,259 

 
 
5.2 Any teacher who obtains qualified teacher status must be transferred to a salary within the main 
pay scale, at a salary which is the same or higher than their unqualified teacher salary. 
 
5.3 Only the following will be appointed as Unqualified Teachers: 
 

• Trainees working towards QTS. 

• Overseas trained teachers who have not exceeded the four years they are allowed to ‘teach’ 
without having QTS, and; 

• Instructors (people with particular skills and/or expertise), who may only be employed for as 
long as a qualified teacher cannot be recruited and will not, therefore, be given permanent 
contracts. 

• Specialist Teachers who may not be qualified but have a skill-set that is unlikely to be sourced 
from a wider recruitment pool i.e. Teachers of the Quran / Quranic study. These teachers are 
permitted to be employed on permanent contracts but only where HR advice and approval 
has been sought in advance. 

 
5.4 Trainees on the Schools Direct (salaried) or Apprenticeship route working towards QTS will be 
paid on the Unqualified Teachers’ Range.  
 
5.5 Unqualified teachers are not eligible for TLR payments or SEN allowances. 

 
6.  Headteachers and other leadership group roles 
 
6.1 The pay range, and pay on appointment, for Headteacher / Head of School / Executive 

Headteacher posts will be determined by our Trust Chief People Officer (CPO) on behalf of our 
Trust Board in conjunction with the Trust CEO. Any recommendations are ratified by the 
Governing Body Chair taking into consideration the criteria specified in the STPCD (e.g. school 
group size) and ensuring fair pay relativities.  
 

6.2 If there is a re-determination of 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. Factors set out in Annex A will be considered when determining an appropriate 
pay range. Other relevant considerations the Local Governing Body feels are relevant will be 
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considered. In all circumstances, approval from the Trust Executive team and Trust 
Pay Committee is required before any re-determination can be made. 

 
6.3 When re-determining the pay range, this will be done in accordance with paragraph 9 of the 
STPCD; and paragraph 9 of section 3 guidance. In addition, the Leadership Pay Principles will be 
applied so that no range can be re-determined without meeting Trust criteria set by the Board of 
Trustee Pay Committee.  

 
6.4 The Headteacher, in conjunction with the CPO and ratified by their Governing Body, will 
determine the size and composition of the rest of the leadership group, and will review its 
membership annually. All members of the leadership group will have substantial strategic 
responsibilities for school leadership and management. 
 
6.5 The Headteacher will continue to use a 5 point remuneration pay range for these leadership group 
posts when they propose to make new appointments or where there is a significant change in 
responsibilities of serving leadership group members, taking into consideration the criteria specified 
in the STPCD and ensuring fair pay relativities within the school and between different schools within 
Transform. The CPO will approve alongside one other member of the Executive Team. Records of 
benchmarking should be retained for new posts. 
 
6.6 For payroll purposes, and to help monitor fairness and consistency, leadership group pay ranges 
and/or pay points will be defined with reference to the scale set out below.  
 

• Leadership 

• L1 
• £51,773 

• L23 
• £88,951 

• L2 
• £53,069 

• L24 
• £91,158 

• L3 
• £54,394 

• L25 
• £93,424 

• L4 
• £55,747 

• L26 
• £95,735 

• L5 
• £57,137 • L27 

• £98,106 

• L6 
• £58,569 

• L28 
• £100,540 

• L7 
• £60,145 

• L29 
• £103,030 

• L8 
• £61,534 • L30 

• £105,595 
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• L9 
• £63,070 

• L31 
• £108,202 

• L10 
• £64,691 

• L32 
• £110,892 

• L11 
• £66,368 

• L33 
• £113,646 

• L12 
• £67,898 

• L34 
• £116,456 

• L13 
• £69,596 

• L35 
• £119,350 

• L14 
• £71,330 

• L36 
• £122,306 

• L15 
• £73,105 

• L37 
• £125,345 

• L16 
• £75,049 

• L38 
• £128,447 

• L17 
• £76,772 

• L39 
• £131,578 

• L18 
• £78,702 

• L40 
• £134,860 

• L19 
• £80,655 

• L41 
• £138,229 

• L20 
• £82,654 

• L42 
• £141,693 

• L21 
• £84,699 

• L43 
• £143,795 

• L22 
• £86,803 

•  •  

 
 

 
7.  Pay Progression 
 
7.1 Although most pay decisions are not linked to performance outcomes, there is an expectation 
that the standards and procedures set out in our Trust’s Teacher Appraisal Policy will be met and 
adhered to; E.G the expectation that the Teachers’ Standards will be met; annual and mid-year 
reviews take place; lesson observations, setting of objectives based on development needs and 
monitoring of performance against these;  discussing development needs and behaviours in line with 
the Transform Leadership Framework will take place. Where there are concerns, these will be dealt 
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with under the Appraisal Policy / Capability Procedure. 
 
 
7.2 Headteacher will review and approve annual salary increases for teachers who have completed a 
year of employment since the previous annual pay determination. 
 
7.3 Our Trust has separated pay from performance management for all staff except school and Trust 
based leaders. Other colleagues who are not at the top of their pay scale (or individual salary range, 
if applicable) will automatically receive a one-step pay increase unless: 
 

A. they are ECTs, where pay decisions will be made by means of the statutory 
induction process and salary progression will be awarded following successful 
completion of the first and second year ECT assessments. 

or 
B. there are significant concerns about under-performance that have been 
discussed and documented in a support plan [informal or formal, under the Capability 
Procedure] at the point that pay awards are being determined. In these cases, the 
colleague will not be eligible for automatic pay progression. However, pay progression 
may still take place following successful completion of a support plan. This will be 
applied from the start of the next month following successful completion, and will not 
be backdated. 

or 
C. the colleague is on MP6 and is pending approval of progression through the 
moderation process. As a result, the person is then successful in moving from the Main 
Pay Scale to the Upper Pay Scale. 
 

 
7.4 Accelerated progression is not possible. 

 
7.5 Where teachers have joined a school part way through the year, they will be eligible for salary 

progression the following September, unless their appointment letter or contract of employment 
states that alternative arrangements will apply. 

 
7.6 Pay changes as a result of the annual pay review will be with effect from 1 September. The 

school’s budget planning process must ensure that appropriate funding is allocated for pay 
progression for all eligible teachers.  

 
8.  Movement to the Upper Pay Scale 
 
8.1 Our expectation is that the majority of colleagues will want, and be able to, progress from the 
Main Pay Scale (MPS) to the Upper Pay Scale (UPS). 
 
8.2 Teachers already on MPS6 will be considered by the Headteacher for movement to UPS as part 
of the Appraisal process. If there is any reason why a colleague is reluctant to move to UPS, this should 
be fully discussed with their Reviewer. Even if a teacher indicates at the start of their MPS6 year that 
they don’t want to be considered for UPS, they should still be encouraged / supported in their 
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development towards UPS progression throughout the year wherever possible. If 
their Reviewer considers that they meet the criteria for progression at the end of the year, and wants 
to recommend them for UPS progression a further discussion with the colleague should take place, 
however the final decision to refuse progression rests with the colleague. 
 
8.2 In our Trust a teacher on the UPS will have excellent depth and breadth of knowledge, skill and 
understanding, will coach and mentor others and will make a wider contribution outside their own 
classroom. They are not expected to take on a ‘whole school’ project or other new responsibility in 
order to progress. 
 
8.3 STPCD states that an application from a qualified teacher will be successful where “a) the teacher 
is highly competent in all elements of the relevant standards; and b) That the teacher’s achievements 
and contribution to an educational setting or settings are substantial and sustained” 
 
The rest of this section sets out the process for moving from MPS to UPS and sets out how our Trust 
interprets the criteria set out above. 
 
Preparation 
8.5 Colleagues and reviewers (including Headteacher) should begin a conversation around UPS 
progression at the start of their MPS6 year (or sooner if requested) so that the appraisal process can 
be focused on enabling the teacher to demonstrate that they are ready for UPS. This will also enable 
encouragement, support and appropriate CPD to be given. 
 
In addition, to help colleagues to be successful in moving to UPS at the end of the year, there is an 
expectation that (if they are not themselves the reviewer) the Headteacher will liaise with reviewers 
of all colleagues at MPS6 at the start of the year (objective setting) and the mid-year review point 
(progress is on track). 
 
8.6 For the avoidance of doubt, it should be noted that: 
 

• the reviewer carries out the appraisal process, and is responsible for helping and supporting 
the teacher prepare for UPS, and may make a recommendation to the Headteacher about the 
teacher’s readiness for UPS; 
 

• the Headteacher if not the appraiser reviews the teacher’s readiness to move to UPS, taking 
into account the information from the appraisal process and other sources which forms part 
of their usual professional development cycle and monitoring, and makes the decision on 
whether to recommend or not the teacher will progress to UPS.  

 
Evidence 
8.7 The evidence to be used will be only that available through the Appraisal and monitoring 
processes (see Appraisal Policy). There is no requirement or expectation to submit any additional 
evidence to support meeting the criteria. However, if the teacher chooses to do so then this must not 
be discounted by the Headteacher and can be taken into consideration. 
 
8.8 In certain cases, such as where a teacher has been absent due to maternity, paternity, adoption 
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or parental leave, or on long term sickness absence, they will only be required to 
submit supporting evidence covering the reduced period of time they were at school: this may mean 
the teacher only has evidence from one performance review to submit. Reasonable adjustments 
should be considered for teachers with a disability. 
 
8.9 When considering a wider contribution outside their own classroom, the expectations placed on 
colleagues who work part time should be reasonable and proportionate to the hours that they work. 
 
8.10 In exceptional cases, where the nature of absence or absences means the teacher does not have 
any results from Appraisal reviews to allow them to be considered fairly, they will be able to cite 
evidence drawn from a shorter time frame (one year preceding the assessment date) and will also be 
permitted to present evidence which aggregates to two years drawn from a period of up to five years 
immediately before the date of their notification. 
 
8.11 If a teacher is simultaneously employed at another school(s) outside of our Trust, they must 
submit a separate notification if they wish to apply to be paid on the Upper Pay Scale in that school. 
Transform Trust will not be bound by any pay decision made by another school. 
 
8.12 If a teacher is simultaneously employed at more than one Transform Trust school, this should 
be made clear in their notification. The Headteacher receiving the notification should seek advice 
from their HR Business Partner. 
 
Assessment of request 
8.13 Movement on to the UPS is not automatic, and it should not be seen as an extension of the main 
pay scale. 
 
8.14 Movement to UPS will be successful where the Headteacher is satisfied that the teacher has met 
the criteria set out in Annex B and it has been moderated to ensure consistency of application.  
 
8.15 Holding a TLR does not automatically entitle someone to move to UPS, but work carried out as 
part of TLR responsibilities may be used to demonstrate wider contribution outside the classroom. 
 
8.16 The evidence available will be assessed by the Headteacher and they will make the final 
recommendation before the application is moderated by a panel. This will have regard to the two 
most recent Appraisal reports (unless exceptional circumstances apply). 
 
8.17 If the Headteacher does not intend to recommend progression they must discuss this with the 
reviewee. A record of this conversation must be made and kept on the individual’s HR file and shared 
with the employee. The colleague may provide additional information/evidence to the Headteacher 
at this point in support of their application, which may (or may not) change the Headteacher’s 
recommendation. This discussion also acts as Step One (informal resolution) of the appeals process. 
 
Approval of pay change 
8.18 The teacher will be informed of the Headteacher’s decision in writing by 30 September at the 
latest, and should be informed of the moderation and appeals process (Annex B and C). At Transform 
a teacher may only progress once the moderated application has been approved. 
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8.19 If successful the teacher will move to the UPS from 1 September of that year. 
 
8.20 If unsuccessful, feedback will be provided in writing, covering the reasons for the decision, and 
making specific reference to any areas for further development so that the colleague can be 
supported and guided to move to UPS in the future. 
 
8.21 UPS salary levels are permanent within our Trust. 

 
9.  Part-time employees 
 
9.1 Teachers employed by Transform Trust on permanent, fixed term or temporary contract basis 
and who work less than a full working week are deemed to be part-time. 
 
9.2 Except for TLR’s where the calculation may be different, the salary and allowances, if any, of any 
person appointed as a part-time teacher must be determined in accordance with the pro-rata 
principle as set out in the STPCD. 
 
9.3 For TLRs, the payment may also be determined in accordance with the principles set out in 
paragraphs 20.6-20.8 of the STPCD. Those paragraphs indicate a proportion of full-time equivalent 
responsibility principle may apply to existing and new TLR 1 and 2 payments from September 2025. 
In effect, this means a part-time teacher may be paid a full-time TLR.  
 
9.3 The Headteacher will provide the teacher with a written statement detailing their working time 
obligations and the mechanism used to determine their pay, subject to the provisions of the statutory 
pay and working time arrangements. 
 
9.4 Pay for part time colleagues working ad hoc on days they are not usually contracted to work will 
be calculated, based on their usual rate of pay, in accordance with the paragraph below. 
 
10.  Supply teachers 
 
10.1 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; periods of employment 
for less than a day being calculated pro-rata. 
 
10.2 Teachers who are employed to teach for the full pupil day will be paid at a daily rate of 1/195th 
of the annual pay they would receive if engaged on a regular contract.  
 
10.3 Teachers who work less than a full day will have the rate calculated on two pupil/school sessions 
(morning session and afternoon session). Over 195 days, there are 390 sessions. Where a supply 
teacher is engaged for only one session (e.g. afternoon), which is shorter than the other (morning) 
session, the teacher should still be remunerated for the session on the basis of the annual salary 
divided by 390. 
 
11.  Teacher allowances 
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Teaching and Learning Responsibility (TLR) Payments 
 
 
11.1 A School may award a TLR to a classroom teacher in accordance with paragraph 20 of the STPCD 
and paragraphs 47-55 of the section 3 guidance.  TLR 1 or 2 will be for clearly defined and sustained 
additional responsibility in the context of the school’s 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 account the criterion and factors set out at paragraph 20.4.  
 
11.2 The School will ensure that sufficient differential exists between different levels of TLR, taking 
into account of the responsibilities for which the TLR is awarded. All decisions will be objectively 
justified. 
 
11.3 The Headteacher is responsible for ensuring that the criteria for payment of TLRs and SEN 
allowances have been met. 
 
11.4 TLR payments should not be used for recruitment and retention purposes. 
 
11.5 Our Trust pays TLR 1 and 2 payments to teachers in accordance with the pay scales specified in 
the STPCD, as updated from time to time, and the following levels and values will only apply: 
 

• TLR 2A (minimum) 
• £3,527 

• TLR 2B 
• £5,027 

• TLR 2C 
• £6,527 

• TLR 2D (max) 
• £8,611 

  

• TLR 1A (minimum) 
• £10,174 

• TLR 1D (max) 
• £17,216 

 
 

11.6 The criteria for awarding a TLR allowance must meet the following: 
 

Duties include a significant responsibility that is not required of all classroom teachers and that: 
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a) is focused on teaching and learning; 
b) requires the exercise of a teacher’s professional skills and judgement; 
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; and 
e) involves leading, developing and enhancing the teaching practice of other staff. 
 
11.7 Teachers will not be required to undertake substantial permanent additional responsibilities 
without payment of an appropriate permanent TLR1 or TLR2 payment. 
 
11.8 A TLR1 or TLR2 is a payment integral to the responsibilities of a permanent post within a school’s 
staffing structure and therefore: 

 
- may be paid pro-rata based on working time or a proportion of full-time equivalent 

responsibility calculation may be applied to part time teachers (see section 7) This 
means a part-time teacher may be paid a full TLR. 

- may be shared between two people when job-sharing a post 
- a full-time teacher may be paid a part-time TLR where this is shared with another 

teacher 
- may be paid on a temporary basis, with no safeguarding, where a teacher occupies a 

post attracting the allowance in the temporary absence of the post-holder (for example, 
cover for secondment, maternity or sick leave, or vacancies pending permanent 
appointment) 
 

11.9 TLR1 and TLR2 allowances are permanent while the teacher remains in the same post in the 
staffing structure. If a teacher moves to a different post, the Headteacher must determine whether 
a different TLR (or no TLR) applies. 

 
11.10 Teachers may not hold more than one TLR1 or TLR2 payment, but a single TLR payment can 
be based on a job description that itemises several different areas of significant responsibility. A 
teacher can hold one or more TLR3 payments in addition to a TLR1 or TLR2 payment. 
 
11.11 TLR3 opportunities should be advertised internally before being awarded. 

 
TLR3 

• Before making any TLR3 payment, the Headteacher must be satisfied that: the 
responsibilities meet at least two of the criteria listed in section 11.6 above, and 

• they are being awarded for clearly time limited school improvement projects or 
externally driven responsibilities where there is a genuine development or operational 
need, and 

• the responsibilities are not a permanent or structural requirement which should 
instead be rewarded by means of a permanent TLR payment. 
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11.12 Where the Headteacher wishes to make TLR3 payments, the proposed 
responsibilities, level of payment (within the scale of £702 to £3,478 per annum, paid pro rata for 
the duration of the fixed term) and the duration of payment will be set out clearly in writing. 
 
11.13 Under the terms of STPCD, TLR3 payments are not subject to usual pro-rata principles in the 
STPCD. Someone taking on the advertised remit will be expected to undertake the full 
responsibilities and will therefore receive the full payments. 

 
11.14 Any such payments will be subject to a structural change which requires approval from the 
People Team before being implemented. 

 
11.15 TLR3s can only be made to qualified classroom teachers. They may be made to existing TLR1 or 
TLR2 post-holders, where it is clear that the additional temporary responsibilities fall outside those 
already rewarded via the TLR1/2. 

 
11.16 TLR3 payments will not be used to replace or otherwise limit teachers’ pay progression on the 
Main or Upper Pay Scales. There is no safeguarding of TLR3 payments. 

 
11.17 No new TLR1’s will be implemented across Transform Trust without approval of the CPO and 
CEO of Transform Trust. 

 
11.18 Individual schools must seek advice from Trust HR when considering amending or introducing 
TLR’s on the school staffing structure. Any changes are subject to a re-structure document before 
being confirmed by the Governing Body. Governing Bodies are not permitted to amend, introduce or 
remove a TLR without support and advice from Trust HR. approval from the CPO. 

 
Special Educational Needs (SEN) 
 
11.19 School will award a SEN spot value allowance on a range of between £2787 and £5497 to any 
classroom teacher who meets the criteria as set out in paragraph 21 of the STPCD.  
 
11.20 A SEN allowance will be paid to a classroom teacher: 
a) in any SEN post that requires a mandatory SEN qualification and involves teaching pupils with SEN; 
b) in a special school; 
c) who teaches pupils in one or more designated special classes or units in a school. 
 
11.21 When awarding SEN allowances the Headteacher should take into account the structure of the 
School’s SEN provision and: 

- whether any mandatory qualifications are required for the post 
- the qualifications and expertise of the teacher relevant to the post 
- the relative demands of the post 

 
11.22 SEN allowances should be reviewed annually by the Headteacher to ensure the criteria for the 
allowance are still met in light of the role performed by the post-holder. 
 
11.23 Holders of SEN allowances: 
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- must have the relevant responsibilities clearly specified in their job description 
- should be clearly identified in the school’s published staffing structure 
- must not be receiving a SEN allowance for something that would be more appropriately 

rewarded via a TLR payment instead (they should not receive both a SEN and TLR allowance 
for the same responsibilities) 

- should not be carrying out tasks that would be more appropriately undertaken by support 
staff 
 

11.24 SEN allowances may be held at the same time as TLRs, but should not be used for the purposes 
of recruitment and retention. SEN allowances are subject to salary protection (safeguarding). 
 
12 Acting Allowances 
 
12.1 A leader who is assigned extensively and carries out the duties of an Executive Headteacher, 
Headteacher or senior leader for a period in excess of 4 weeks or more may be paid an acting 
allowance as deemed appropriate. Our CPO will in conjunction with the CEO take into account the 
guidance in the STPCD, specifically paragraphs 23.1 – 23.6, and seek feedback from the Local 
Governing Body before determining an outcome. The decision to award the payment rests with the 
CPO and CEO. 
 
12.2 Appropriate Senior Leaders may be required to carry out the duties of the CEO / Executive 
Headteacher, Headteacher or Trust Executive Leadership role during period of absence. Payments 
will be backdated to the day on which the teacher assumed those duties.  
 
12.3 No pressure, direct or indirect, will be placed on teachers to act up where such acting up is 
voluntary on their part. 
 
12.4 Fixed term acting allowances for example teaching and learning and SENCO responsibilities may 
be remunerated at an appropriate rate commensurate with the duties for some or all of the acting 
period at the discretion of the Local Governing Body and in conjunction with our Trust’s CPO. This will 
be paid at the equivalent permanent allowance rates. 
 
13 Additional Payments 
 
13.1 In accordance with paragraph 26 of the STPCD and paragraphs 60-69 of the section 3 guidance, 
the local governing body may make payments as they see fit to a 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; 
and 

• 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.  
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13.2 The School will seek advice from Trust HR before making additional payments to teachers in 
accordance with the provisions of paragraph 26 of the STPCD.  
 
13.3 Payment will be calculated on a daily basis at 1/195th of the teacher’s actual salary. 
 
14 Recruitment and Retention Incentives and Benefits (R&R) 
 
14.1 The Trust can support the award of lump sum payments, periodic payments, or provide other 
financial assistance, support or benefits for a recruitment or retention incentive (paragraph 27 of the 
STPCD and paragraphs 70-72 of the section 3 guidance). The CPO will approve any recommendation 
before any payments are confirmed. 
 
14.2 The duration and review date must be explicit at the time of the award.  Any new retention 
incentives/benefits awarded will be reviewed regularly after which they may be withdrawn.  
 
14.3 No awards, or renewal, of recruitment and retention payments will be made to a head teacher, 
deputy head teacher or assistant head teacher, other than as reimbursement of reasonably incurred 
housing or relocation costs. All recruitment and retention considerations in relation to a member of 
the leadership team will be taken into account when determining their respective pay range, either 
in relation to a new appointment or when new leadership group arrangements need to be 
determined. 

 
15.  Salary sacrifice 
 
The Trust will offer salary sacrifice arrangements, to all employees, in respect of qualifying child care 
vouchers or other child care benefit scheme and cycle to work schemes  
 
16 Safeguarding 
 
16.1 Salary safeguarding will be paid to eligible teachers under the provisions of paragraphs 31.1 to 
35.1 of the STPCD. Safeguarding details will be confirmed in writing to the teacher and will be 
reviewed to ensure the teacher remains eligible to receive the safeguarding. 
 
16.2 Where a teacher is in receipt of salary safeguarding which exceeds a total of £500, the school 
will allocate appropriate and additional responsibilities commensurate with the safeguarded sum for 
the period of the safeguarding. If the teacher unreasonably refuses to carry out such additional duties 
the school will give the teacher written notice of its intention to withdraw the safeguarding payment. 
If dissatisfied, the teacher will have a right of appeal. As the salary sum reduces over time, the level 
of responsibility will also be reduced. 

 
17. Confidentiality  
 
The Local Governing Body regards all matters relating to the performance of staff and individual 
salary details as confidential. When such items are discussed in Governors’ meetings, they will be 
recorded as such in the minutes. All staff governors must withdraw from meetings before any pay or 
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performance issues are discussed.  
 
Operative date     
 
The Trust undertakes to review this policy annually and to disseminate the updated version to the 
Local Governing Bodies.  The Pay Policy will be made available to all staff. 
 
Monitoring and Equality Impact Assessment 
 
The CEO, Local Governing Body and headteacher will monitor the outcomes and impact of this policy. 
 
Pay Complaints / appeals 
 
The Procedure for complaints or appeals is outlined in Annex C. 

 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 

                                                                                                           19 
 

 

 Transform Teacher Pay Policy 

 

 
 

Annex A - Pay Range Factors (Leadership Group)  
 
The statutory provisions of the STPCD 2025 (paragraph 9.2) state that, when determining the pay 
range of a leadership group member, the relevant body must take into account of “all of the 
permanent responsibilities of the role, any challenges that are specific to the role, and all other 
relevant considerations”.  
Social challenge:  

• Number of pupils eligible for the pupil premium/free school meals  

• Number and challenge of children with special needs (NB: pupils with statements or 
education, health and care plans are taken into account when calculating the group 
size of the school)  

• Number of ‘looked after’ children  

• Level of pupils with English as a second language  
 
Complexity of pupil population and school workforce:  

• Number of staff  

• Variety of school workforce (e.g. teachers, speech therapists)  

• Small school  

• Rural school  

• Specialist units or centres  
 
Any specific challenges associated with running more than one school, e.g. managing geographically 
split sites, particular challenges of the additional school(s)  
 
Contribution to wider educational development:  

• NLE, SLE, LLE responsibilities which are not time-limited  

• Teaching school status  

• Other relevant issues (e.g. ECT lead, multi-stakeholders)  
 
Recruitment and retention issues  
 
In addition, the Trust Leadership Pay Principles set out specific criteria for Transform Trust schools 
using the above as a guide and only these will be applied when re-determining existing ranges. All 
Headteacher pay ranges that utilise the up to 25% allowance provision, will have a corresponding pay 
spine range for the post which is set at the outset. The re-adjusted maximum will be based on the % 
allowance agreed and a Leadership Scale Point allocated. For example, existing top of the range may 
be L24 for a Group 3 school. The allowance may be 10%, this equates to a maximum extension up to 
the equivalent of L27. The re-adjusted range is therefore L18-L27. 
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Annex B – Applications for the Upper Pay Range  

 
Teachers who are on MP6 may apply to be paid on the Upper Pay Range and any such 
application will 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.  
 
The Trust wants to promote a culture where every teacher can and is encouraged to apply 
for progression to UPS. Teachers will normally be considered for progression to the Upper 
Pay Range having reached the maximum point on the Main Pay Range.  
 
All applications should include two years of evidence, the results of reviews or appraisals. It 
is assumed all progression through the Main Pay Scale has been achieved. In the event that 
this information is not available, a statement and summary of evidence designed to 
demonstrate that the applicant has met the assessment criteria can be provided by the 
applicant instead. 
 
Applications to be paid on the Upper Pay Range may be made once a year and must be 
made in writing, to the Head Teacher.  
 
All applications will be moderated by a panel to ensure transparency.  
 
Applications will be successful where the Headteacher is satisfied: 

 
a) That the teacher is highly competent in all elements of the relevant standards; and 
b) That the teacher’s achievements and contribution to an educational setting or 
settings are  
substantial and sustained. 
 

To support Headteachers in making a judgement and teachers forming an application, the 
following definitions will apply. No decision on progression can be confirmed until the 
decision and application has been moderated. 
 

• Highly Competent means: The teacher’s performance 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 means: 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 in making a significant wider 
contribution to school or Trust wide improvement which impacts on pupil progress 
and the effectiveness of staff and colleagues. Evidence of modelling effective 
teaching and mentoring/coaching colleagues must be provided. 

• Sustained means: In relation to an Upper Pay application only, the teacher must have 
had at least two consecutive completed appraisal reports and have made good 
progress towards their objectives during both years within this period. 
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Progression within the Upper Pay Range  
 
Once a teacher has moved onto the upper pay range, they will progress every year until 

they reach the top of the pay range. The criteria must continue to be met and this 
should be outlined in the performance objectives set. 

 
The following timescales apply: 

 
o Applications to be submitted by 31st July. Decisions submitted to moderation 

panel by 30th September. Decisions confirmed by 31st October. 
 

Upper Pay Scale criteria 
 
The criteria set out below are provided to assist decision-making, and to help engender 
fairness and consistency of approach across our Trust when considering movement onto 
and up the Upper Pay Scale. 

 
1. The teacher is highly competent: The teacher demonstrates through their classroom 
practice that they are highly competent in all elements of the Teachers’ Standards 
demonstrated in how they: 

 
Environment: Needs of children – Understand and use the needs of all children to build 
and maintain excellent relationships that allows them to make the best progress possible. 
Can adapt rules and routines to context and need. Have a learning environment that is 
deliberately and effectively planned. Able to adapt and re-think environment based on 
knowledge of group / situation.  
 
Science of Design: Use research to inform learning decision making. Able to clearly 
articulate learning choices in terms of practice and how they interact. Plan lessons 
according to children’s needs, implements strategies to motivate and overcome barriers. 
Combines thorough knowledge of people, subject and pedagogy to make effective 
decisions in lessons.  
 
Philosophy of Development: Deliberately reflect, seek and act on feedback and have 
confidence in asking for support and challenge. Seek to professionally develop themselves. 
Self-aware and an effective team member. Professionally confident to take risks based on 
sound principles. 
 
Art of Delivery: Articulate confidently and use intelligently designed resources. Able to 
identify the most appropriate questioning based on need of children. Can use a range of 
assessment strategies identifying the most effective in supporting / challenging learners. 
Able to anticipate misconceptions and plan accordingly. Awareness of different modelling 
strategies and the most effective. 
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The teacher’s achievements and contribution are substantial: There is evidence to 
demonstrate that the teacher has made a wider contribution outside of their own 
classroom, generally within their own school but it could be within the wider Trust. This 
may be within their phase; it does not have to be “whole school”. This is about having a 
positive influence and completing activities to support this influence, leading to changes 
within the school which reflect the impact of their work. This will generally be evidenced 
via the objectives set / within the appraisal documents. 
 
For example, this could be in relation to one of the following: 

 
o implementing workplace policies and practice, and/or promoting collective 

responsibility for their implementation 
o contributing to the professional development of colleagues through coaching 

and mentoring, demonstrating effective practice, and providing advice and 
feedback (e.g. ECT tutor, TeachFirst, being a teacher coach, training 
colleagues in a particular skills/knowledge area) 

o implementing schemes of learning in specialisms across phases or year groups 
o implementing whole school strategies 
o playing a key role in developing a subject or area of responsibility / curriculum 

(e.g. reading, approach pupil assessments, key pedagogical strategies, forest 
schools) role modelling / monitoring. 

o Influencing the practice of others through own effectiveness 
o research into a particular area, that has gone on to inform wider practice 

within the Trust 
 

Notes: 
o wider contribution does not need to be continuous, but will be more than a 

single short-term, one-off event 
o where applications to move from MPS to UPS are being considered, this wider 

contribution will generally be within the preceding 12 months (with 
exceptions as outlined in policy for maternity leave, disability related absence, 
etc) 

o when considering colleagues already at UPS, the expectation is that a wider 
contribution will be evident in each performance review year (but the type of 
wider contribution may vary across this period) 

 
The teacher’s achievements and contribution are sustained. This is usually evidenced 
through two years of successful performance reviews for colleagues already working at 
UPS. For colleagues requesting to move to UPS, this is usually evidenced through two years 
of successful performance reviews which demonstrate, within the year prior to application, 
point 1 (highly competent) and point 2 (wider contribution).  
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Annex C – Appeals Process 
 
Introduction 
 
Our Trust is committed to ensuring that appeals against pay decisions are appropriately 
considered. 
 
Informal resolution: Step One   
A reviewee who is dissatisfied with a pay recommendation should have the opportunity to 
discuss the recommendation with the Headteacher. This conversation must take place in 
relation to any requests to move to the UPS which are not being recommended by the 
Headteacher (see section 6 above), but is at the reviewee’s discretion in other cases. A 
record should be made of this conversation which should be placed on the individual’s HR 
file. 
 
Colleagues may put forward additional information for consideration in support of their 
case at this point. This stage in the process will help to ensure that pay decisions are 
transparent and fair. The opportunity to discuss a pay decision may also help to mitigate 
the need for a more formal appeal. Headteachers should have the opportunity to discuss 
the recommendation and resolve matters informally with their Partnership Lead, prior to 
the recommendation being made to the Moderation Panel. The Headteacher may make 
written representations to the Moderation Panel. 
 
Informal Resolution: Step Two 
If it is not possible to resolve matters informally with the Headteacher and the reviewee 
believes that an incorrect pay recommendation is being made, they should raise this with 
the Chair of the Moderation Panel (Chief School Improvement Officer) setting out the 
grounds for not agreeing with the Headteacher’s pay decision and including any 
information that they wish the Chair to consider.  
 
The Chair on behalf of the Moderation Panel undertakes to fully consider this information 
and review the decision with the Headteacher. To be clear, the decision remains that of 
the Headteacher, but this step gives an opportunity for reflection. 
 
The outcome of this review may be to either (a) the Headteacher amends their decision, or 
(b) the Headteacher confirms their decision. The outcome will be confirmed in writing. 
 
The CEO undertakes to fully consider any written representations made by a Headteacher 
as part of their decision-making process. 
 
Step Three: Formal appeal 
If Step Two has not resolved the matter, they have the right to raise an appeal. This right 
of appeal exists whether or not step one and/or step two have been undertaken, but it is 
strongly recommended that these preceding steps are taken prior to raising a formal 
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appeal. For appeals in relation to movement from MPS to UPS, a single 
panel will be established to hear all appeals from across our Trust, to ensure consistency of 
approach.  
 
Panel members will be drawn from the Appeals Team. Appeals raised by Headteachers will 
be heard by a panel of three members of our Trust Board. 
 
All other appeals will be heard by a panel of three members of the Appeals Team, who will 
have no prior knowledge of the process. The decision of the appeal hearing will be final. 

 
The following list, which is not exhaustive, includes the usual reasons for seeking a review 
of a pay determination: That the person who made the decision: 

a) incorrectly applied any provision of the STPCD / Trust policy (as applicable); 
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. 

 
 
Formal Appeal Process 
1. The teacher receives the written confirmation of the pay determination and where 
applicable the basis on which the decision was made, and to whom any appeal should be 
submitted. 
2. The teacher should set down in writing the grounds for the appeal and send it to the 
person identified in the written confirmation as receiving appeals, within ten working days 
of the notification of the decision being received. 
3. A formal hearing will be arranged for the teacher to present their case and further 
evidence, normally within 20 working days of the appeal being received. The colleague 
must be given ten working days’ notice of the appeal hearing. 
4. The teacher will be given the opportunity to make representations in person, to call 
witnesses, provide evidence, and to ask questions (see Annex 4 for order of proceeding) 
5. 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. 
6. The appeal panel’s decision is final and there is no recourse to the Grievance Procedure. 
 
Notes 

• At the appeal hearing, the teacher is entitled to be accompanied by a colleague or 
union representative; this person may present the case but should not answer 
questions on behalf of the employee. 

• Whilst there is no right to be accompanied at informal meetings, in relation to 
concerns around the application of this Policy our Trust recognises that this may 
help to expedite proceedings and a reasonable request to be accompanied at Step 
One discussions shall not be refused. Trade Union representatives may also assist 
colleagues with preparing their written representations at Step Two. 
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• If a union rep is not available the appeal hearing may be postponed by 5 working 
days or to a mutually agreeable date. 

• Each step and action of this process must be taken without unreasonable delay. 

• The timing and location of the appeal hearing must be reasonable and five working 
days’ notice be provided. 

• All steps must allow both parties to put forward their cases. 
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Annex D- Order of Proceedings for a Pay Appeal Hearing 

 
The outline below is intended as guidance only, and should be adapted depending on 
circumstances. 
 
Chair carries out Introductions 

• Introduce those present and explain why they are present and their role at 
the Appeal Hearing. 

• Explain the purpose of the Appeal Hearing in line with our Trust’s Pay Policy, 
to understand the points of appeal and to consider whether the decision of 
the Headteacher should be upheld or not. 

Chair outlines the order of proceedings: 
 

• Colleague will state their case 

• Headteacher asks questions 

• Chair asks questions of the colleague, and then invites panel (if applicable) to ask 
questions 

• Headteacher will state their case including stating the moderation outcome 

• Colleague asks questions 

• Chair asks questions of the Headteacher management (may include CSIO), invites 
panel (if applicable) to ask questions 

 
Colleague (or their representative) presents their case: 
 

• What is the evidence that supports their case 

• Introduces any witnesses 

• Headteacher can question 

• Chair asks questions, then opens the discussion to the panel (if applicable). 
 

Headteacher presents management case: 
 

• What is the evidence that supports the disputed pay decision? 

• Introduces any witnesses 

• Colleague can ask questions 

• Chair asks questions, then opens the discussion to the panel (if applicable). 
 
End of hearing: 

• Chair asks the Headteacher to sum up 

• Chair asks the colleague and their representative side to sum up 

• Chair ends the hearing and advises the colleague that the decision will be 
communicated within 5 working days and that the decision of the appeal hearing 
is final. 

 


