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1. INTRODUCTION: 

The Minerva Learning Trust (MLT) asks all partner schools to adopt and use this policy unless a partner 
school and the Minerva Learning Trust have discussed and agreed alternative procedures that they both 
agree would better suit the partner school’s particular circumstances. 
 
Any reference in this policy to the Governing Body or the school relates to the independent governing bodies 
and schools of all Minerva Learning Trust partners. Partner schools and their respective Governing Bodies 
have full delegated powers from the Trust and have responsibility for the operational implementation of the 
policies and their associated procedures. They are encouraged to seek advice and support from Minerva 
Learning Trust on matters of policy and procedure in circumstances where decisions may potentially impact 
on the Trust as a whole, e.g. dismissing staff or making staff redundant. In such circumstances, at least one 
member of the relevant panel should be a member of the Trust. 
 
The prime statutory duty of governing bodies in England, as set out in paragraph 21(2) of the 
Education Act 2002 is to “ … conduct the school with a view to promoting high standards of 
educational achievement at the school”.  This policy is intended to support that statutory duty as well as 
meet all legal requirements and statutory demands. It applies to all teaching staff apart from NQTs 
and, where relevant, to all Support Staff. 
 
Performance Management is designed to deliver sustained success for the school through improving the 
performance and capabilities of the teams and individuals who work in and for the school. The key intended 
outcome of the process is to maximise pupil potential, progress, aspiration, achievement and experience. 
Essentially this is achieved by every individual and team working towards objectives aligned to those of the 
school in order to achieve this outcome.  
 
The Leadership Team and Governing Body of Handsworth Grange Community Sports College will act 
with integrity, confidentiality, objectivity and honesty in the best interests of the school; will be open 
about decisions made and actions taken, and will be prepared to explain decisions and actions to 
interested persons. Its procedures for determining pay will be consistent with the principles of public life:   
objectivity, openness, fairness and accountability. 

The Governing Body of the School employs teachers under the terms of the STPCD and recognises its 

responsibilities as the "relevant body" as defined in the STPCD.  This policy covers the pay of employees of 

the school, both teaching and non-teaching and also in relation to the pay of support staff. 

Governors will ensure that in determining the pay of teaching staff due consideration is given to the STPCD 

and accompanying statutory guidance. Similarly Governors will refer to all relevant statutory documents and 

guidance in relation to Support Staff. 

Governors give a high priority to the need to recruit, retain and motivate high-quality teaching staff and 

recognize their importance in ensuring that students can reach their full educational potential.  Governors 

acknowledge the importance of pay in this regard. 

Governors equally recognize that the contribution of non-teaching staff is vital to the successful running of 

the School and that appropriate pay for support staff is a similar concern. 

Governors will seek to ensure that in their decisions on pay they follow best practice and the guidance set 

out within the Handsworth Standard 2016-17. 

The implementation of this policy for teachers and support staff, other than those on the leadership spine, is 

delegated by the Governing Body to the Head Teacher, who will report appropriately to the Governing Body 

and relevant sub-committees as appropriate.  The pay of members of the leadership team will be determined 

by the Governing Body and/or relevant sub-committee, to whom the Head Teacher will make annual 

recommendations based on Performance Management outcomes. The pay of the Head Teacher will be 

determined by the duly appointed Governors’ Panel in the light of the Head Teacher’s performance 
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management outcomes. The Performance Management and Pay Committee will comprise the Chair of 

Governors, and at least two further Foundation Governors. 

This document is based on the STPCD, the DfE statutory and non-Statutory guidance and toolkit and on the 

previous HGCSC Performance Management policy as well as the model policies produced by the Local 

Authority and DfE. Copies of all documents can be found on the School Network. 

2. LINKS 

The process is closely linked to: the School Teachers’ Pay and Conditions Document (STPCD); School 
Development Planning (SDP); the Handsworth Standard for Teachers and for Support Staff; professional 
standards for teachers and support staff; the Continuous Professional Development (CPD) of all staff; the 
principle of developing a whole-staff learning culture; encouraging, facilitating and meeting career 
aspirations; HGCSC procedures: monitoring, evaluation and reviewing, quality assurance, recruitment and 
Job Descriptions. 
 

3. AIMS 

a) To recruit, develop, motivate and retain high-quality staff at all levels which will facilitate the delivery of 
the current and future curriculum and school development plans. 

 
b) To meet the requirements and demands of all statutory requirements, advice and expectations. 

 
c) To facilitate Teachers, Support Staff and Stakeholders working in partnership to achieve the highest 

standards of teaching and learning to fulfil  the potential of all our pupils, to raise achievement in terms 
of pupil examination performance, wider experience, life-long learning skills, personal qualities and 
aspirations. 
 

d) To integrate the policy and procedures with the School Development Plan, the continuous drive for 
school improvement as well as school self-evaluation and quality assurance procedures. 

 
e) To identify, encourage, support and develop the skills and potential of all staff taking into account the 

needs and aspirations of the school, the team and each individual. 
 
f) To promote and facilitate learning, achievement and formal accreditation opportunities for all staff. 
 
g) To promote staff well-being and job satisfaction. 
 
 

4. OBJECTIVES  

a) To support the school’s self-evaluation and planning processes by helping identify and align individual, 
team and whole school areas of strength and those in need of development. 
 

b) To assist all staff in their professional development and career planning - facilitating or creating 
opportunities for progression. 
 

c) To embed and extend opportunities for the participation of all staff in decision-making and to facilitate 
increased control over their work and professional development. 

 
d) To create the processes, skills, resources and facilities needed to challenge and support all staff.  

 
e) To support Subject/Team Leaders in their key responsibility of managing their teams. 
 
f) To help improve the school’s management and communication systems.  

 
g) To provide a fair, just and transparent process to inform decisions about pay and progression 

opportunities. 
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5. EQUAL OPPORTUNITIES 

The Governing Body and school Leadership Team will ensure that this policy and all associated 
procedures will comply with equalities legislation: 
 

 Employment Relations Act 1999 
 Equality Act 2010 

 Employment Rights Act 1996 
 The Part-time Workers (Prevention of Less Favourable Treatment) Regulations 2000 
 The  Fixed-term  Employees  (Prevention  of  Less Favourable  Treatment) Regulations 2002 
 The Agency Workers Regulations 2010 

 
The Governing Body will promote equality in all aspects of school life, particularly as regards all decisions 
on advertising of posts, appointing, promoting and paying staff, training and staff development. 
Appropriate consideration will be given where staff have been absent for long periods e.g. due to sickness or 
maternity leave. 
 
The Governing Body will ensure that its processes are open, transparent and fair. All decisions will be 
objectively justified. Adjustments will be made to take account of special circumstances, e.g. an absence 
on maternity or long-term sick leave.  The exact adjustments will be made on a case-by-case basis, 
depending on the individual teacher's circumstances and those of the school. 
 
The Governing Body recognises the principle of equal pay for work of equal value in the implementation of 

this policy. The Governing Body will take into account the salaries payable in comparable establishment, 

where possible, in setting pay levels. 

6. EVALUATION OF PERFORMANCE AND PAY 
 
All teachers employed at Handsworth Grange Community Sports College are paid in accordance with the 

statutory provisions of the School Teachers’ Pay and Conditions Document (STPCD).  

All Support Staff employed by Handsworth Grange Community Sports College are paid in accordance with 

National and Local Conditions of Service for Support Staff.  

Performance Management is a developmental and supportive process designed to ensure that staff have the 

skills and support they need to carry out their role and that they continue to improve their professional 

practice throughout their careers. Performance Management Reviewers will be responsible for the 

Performance Management process, in accordance with the Performance Management and Pay Policy.  

Performance Management objectives will be moderated across the school to ensure consistency and fairness 

on the part they play in pay decisions.  The Planning Monitoring and Review (PMR) Statement will include a 

pay recommendation which will be made by: 

 The PM Reviewer or Line Manager for Main Pay Range teachers and Support Staff 
 The PM reviewer or Line Manager or Leadership Team Line Manager for Upper Pay Range, Lead 

Practitioner Range and Leadership Range teachers 

 The Head Teacher’s Performance Management Review Panel for the Head Teacher  
 

All pay recommendations will be scrutinised by the Head Teacher prior to being submitted to the Governing 
Body Performance Management and Pay Committee for ratification. 

 
All pay-related decisions will be made using the criteria set out in the Handsworth Standard and will take full 

account of the School Development Plan and school Staffing Structure. Reviewers must also take account of 

the advice of other Line Managers who are also accountable for the performance of the Reviewee. 
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In considering the relationship of a teacher’s or leadership team member’s Performance Management 
objectives to the pay review, the Governing Body takes note of the following DfE guidance in relation to 
teachers: 

“In addition to using the outcome of statutory appraisal reviews of performance to inform decisions on pay 

progression, the relevant body can also draw on other relevant evidence.  The Secretary of State expects the 

relevant body to consider the totality of a teacher’s work (i.e their overall performance) when reaching its 

decisions, bearing in mind the breadth of factors in the………standards.  Objectives or targets for action form 

an important framework for assessing performance but there is no automatic link between meeting 

objectives or targets and the award of a pay point.  A teacher who has made good progress on, but not 

quite achieved, a very challenging objective or target, may have performed better and made a more 

significant contribution than a teacher who has met in full a less stretching objective or target.” 

7. PERFORMANCE MANAGEMENT AND PAY COMMITTEES 

The Governing Body has established the following committees which have fully delegated powers to make 

decisions on pay, and (except in relation to the Head Teacher’s pay) will be advised by the Head Teacher as 

appropriate. 

A Performance Management and Pay Committee  

A Performance Management Pay Appeals Committee 

The terms of reference for these committees are described in appendices 1 and 2.  Governors will not 
make judgements about the effectiveness of individual staff.  Their role is to satisfy themselves that 
any recommendation/decision has been made on the basis of evidence and in accordance with the Policy, 
and that correct procedures have been followed.  The Governing Body will monitor the effectiveness 
of the Performance Management process and ensure that the allocation of pay is consistent 
with the overall standard of teaching in the school and the outcomes for pupils. 
 
Where the Governing Body collaborates with another Governing Body or bodies on the appointment of staff, 
joint Performance Management and Pay Committees may be established between the relevant governing 
bodies to deal with pay and performance matters of relevant staff. 
 
The Performance Management and Pay Committee will, having regard to the advice and recommendation of 

the headteacher, determine, monitor and review the school staffing structure.  The staffing structure sets 

out the number and pay ranges for all posts within the school.  

8. TIMING OF SALARY DETERMINATIONS AND NOTIFICATION (See App.3 Pay Timetable). 

The salaries of staff will be determined annually on or after: 

 September 1st but no later than December 31st (Head Teachers). 
 September 1st but no later than October 31st (all other teachers).  
 April 1st (support staff) 
 On appointment; 
 At any other time as appropriate to reflect changes in circumstance or job description. 
 A decision on applications to access a progression stage on the Main Pay Range or the Upper Pay 

Range will be made within 20 working days of the closing date for applications. (subject to Governing 
Body approval) 

 Reviews can take place at other times of the year to reflect changes in circumstance or job 
description that change the basis for calculating an individual’s pay.  

 A written statement will be given after any review outlining the basis on which the decision was 
made. 

 Where a pay determination leads to the start of a period of safeguarding, the Governing Body will 
give the required notification no later than one month after the date of the determination.  
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The annual pay statement for staff will state the following:  

 

 The relevant point/amount in the salary range the employee will be paid (from 1 September) 
 The full-time salary. 
 The actual annual salary to be paid if the employee is part-time. 
 Any increments and salary discretions that have been exercised to determine the salary     
 

9. PAY DETERMINATION ON APPOINTMENT 
 
Before advertising a post, the Headteacher and Governing Body will determine the pay range and the 
starting salary to be offered to a successful candidate on appointment in relation to the Staffing Structure 
and this policy. In making such determinations, the Headteacher and Governing Body may take into account 
a range of factors such as: 

 The nature of the post 
 The level of qualifications, skills and experience required and those possessed by the individual 
 The wider school context, needs and aspirations 
 Market conditions 
 Any specific restrictions set out in the STPCD 
 The employee’s current salary level 

 
Newly Qualified Teachers in their first year, will normally be paid on the minimum of the Main Pay Range. 

However, additional points on the MPR may be awarded either: 

a) To take account of previous relevant experience based on a ratio of 3 years of relevant experience to 

one additional point up to maximum of 2 additional points. 

OR  

b) To take account of any post-graduate qualification up to a maximum of one additional point. 

The Governing Body may decide to pay a higher starting salary within the same pay range than that 
advertised, if it deems that that is necessary to recruit a member of staff of the necessary quality and is 
merited by evidence of the skills and experience of the successful candidate. However, teachers will not be 
paid on the Upper Pay Range unless the school is required or entitled to do so, and will not be paid on the 
pay range for Leading Practitioners unless they will be employed as teachers whose primary purpose is the 
modelling and leading improvement of teaching skills and have met the criteria relevant to a specific post 
within the school’s staffing structure. 
 

10. LEADERSHIP GROUP 
 

10.1 School Group Size 

Secondary: Schools are assigned to one of eight groups, according to the numbers of pupils in the school, 

with extra weighting given to pupils with statements.  

The Group size in which the Head Teacher of Handsworth Grange Community Sports College is currently 

placed is 6.  This has been determined by reference to the criteria laid down in the current STPCD. This 

decision was ratified by the full Governing Body meeting on Autumn 2013. 

The Governing Body will review the Group Size: 

a) Where representations have been made by the Head Teacher 

b) Whenever it is proposed to appoint a new Head Teacher; and 
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c) In any event, not more than 3 years after the school was last assigned to a Head Teacher group  

 

 

10.2 Determination of the School’s Senior Leadership Pay Range 

The school and the Minerva trusts governing body will determine the pay scales and awards for all senior 

leaders (Assistant Headteachers, Deputy Headteachers and the Headteacher) employed within the school. 

Pay progression will be closely linked to Performance Management appraisals. 

Head Teacher’s Pay 

The Head Teacher's salary will be reviewed by 31 December each year in accordance with the provisions of 
the current School Teachers’ Pay and Conditions Document and by reference to performance objectives and 
expectations agreed between the Head Teacher and the Performance Management Governors. (Governors 
are required to take advice on performance management, not salary, from an external adviser.) 
 
The Governors will, each autumn term, and no later than 31 December, notify the Head Teacher(s) of the 

outcome of the annual salary review. 

Further pay progression awards, will be subject to the headteacher demonstrating a sustained high quality of 

performance having regard to the most recent review carried out under the Performance Management 

Policy. Where performance objectives and expectations are deemed by the Governors to have been 

satisfactorily met, they may recommend to the Performance Management and Pay Committee that the Head 

Teacher’s pay will increase. 

New Head Teacher 

When determining the salary of a new Head Teacher, governing bodies should take account of the 

responsibilities/ challenge of the post and award a salary commensurate with previous experience and the 

quality of the applicant.  

10.2.1 Head Teachers accountable for more than one school 

a) Permanent arrangement 

Where the Head Teacher is appointed as Head Teacher (or Executive Head Teacher) of more than one 

school on a permanent basis the governors will determine the pay. 

b) Temporary Arrangement   

When a Head Teacher (or Executive Head Teacher) is temporarily responsible for one or more additional 

schools, as well as their continuing role as Head Teacher of their own school, pay is determined via a 

Discretionary Payment.   

Such a temporary arrangement can only be for up to a maximum of two years while arrangements are 

being made for a recruitment of a permanent Head Teacher to the additional school (or other permanent 

arrangements, such as amalgamating the schools or creating a hard federation). Governors must keep the 

arrangement under review.   

Any workload issues for the Head Teacher and additional responsibilities for other staff as a 

consequence of this temporary arrangement should be addressed as part of the overall considerations 

by governors in agreeing to the Head Teacher undertaking the temporary additional role. 
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Governors of both/more schools need to establish clarity around how (a) these arrangements will work in 

practice and (b) how the arrangements will be brought to an end.  

Under the Collaboration Regulations, the governing bodies may arrange for a Joint Committee (JC) to be 

established - made up of governors from all the schools involved - to oversee the fixed term 

arrangements. The JC should have delegated power to deal with the pay and performance management 

of the Head Teacher and other relevant staffing issues.  The JC should also have delegated power 

regarding the financial arrangements which will apply during the collaboration period. For example, it should 

determine any payment on the basis of temporary additional responsibility for teachers, other than the Head 

Teacher, in each school, and the arrangements for reviewing and ending those payments.   

A fixed term variation of contract for the temporary arrangement will specify that the Head Teacher, in 

addition to their substantive post, is for a fixed period employed additionally as Head Teacher of the 

additional school(s). At the end of the fixed term variation the Head Teacher will revert to their substantive 

post with no entitlement to safeguarding. 

Any discretionary payments should take account of the full responsibilities of the post 

Where there is a Deputy Head in the school, it may be more appropriate to temporarily increase their pay 

range to take account of the increased responsibilities in the absence of the Head Teacher. Additionally a 

teacher may be temporarily appointed, in the absence of the substantive post holder, to a post in the 

staffing structure which attracts a TLR payment.  

Where the arrangement for the Head Teacher is temporary, any adjustment to their pay and that of other 

teachers is also temporary, and safeguarding provisions will not apply when the arrangements cease. 

10.2.2 Discretionary Additional Payments to Head Teachers 

In addition to the pay set Governors have the flexibility to make a decision to award Head Teachers a 

discretionary payment in some specific circumstances outlined below. 

Human Resources advice will be sought in relation to discretionary payments at the school.  Advice given 

should take account of issues such as: 

 The appropriateness of the payment in the context of the school and taking account of the bigger 
picture across Sheffield schools.   

 The affordability aspect, both at the time of the request and over the next 2-3 years 
 Any other pertinent issues including risks, such as equal pay challenges 

 
10.2.3 Range of discretionary payments to Head Teachers 

The total sum of discretionary payments to the Head Teacher in any school year will not exceed 25% of 

the Head Teacher’s current pay point (except in the wholly exceptional circumstances outlined in 17(d) 

below). It should be noted that the 25% is the upper limit, it is not the expectation that 

discretionary payments will automatically be set at 25%. 

The discretionary allowances are: 

(i) School Causing Concern Any payment to a Head Teacher who is asked to take on a school 

causing concern or provide additional support to a school in this category will be negotiated between 

the governing bodies concerned, with the assistance of the Inclusion & Learning Service (where 

applicable) and Human Resources provider.   

(ii) A recruitment payment where without such an additional payment the Governing Body would 

have substantial difficulty filling the vacant post. Governors considering payment of a recruitment 
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allowance are asked to seek prior advice from their Human Resources provider on the value of such 

a payment; this differs from a recruitment incentive as outlined in 7.0. A Head Teacher cannot be 

awarded both a discretionary allowance recruitment payment and a recruitment incentive payment. 

(iii) A retention payment to an existing Head Teacher where without such an additional payment the 

Governing Body would have substantial difficulty retaining the existing headteacher. Governors 

considering awarding a retention payment must not have previously taken the reason for such an 

award into account when determining the Head Teacher’s pay. This differs from a retention incentive 

as outlined in 7.0. A Head Teacher cannot be awarded both a discretionary allowance retention 

payment and a retention incentive payment. Where retention payments are agreed, the Head 

Teacher must demonstrate good or outstanding leadership and management skills, which is 

evidenced in the most recent OfSTED report and pupil outcomes at the school. 

(iv)       Head Teacher appointed as a temporary Head Teacher of one or more additional 

school(s). The Local Authority will advise governors on the pay of a Head Teacher who is appointed 

as temporary Head Teacher/Executive-Head Teacher of one or more additional schools, to ensure 

the pay for the role is appropriate and affordable and consistent with the arrangements in other 

schools. 

Discretionary Head Teacher Payments in excess of 25% of the Head Teacher’s current pay 

point 

Governors may only make discretionary payments to their Head Teacher which exceed 25% of the Head 

Teacher’s current pay point in wholly exceptional circumstances.  The Governing Body must seek external 

independent advice before providing such agreement.   

It should be wholly exceptional to make discretionary payments which exceed the limit of 25% of the Head 

Teacher’s pay during an academic year. If it is considered that there are exceptional circumstances that 

warrant a payment in excess of the limit governors must first make a business case for the payment to the full 

Governing Body.  

Governors must then seek external independent advice from an appropriate person or body who can consider 

the provisions of the STPCD and whether they have been properly applied to the Head Teacher’s pay, 

before making a decision on whether it is justifiable to exceed the limit in each particular case.  

There must be a clear audit trail for any advice given to the Governing Body and a full and accurate record of 

all decisions made by the Governing Body and the reasoning behind them. 

A suitable person or body to provide such external independent advice might be: 

 The Local Authority’s Inclusion and Learning and/or Human Resources Service 
 The External Adviser who is retained by the school for Head Teacher Performance Management 

 
Also see below for Discretionary additional payments to Staff 

10.3 Deputy And Assistant Head Teachers’ Pay 
 

The Governing Body should determine the pay for the Deputy and Assistant Head Teachers salary when it 
proposes to make a new appointment; or where there is a significant change in the responsibilities of a 
serving Deputy or Assistant Head.  
 
The pay range may be determined as of 1 September or at any time of the year to reflect any changes in the 
circumstances or job description that lead to a change in the basis for calculating their pay, or at any time if 
they consider it necessary to retain a Deputy or Assistant Head. 
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The pay for a Deputy or Assistant Head Teacher is determined by the governing body of the school and 

Minerva Learning Trust. The pay awarded reflects the strategic responsibilities and challenge of the job, the 

circumstances of the school and any recruitment/retention difficulties.  If there is more than one Deputy the 

pay may be different, to take account of the responsibilities of each post.  If there is more than one 

Assistant Head, the pay may be different, for the same reasons.  

The maximum pay awarded to a Deputy Head Teacher must be lower than the headteacher’s pay. 

The minimum pay for any Deputy or Assistant Head Teacher must be higher than the salary of the highest 

paid classroom teacher. The formula for establishing the pay of the ‘highest paid member of teaching staff’ 

at the school is (assuming the teacher is on the Upper Pay Range): 

- to the value of UPR1 salary (even where the teacher is on UPR2 or UPR3) add the value of any 
permanently awarded allowances such as TLR or SEN payments  (but not recruitment, retention or 
other payments which are temporary in nature).  The total is used as the ‘pay of the highest paid 
teacher’. 
 

- Alternatively, Governors may wish to use the actual salary of the highest paid teacher when 
determining the Deputy or Assistant Head Teacher’s salary. 

 
Governors will keep the salary ranges of the Deputy and Assistant Head Teachers under review.  The review 

will consider whether or not there has been significant changes to the responsibilities of the posts and 

whether or not it is necessary to retain a particular post-holder. 

The Head Teacher will, each autumn term, and no later than 31 October, notify the Deputy and Assistant 

Head Teacher(s) of the outcome of the annual salary review. 

Where performance objectives and expectations are deemed by the Head Teacher, or Reviewer, to have 

been satisfactorily met, he/she may recommend to Governors or the appropriate sub-committee that the 

Deputy or Assistant Head Teacher’s pay should increase and the Governing Body will determine how much 

by. 

New Deputy or Assistant Head Teacher 
 
A new Deputy or Assistant Head Teacher’s pay will be determined by the governing body. 
 

10.3.1  Additional responsibilities due to changes to the role of the Head Teacher 
 

When the head at the school becomes responsible for more than one school (permanent or temporary 
arrangement) consideration needs to be given to the pay of the Deputy and Assistant Heads who as a result 
of the head’s role are taking on additional responsibilities.  An increase in pay should only be agreed 
where the post accrues additional extra responsibilities as a result of the Head Teacher’s 
enlarged role, it should not be assumed that an increase to the Deputy and Assistant Heads pay is a 
requirement in all cases. 
 
The Governors may wish to temporarily increase the pay range of the Deputy/Assistant Head to take account 
of the increased responsibilities. Additionally a teacher may temporarily be appointed in the absence of the 
substantive post-holder to a post in the staffing structure which attracts a TLR payment, and in the case of a 
classroom teacher where none of those are appropriate; governors may consider the use of additional 
payments. 
 
Where the arrangement for the Head Teacher is temporary, any adjustment to their pay and that of other 
teachers is also temporary and safeguarding provisions will not apply when the arrangements cease. 
 

10.3.2  Acting or Associate Deputy/Assistant Head Teachers  
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The Governing Body will consider whether teachers who have not been appointed as acting Head Teacher, 

Deputy Head Teacher or Assistant Head Teacher but who have been assigned to and have been carrying out 

the duties of Head, Deputy or Assistant Head Teachers should receive an acting allowance as a separate 

addition to their normal pay.  The consideration will be made within four weeks of the commencement of the 

teacher carrying out such temporary duties. 

The allowance will be paid from or backdated to the time when the teacher performed tasks that required 

the full authority of the post to be exercised. 

Any pay allowances will be agreed and set by the Governing Body.  

Teachers in receipt of an acting allowance will be subject to all the conditions of employment appropriate to 

the post in which they are acting up. 

 

10.4 Leadership Group stepping down from post 

Where a teacher is a post-threshold teacher by virtue of paragraphs (b), (c), and (e) – (i) of the definition of 

post-threshold teachers in Part I of the STPCD,  governors may determine which point on the Upper Pay 

Range to place them i.e. this does not have to be on to the bottom point of the Upper Pay Range. 

These circumstances are when: 

 Those previously employed as a member of the leadership group (for those appointed after 1/9/00 
occupied such a post for one year or more 

 Those who have held an advanced teacher post 
 A teacher who has been employed as a qualified teacher, 

o In a MOD school 
o By an Education Action forum 
o At an academy, city technology college or city college for the technology of the arts 
o At a non-maintained special school 
o In an establishment maintained by a local authority in the exercise of a social services function, or 
o By a person appointed in accordance with a direction made by the Secretary of State under s497A 

of the Education Act 1996 to perform the functions of an authority and who immediately before 
such employment was employed by that authority and whilst employed as such was assessed as 
meeting the threshold standards throughout the relevant period, provided they had completed 5 
years employment as a qualified teacher 
 

 Those appointed as a post-threshold teacher and had previously been employed for at least a year by 
a local authority as an education adviser or inspector and paid on the Soulbury pay spine 

 Those assessed as meeting 6th form college professional standards 
 Those assessed as meeting the Northern Ireland threshold standards 
 Those employed as a qualified teacher otherwise than by a ‘relevant body’ and during which 

employment were assessed and approved as meeting all threshold standards. 
  
When doing so, the Governing Body should consider any pay progression which such teachers made in 

their previous employment which was based on an assessment of standards and contribution comparable 

to the requirements for progression on the upper pay range; and should not unreasonably withhold 

appointment at an equivalent point in the upper pay range. 

11.  MAIN PAY RANGE TEACHERS’ PAY (MPR). Governors will determine the salaries of teachers in 

line with the ranges set each year by the School Teachers Pay and Conditions Document (STCPD).   

Governors will:  
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 On advice from the Head Teacher, determine the number of teachers to be employed each year 
and how any discretionary allowances will be used to meet the needs of the school. 

 Determine the placement and subsequent movement of teachers up the main pay range and 
eligible teacher’s movement into and within the upper pay range. (See Section 9). 

 Take account of the mandatory and discretionary criteria below in determining placement and 
movement in the main pay range for teachers and the award of allowances  
 

11.1 Qualified teachers will be paid on the Main Pay Range (MPR) or the Upper Pay Range (UPR).  

Unqualified teachers will normally be paid on the Unqualified Pay Range. 

The Pay Ranges in this school have been divided into progression stages as follows: 

a) Main Pay Range: A 6 point range. Colleagues will be considered for pay progression to an appropriate 

point on the range at the end of a Performance Management cycle. To be eligible to be assessed for 

progression to UPR1 a colleague must complete a minimum 2 successful and consecutive years on the 

MPR, in addition to their induction year, before they can request to be considered for progression to 

UPR1. The intention to do this should be formally recorded 2 years before their request is considered. 

Performance Progression Stage 1 £ 22467 

Performance Progression Stage 2 £ 24243 

Performance Progression Stage 3 £ 26192 

Performance Progression Stage 4 £ 28207 

Performance Progression Stage 5 £ 30430 

Performance Progression Stage 6  £ 32835 

b) Upper Pay Range: A colleague must spend a minimum of 2 consecutively successful years on each 

progression stage before they can request to be considered for progression to the next progression 

stage. The intention to do this should be formally recorded 2 years before their request is considered. 

UPR Performance Progression Stage 1 £ 35571 

UPR Performance Progression Stage 2 £ 36889 

UPR Performance Progression Stage 3 £ 38250 

 
c) Unqualified Teacher Pay Range: A 6 point range. Where an unqualified teacher is on a recognised 

“route into teaching” programme, the Performance Management and Pay Committee may exercise its 
discretion to pay him/her on the Main Pay Range having regard to his/her skill, qualifications and 
experience. 
 

Minimum:  £ 16461 

Performance Progression Stage 1 £ 16461 

Performance Progression Stage 2 £ 18376 

Performance Progression Stage 3 £ 20289 

Performance Progression Stage 4 £ 22204 

Performance Progression Stage 5 £24120 

Performance Progression Stage 6 £26034 

Maximum: £26034 
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Inflationary increases 

The value of the Pay Ranges, including any performance pay progression stages, will be increased annually 

in accordance with the inflationary percentage determined nationally.  

All teachers will receive any nationally agreed inflationary increases. 

a) Part Time Teachers 

Teachers who work less than a full day or week are deemed to be part-time.  The proportion of full-time will 

be calculated in accordance with the Teachers Pay & Conditions Document as follows: 

Teacher’s timetabled teaching time 

-----------------------------------------------      = part-time percentage 

School’s timetabled teaching time 

Part-time teachers will be expected to work a corresponding proportion of directed time and will receive a 

corresponding proportion of a full-time salary. 

b) Short notice/supply teachers 

Teachers who are engaged directly and work on a day-to-day basis or other short notice basis will have their 

pay determined in line with the statutory pay arrangements in the same way as other teachers.   

Supply teachers working a whole day, including directed time, will initially have their salary calculated as an 

annual amount; it will then be divided by 195 and multiplied by the number of days worked. 

Supply teachers working less than a full day will be hourly paid.  The salary will be calculated as an annual 

amount and then divided by 1265 to determine the hourly rate, which will then be paid for hours worked, 

including any agreed payment for directed time. 

c) Unqualified Teacher Allowance 

The Head Teacher may determine that an additional Allowance be paid to an unqualified teacher who is paid 

on the Unqualified Teachers’ Pay Range where, in the context of its staffing structure, the teacher has: 

 Taken on a sustained additional responsibility which is: 
 Focussed on teaching and learning; and 
 Requires the exercise of a teachers’ professional skills and judgement: or 
 Qualifications or experience which bring added value to the role s/he is undertaking. 

 
The Head Teacher will determine the amount of any such allowances having due regard to consistency, 

fairness and transparency. 

11.2 Requirement To Match Previous Salary Of Newly Appointed Staff (Also see section 9 

above):                                                                                        

The school will adopt the Local Authority’s stance of maintaining teachers’ pay in accordance with the 

principles of pay portability. In cases where a different pay structure is in place than that adopted by the 

Local Authority the teacher would be placed on the nearest pay point to/above that already held. 

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 will take into account a range of factors as listed in section 9 above. 

The school will match the salary of new appointees to that paid in their previous school. 
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12 DISCRETIONARY CRITERIA FOR PAY RECOMMENDATIONS 

When placing a classroom teacher on the main pay range, the Governing Body will consider the criteria 

below as well as those that are relevant in section 9 above, when deciding on the level of any pay 

recommendation. 

 Experience other than employment as a classroom teacher considered to be of value to the 
performance of the classroom teachers duties (e.g. where this relates directly to teaching and 
learning). 
 

 The teachers most recent performance management reviews 
 

 Sustained excellent performance over the school year in terms of teaching related to pupil 
achievements and attainment as well as overall performance. (See section 14 below). 

  
 Experience as a qualified teacher in an overseas school outside of the European Economic Area or 

Switzerland in the maintained sector of the country concerned. 
 

 Experience of teaching in further education, including sixth form colleges.  
 
In making an award the relevant body must not take into account years of employment for which the 

classroom teacher has previously been awarded points 

The policy at this school is that a pay progression recommendation will not be made for any teacher who is 

subject to formal capability procedures.  Where a teacher has successfully engaged with and is no longer in 

formal capability procedures the governors will review their overall performance in line with the general 

performance pay progression criteria set out in the Handsworth Standard 2015  in determining whether a 

pay progression recommendation will be made. 

13. DISCRETIONARY ADDITIONAL PAYMENTS TO STAFF  

a) Continuing professional development undertaken outside of the school day or on days 

where a member of staff is not normally at work. The Governing Body does not make 

payments in either of these two cases. However, both Teachers and Support Staff may negotiate 

claiming time in lieu if they are required to attend a training event or activity at a time when they 

would not normally be at work.  

b) Activities relating to Initial Teacher Training as part of the ordinary conduct of the 

school. The Governing Body currently does not make payments for ITT activities. ITT support is a 

voluntary activity for those staff supporting Trainees or providing training. However, the following 

categories of staff are expected to provide training and support as part of their role: 

- Teacher Coaches and, if appointed, Lead Practitioners. 

- Members of the Leadership Team. 

- Staff on UPR. 

- Members of a department hosting Trainees who have been delegated responsibility for supporting 

them or those who have classes taught by a Trainee. 

c) Agreed participation in out-of-school hours learning activities 
 Where such activities are externally funded, any participating Teacher or Support staff – including 

temporary staff - will be paid at a standard pro-rata rate based on the top of the teachers’ 

unqualified scale unless such activities are part of their normal contracted obligations. 
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 Supervising or participating in off-site or residential activities which are deemed to be voluntary. Staff 

involved are not paid although staff will be reimbursed for any costs such as travel and 

accommodation. 

d) Provision of Services to other schools.  

Additional responsibilities and activities in respect of the provision of services by staff relating to the 

raising of educational standards to one or more additional schools (note this does not apply to 

provision of services to a school where the member of staff has been appointed on a temporary or 

permanent basis).  Examples of such work might be a Consultant Head Teacher, National Leader of 

Education, Local Leader of Education, a secondment. 

 Any services provided by a member of staff of one school to another school must be formally 
authorised by governors and where the work extends over more than a 12 month period, the 
agreement of governors must be formally reviewed annually, or sooner if appropriate.  

 Before such work is undertaken, the governors/ Head Teacher must take into account the needs of 
the school and its pupils; the benefits that the activity would bring to the school; the impact of any 
absence on other staff, including their workload; and work-life balance of all the individuals 
concerned. 

 Any income derived from external sources for the work of a school’s staff (including the Head Teacher) 
should accrue to the school.  Payment should only normally be considered for work which is 
undertaken outside of the school day or outside of the normal contracted hours, as the member of 
staff is already being paid for work undertaken within their normal contracted days or hours.   

 Where governors determine to make such additional payment to the staff, this must be agreed in 
advance, with the reasons for such payment clearly stated and formally incorporated into a protocol 
by the Governing Body (or the finance committee) and decisions minuted.  The terms of such an 
agreement must be set out in a memorandum signed by the chair of governors and the Head Teacher.   
 

 Governors must be mindful of equality issues and, to avoid challenge, ensure that such additional 
payments are be made evenly, transparently and fairly across the school teaching body and, where 
appropriate, the Support Staff body.   

 
 Governors should ensure that any expenses incurred by staff as a result of taking on additional work are 

reimbursed, unless they are accounted for elsewhere. 
 

e) Acting Arrangements  
 
Where a teacher is assigned and carries out the duties of a Head Teacher, Deputy Head Teacher, or 
Assistant Head Teacher, but has not been appointed in an acting capacity the Governing Body shall, 
within four weeks, determine whether or not an allowance should be paid in accordance with the 
provisions of the STPCD. 

 
f) Recruitment and Retention 

 
The Head Teacher and Performance Management and Pay Committee may authorise, on a case by case 

basis, a payment or incentive to secure the recruitment, and/or to retain the services, of a teacher.  In 

authorising such a payment, the following factors will be considered: 

 There is evidence that there is difficulty in appointing to a particular post or in recruiting a teacher with 
the required skills, qualifications and/or experience; 

 There is a need to retain the skills, qualifications or experience of an individual; 
 Whether the salary available in the context of the staffing structure is insufficient to secure an 

appointment given the circumstances of the school; 

 Available financial resources; 
 Market forces. 
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Any such payment or incentive will be subject to annual review and there will be no entitlement to a 

payment beyond the review date.  It will be confirmed in writing, including details of: 

 Whether it is for the purpose of recruitment or retention; 
 The nature of the payment or incentive; 

 If a financial payment paid, whether this will be paid monthly as part of salary or as a lump sum to be 
paid at an agreed time; 

 The basis for any uplifts where applicable; 
 The date which the payment/incentive will be reviewed; 

 
 

14. PERFORMANCE PAY PROGRESSION 

Performance pay progression is an incentive for continuous improvement. The rate of progression between 

teachers on both the Main Pay Range and the Upper Pay Range will be differentiated according to an 

individual teacher’s performance. Progression is not an automatic right.  

The Governing Body expects all teachers to perform at the highest possible level and to continue to improve 

their professional practice year on year.  Performance Management objectives and performance expectations 

in relation to the professional standards and, where relevant UPR criteria, will be progressive and 

developmental, thereby ensuring that good and outstanding performance is rewarded and that good and 

outstanding teachers have the opportunity over a number of years, to progress to the maximum of their 

respective pay range. 

A teacher’s progression on their respective pay range will be based on an evaluation of their: 

 Quality of teaching,  
 Student progress, 
 Quality of marking and feedback 
 Wider contribution to the school and/or performance in an additional role 
 Successful Performance Management cycle 

 
This criteria and how it is to be applied is set out within the Handsworth Standard 2016-17, and will be used 
to make progression decisions for the September/October 2015 to September/October 2016 cycle. The 
criteria will be reviewed annually in consultation with staff and governors. 
 
14.1 MAIN PAY RANGE OVERALL PERFORMANCE CRITERIA (MPR OP): 

Progression decisions for teachers on the Main Pay Range will be made by using the following criteria and 
underpinned by the principle of using a best fit approach where appropriate (Handsworth Standard 2016-17) 
 
Main Pay 

Range 

Progression 

Teaching Observation 

TS1, 3, 4, 5, 7 

Student Progress and Outcomes* 

TS2, 6                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                

Marking 

and 

Feedback# 

TS5, 6, 8, 

2.3 

Whole School Contribution 

TS8, 2.1, 2.2, 2.3 

Accelerated 

pay 

progression 

Teaching is secure in all 4 

criteria on all observations 

throughout the year 

All classes on your 

timetable make 

secure progress  

90%+ 3LP and 

50%+ 4LP from 

most recent Y11 

exam results 

Marking is 

secure at 

all QA points 

Successful participation in a whole 

school role that links to the school’s 

development priorities   

NB – If you are already a postholder 

there should also be successful 

performance in an additional role or 

responsibility 

Normal pay 

progression 

Teaching is secure in three 

out of four criteria on each 

observation throughout the 

year 

80% of classes on 

your timetable make 

secure progress 

secure progress 

(80% 3LP and 

35% 4LP) made 

from most recent 

Marking is 

secure at 

all QA points 

Effective participation in a wider 

school or department role or in an 

additional role if you are a postholder. 



 

16                        Minerva Learning Trust/HGCSC Performance Management and PayPolicy Aug 2016/Ver9) 

 

And/or you can demonstrate 

evidence of how you have 

addressed areas for 

development 

Y11 exam results 

No pay 

progression 

Teaching is secure in two of 

the four criteria on each 

observation throughout the 

year 

And/or you can demonstrate 

evidence of how you have 

addressed areas for 

development 

60% to 80% of 

classes on your 

timetable make 

secure progress 

 

60% to 80% 

3LP from most 

recent Y11 exam 

results 

Marking is 

developing 

at any QA 

point 

No effective participation in a wider 

school or department role or additional 

role 

Cause for 

concern 

 

Teaching is secure in only one 

criteria on each observation 

throughout the year 

 

And/or you can demonstrate 

evidence of how you have 

addressed areas for 

development 

Less than 60% of 

classes on your 

timetable make 

secure progress 

50% or less 3LP 

from most recent 

Y11 exam results 

Marking is 

developing 

at more than 

one QA 

point 

No participation in a wider school or 

department role or inadequate 

performance in additional 

role/responsibility 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
14.2: UPPER PAY RANGE OVERALL PERFORMANCE CRITERIA (UPR OP) 
 
Progression decisions for teachers on the upper pay range will be made by using the following criteria and 
applying this criterion using a best fit approach where necessary: 
 

Upper Pay Range 
Progression 

Teaching Observation 
TS1, 3, 4, 5, 7 

Student Progress 
TS2, 6 

Marking 
and 

Feedback 
TS5, 6, 8, 

2.3 

Whole School Contribution 
TS8, 2.1, 2.2, 2.3 

Accelerated pay 
progression 

Teaching is secure in all 
4 criteria on all 
observations throughout 
the year 
 
And you can 
demonstrate evidence of 
how you have shared 
good practice and 
developed others 

All classes on your 
timetable make 
secure progress  

100%+ 3LP and 
60%+ 4LP from 
most recent Y11 
exam results 

Marking is 
secure at 
all QA points 

Successful lead in a whole school role 
that links to the schools development 
priorities  
NB – If you are already a postholder 
there should also be successful 
performance in an additional role or 
responsibility 

Normal progression 
and threshold 
condition 

Teaching is secure in all 
4 criteria on all 
observations throughout 

All classes on your 
timetable make 
secure progress  

secure progress 
(80% 3LP and 
35% 4LP) made 

Marking is 
secure at 
all QA points 

Successful participation in a whole 
school role that links to the school’s 
development priorities or in an 
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the year 
 
And/or you can 
demonstrate evidence of 
how you have shared 
good practice and 
developed others 

from most recent 
Y11 exam results 

additional role if you are a postholder 

No progression Teaching is secure in 
three out of four 
criteria on each 
observation throughout 
the year 
 
And/or you can 
demonstrate evidence of 
how you have shared 
good practice and 
developed others 

60 to 80% of 
classes on your 
timetable make 
secure progress 

60% to 80% 
3LP from most 
recent Y11 exam 
results 

Marking is 
developing 
at any QA 
point 

No effective participation in a wider 
school or department role or additional 
role 

Cause for concern 
 

Teaching is secure in 
two of the four criteria 
on each observation 
throughout the year 
 
And/or you can 
demonstrate evidence of 
how you have shared 
good practice and 
developed others 

Less than 60% of 
classes on your 
timetable make 
secure progress 
 

Less than 60% 
3LP from most 
recent Y11 exam 
results 

Marking is 
developing 
at more than 
one QA 
point 

No participation in a wider school or 
department role or inadequate 
performance in additional 
role/responsibility 

 
14.3: Evaluating a teacher’s wider contribution to their team(s) and the school: 

The following factors are examples of what should or could be taken into account through the PMR process 

in relation to a teacher’s status, responsibilities and experience. This list is not exhaustive: 

- Meet the demands of their job description and associated responsibilities. 
- Meet expected, clear and measurable criteria e.g. their Performance Management and Review (PMR) 

objectives. 
- Meet the demands and requirements of the Teachers’ Professional Standards in relation to their 

status, experience and performance expectations. 
- Meet requirements and expectations related to their actual or desired position on the Main Pay Range 

or Upper Pay Range or Lead Practitioner Range. 
- Have demonstrated a personal responsibility for identifying and meeting their CPD needs.  
- In the case of UPR teachers a successful performance review requires that: 

 
i) They are highly competent in all elements of the relevant standards. 
ii) Their achievements and contribution to the school are substantial and sustained.   

 
14.4: To ensure pay progression evaluations are made fairly and objectively: 
 

a) In this school we will strive to achieve fairness by ensuring that all colleagues are aware of their role 
and responsibilities during the PMR cycle i.e. Line Managers, Reviewers and Reviewees. In particular, 
the following should be put in place or taken into account: 
 

 That PMR objectives are clear, concise, measurable, challenging and fair, related to a 
Reviewee’s role, responsibilities, status, experience, aspirations and linked to the Teachers’ 
Professional Standards. 

 Objectives and expectations are consistent between those who have similar experience and 
similar levels of responsibility and that these are moderated and monitored by the relevant 
Line Managers. 

 An evaluation process based on fair and clear graduated expectations of performance related 
to the Teachers’ Professional Standards 

 In the case of UPR teachers a successful performance review requires that: 
 
iii) They are highly competent in all elements of the relevant standards. 
iv) Their achievements and contribution to the school are substantial and sustained.   
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 That Reviewers and Reviewees understand their mutual responsibilities e.g. to continue an 
on-going dialogue throughout the cycle of the Reviewee’s performance to raise and address 
any issues or concerns etc  

 The provision of appropriate and agreed support and training. 
 The totality of a Reviewee’s contribution i.e. their overall performance.  
 Appropriate training, guidance and information is provided to enable Reviewers and Line 

Managers to undertake their responsibilities properly and fairly e.g. that they are trained and 
informed appropriately about the PMR process, that they keep up an on-going dialogue with 
their Reviewees throughout the PMR cycle addressing concerns and issues as they arise. 

 For Reviewer’s to make fair and transparent judgements properly rooted in evidence e.g. pupil 
achievement data, lesson observations, work scrutiny, witness statements, pupil voice, 
department and Reviewee records, assessments from other line managers who have 
responsibility for the performance of the Reviewee. 

 Any special circumstances that may impact on performance and progression are taken into 
account  

 That the PMR process complies with Equalities legislation, statutory obligations and guidance 
in practice and in spirit. 
 

b) The following list provides examples of evidence which will be considered in assessing performance. 

This list is not exhaustive: 

o Pupil progress data and outcomes. 
o Quality of teaching against the Teaching Standards, including observed practice. 
o Self-assessment. 
o Professional dialogue. 
o Received feedback and witness statements re performance. 
o Performance management (PMR) statements. 
o CPD records. 
o In the case of teachers on UPR or who are Lead Practitioners or for those who wish to be on these 

ranges: their contribution beyond their own classroom and their impact on the wider school. 
 
c) Where a teacher has been absent for some or all of the assessment period, an assessment will be 

based on performance during any periods of attendance and/or prior performance. 

15)  DECISION TO PROGRESS 

a) A successful evaluation of performance, based on all the factors described and explained in section 

14 above will result in the award of at least one performance progression stage on the MPR until the 

maximum of the MPR is reached i.e. Performance Progression Stage 6. 

b) Accelerated pay requests may be made and awarded based on the criteria set out above. This could 

include the award of additional points on the Main Pay Range or progression through to the Upper 

Pay Range. After completing two years on MPR, excluding the induction year, teachers can submit an 

application to be considered for progression to the UPR. 

c) For UPR teachers and any Lead Practitioners decisions on pay progression can be made every two 

years until the maximum of the respective range is reached. In both cases this will be at the 

teacher’s request. 

16) DECISION NOT TO PROGRESS 

There will be no pay progression in the following circumstances: 

i. Where the overall performance of a teacher is below the Handsworth Standard (See criteria above). 

ii. Where the overall performance of a teacher does not meet agreed performance management targets 

and expectations taking into account any extenuating circumstances. 
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iii. Where a teacher is in a capability process 

However, professional judgement and discretion will be exercised to take account of any extenuating 

circumstances and to take account of the different factors (see section 14 above) considered in making a 

judgement in relation to a teacher’s experience, role, responsibilities and status. For example, a teacher may 

not have achieved all their performance management targets but may have made significant progress 

towards doing so, or their overall performance and contribution to their team and/or school may be deemed 

to compensate other shortcomings. Similarly, a colleague may meet all their performance management 

objectives but significantly fail to meet expectations in relation to the professional standards. In this case, a 

teacher may not be recommended for progression. 

Any decision not to support progression will need to be explained and put in writing and will be subject to 

the right of appeal. 

17) FINAL DECISIONS REGARDING PAY PROGRESSION RECOMMENDATIONS 

These will be made as appropriate by the Full Governing Body or Performance Management and Pay 

Committee, taking into account advice from the (Head Teacher). 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. 

18) REVIEWING THE HEAD TEACHER’S PERFORMANCE 

The Head Teacher must demonstrate sustained high quality of performance, with particular regard to 

leadership, management and pupil progress at the school, performance reviews will be supported by an 

External Adviser.  Progression will be subject to a review of performance against performance objectives 

before any points are 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 by governors when 

considering progression.   

Annual pay progression within the range for this post is not automatic.  The Governing Body will consider 

whether to make an award. The circumstances in which a maximum of two points may be awarded are as 

follows:   

The Performance Management and Pay Committee may determine that additional payments may be made to 

the headteacher in accordance with section 10 of this Policy or in the following circumstances: 

 where the school is causing concern; 
 Recruitment or retention reasons;  
 Where the head is appointed as a temporary head of one or more additional schools.  

 
The total sum of the additional payments set out in this section will not exceed 25% of the value of the 

headteacher’s point on the Leadership Pay Spine.  If the Performance Management and Pay Committee 

exceptionally wishes to exceed the limit above, it will seek independent external advice before so doing. 

When awarding Head Teacher performance pay, governing bodies will determine any increase.  

The Head Teacher’s performance will be reviewed at the end of the Performance Management Cycle (usually 

on or after 1 September every year) in light of the previously agreed or set performance objectives. 

Governors must make decisions on performance related pay by 31 December.  Any decisions on pay will be 

effective from 1 September. 
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As part of their decision-making, the Pay Committee will also consider if the Head Teacher has been:  

i) Subject to any disciplinary action 
ii) Subject to any action under the capability procedure 
iii) Identified within an OFSTED report or Local Authority Review as not providing an 

appropriate quality of leadership. 
 

If any of the above circumstances apply, the Pay Committee will not award performance pay. 

The Governing Body shall advise the Head Teacher in writing annually of their salary determination and the 
basis for this determination including details of performance criteria  
 
Appeals will be dealt with by the review officer. 
 

19) Reviewing the Deputy Head Teacher and Assistant Head Teachers  performance 

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 their performance objectives before any performance pay progression is 

awarded. This review as outlined in the appraisal regulations and performance management policy will 

involve  

 Performance objectives 
 Classroom observation (where relevant) 
 Other evidence 

 
The review will assess whether the teacher has grown professionally by developing their leadership and 

(where relevant) teaching expertise. 

Annual pay progression is not automatic. The Governing Body will consider whether to make a pay award, 

and if so, the amount.  

Governors will ensure that the performance of the Deputy and Assistant Head Teacher(s) is reviewed at the 

end of the Performance Management Cycle (usually on or after 1 September every year) in light of 

previously set or agreed performance objectives.   

As part of their decision making, the Pay Committee will also consider whether or not the Deputy Head 

Teacher (or Assistant Head Teacher) in paragraph 10) has been:  

i) Subject to any disciplinary action 
ii) Subject to any action under the capability procedure 
iii) Identified within an OfSTED report or Local Authority Review as not providing an 

appropriate quality of leadership. 
 
If any of the above circumstances apply, the Pay and Performance Management Committee will 
not award performance pay. 
 
The Deputy and Assistant Head Teacher(s) line manager will be responsible for reviewing performance, 

recommendations on the award of performance pay will be made by the Head Teacher to the Pay and 

Performance Management Committee. 

The Head Teacher will, each autumn term, and no later than 31 October, notify the Deputy and Assistant 
Head Teacher(s) of the outcome of the annual salary review and will agree any performance criteria against 
which a review of salary will be considered for the following year.  

  

20) LEADING PRACTITIONERS 
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Leading Practitioners are a specific post identified in the school staffing structure, application to become a 

Leading Practitioner will only be considered where such a vacancy exists within the structure. Leading 

Practitioners must demonstrate sustained high quality of performance in light of their agreed performance 

objectives which should be linked to modelling and leading the improvement of teaching skills, and will be 

subject to an appraisal before any pay recommendation is made. Where applicable work undertaken at other 

schools as part of their role, higher education facilities, and the local authority and elsewhere will be taken 

into account. 

Leading Practitioners are expected to take a lead role in developing, implementing and evaluating policies 

and practice that contribute to school improvement, this may include 

 Coaching, mentoring and induction of teachers 
 Disseminating materials and advising on practice, research and CPD provision 

 Assessment and impact evaluation, including demonstration lessons and classroom observation 
 Helping teachers who are experiencing difficulties 

 

Leading Practitioners will be placed at an appropriate place in the Leading Practitioners pay range within a 

specified 5 point range, on appointment. In most cases for new appointments Leading Practitioners will start 

at the bottom of their range. However, this is subject to the schools approach to basic pay determination on 

appointment as outlined in section 9 above and teachers’ pay discretions as outlined in Section 12 and 13 of 

this policy. Progression through the range will depend of their level of performance, taking into account the 

challenge and demands of the individual post. All Leading Practitioners should aspire to reach the top of their 

range. 

If the school creates more than one Leading Practitioner post, the salary for each post will be determined 

separately. 

21) ASSESSMENT AND MOVEMENT ONTO THE UPPER PAY RANGE 

There are 6 progression/reference points on the MPR. At the end of a year on MPR1, 2, 3, 4, 5 teachers will 
automatically be considered, but not guaranteed, for pay progression to the next point on the range or to an 
appropriate point on the range in certain circumstances e.g. taking into account the wider school context, 
market conditions, consistently outstanding performance. 

 
Any qualified teacher who has completed two years on the Main Pay Range (excluding their induction year), 

may request to be considered for progression onto the Upper Pay Range. Teachers on UPR Performance 

Progression Stage 1 or 2 must spend a minimum two years at that level before their request to be assessed 

for the next progression stage is formally considered. 

21.1.1 It is the responsibility of the teacher to decide whether or not they wish to submit a request to be 

assessed for movement onto the UPR.   

The teacher must: 

i. Make clear their intention to apply 2 years before their assessment. This should be indicated 

on two consecutive PMR statements prior to their assessment.  

ii. At the review stage of the cycle (September/October) provide evidence of their performance 

and achievement in support of their request for UPR progression to their PMR Reviewer who 

will make this available to the Head Teacher on request.  

21.1.2 Consideration will be given to accepting late requests where individual circumstances prevent the 

October 31st deadline being met e.g. absence. 

21.1.3 Successful applicants will have their pay backdated to the start of the academic year in which they 

have been assessed as meeting the criteria. 
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21.1.4 If a teacher is simultaneously employed at another school(s) they may submit a separate application 

if they wish to apply to be paid on the Upper Pay Range in that school or schools.  

21.1.5 The school’s assessment of eligibility to access the Upper Pay Range relates solely to the teachers 

employed at Handsworth Grange Community Sports College but consideration will be given to 

substantiated recommendations from a previous school employer. 

21.2.1 UPR Assessment Criteria 

An application will be successful if the Head Teacher and the Performance Management and Pay Committee 

are satisfied that: 

 The criteria set out in the Handsworth Standard has been met. 
 The teacher is highly competent in all elements of the teaching standards. 
 The teacher’s achievements and contribution to the school are substantial and sustained. 
 

In this school, this means that the teacher has consistently: 

 Demonstrated that they consistently meet all professional standards and expectations, both in terms of 
teaching and personal conduct, over a sustained period i.e. two years. 

 Been assessed as meeting, taking into account any extenuating circumstances, their performance 
management objectives over a sustained period. 

 Demonstrated a positive overall contribution to the achievement and success of their team, the pupils 
and the school. 

 Achieved evaluations of their teaching, over a sustained period, based on observations and pupil 
outcomes as: good overall (UPR1), generally outstanding (UPR2) and consistently outstanding (UPR3). 

 Demonstrated over a sustained period an ability to support some pupils to exceed expected levels of 
progress/achievement;  

 Consistently taken responsibility for identifying and meeting their own professional development needs 
and used their learning to improve their own practice, that of other colleagues and pupils’ learning, 
achievement and experience. 

 Demonstrated that they have made an impact on the school beyond their own class/group(s) over a 
sustained period. This may include: 

o Demonstrating an ability to coach, mentor, advise and demonstrate best practice to other staff to 
enable them to improve their teaching practice. 

o Contributing to policy and practice which has improved teaching, learning, pupil achievement, 
attainment and behaviour across the school. 

 
See section 14, and other guidance provided, for further examples of activities and evidence which 
demonstrate meeting the relevant standards and expectations.  
 
21.2.2 Definitions: 
 
For the purposes of this policy: 

 Highly competent means: performance which is not only good but also good enough to provide 
coaching and mentoring for other staff providing informed and effective advice to develop their 
practice and ability to meet the professional standards and other expectations; demonstrate effective 
teaching and learning practice; willingness and ability to make a wider contribution to the work of 
their team and the school. Competence requires a clear demonstration of the appropriate knowledge, 
skills and understanding of their role and responsibilities. 
 

 Substantial means: of real importance, validity or value to the school; use of subject knowledge to 
shape the curriculum; playing a critical role in the life of the school; being a role model for teaching 
and learning; upholding the ethos of the school; making a distinctive contribution to the raising of 
pupil standards; taking advantage of appropriate opportunities for professional development and 
using the outcomes effectively to improve pupils’ learning and the practice of other colleagues. 
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 Sustained period means maintained continuously over a period of at least 2 consecutive school 
years (a year being defined as at least 26 weeks work in any academic year).  It is normally expected 
that this will include at least one year at this school, although discretion will be exercised where there 
is clear and compelling evidence of consistent performance against the criteria at the teacher’s 
previous school. 

 
21.2.3 The Assessment 

The appropriate PMR reviewer will assess applications made by Reviewees who wish to progress on both the 

MPR and those on the UPR. Their recommendation will be considered by the Head Teacher and then the Pay 

and Performance Management Committee. 

The PMR Reviewer and Head Teacher will use the evidence presented by the Reviewee to make their 

assessment. (Section 14 provides examples of the types of evidence either required or that could be used).  

A teacher, who has not been at the school for all of the 2 year assessment period, should provide their 

Performance Management Review statement(s) from their previous employment with their application. 

A teacher may, if they wish, provide additional evidence to support their application, but is not obliged to do 

so. 

21.2.6 The Procedure 

The PMR Reviewer will discuss their recommendation with the teacher before submitting it to the Head 

Teacher with the evidence provided by the Reviewee. The Head Teacher will pass their decision to the Pay 

and Performance Management Committee which will confirm the decision by October 31st. 

Where the application is approved, the teacher will progress to the minimum of the Upper Pay Range 

backdated to the 1 September of that year. 

Where the application is not successful, the PMR Reviewer and Head Teacher will provide verbal and written 

feedback and the teacher will be provided with advice and support through the performance management 

process to develop their skills with a view to them making a future successful application. 

The assessment will be made within 20 working days of the closing date for applications at which point the 

employee will receive a written response informing them of the outcome of the Head Teacher’s 

recommendation (at this stage this would still be subject to Governing Body agreement). 

If successful, applicants will move on to the Upper Pay Range and have their pay backdated from the start of 

the academic year in which they have been assessed as meeting the criteria. 

If unsuccessful, feedback will be provided by the Head Teacher in writing within 20 working days of the 

decision, clearly setting out the reasons for the decision. 

An appeal against a decision not to move the teacher to the progression stage to which they aspire on will 

be heard under the schools pay appeal arrangements. (See section 21.2.8 below). 

 

 

21.2.7 Monitoring 

The Governing Body will monitor the outcome and impact of this policy annually assess its effect and 

continued compliance with equalities legislation.  The effect of the policy will be assessed particularly with 

reference to trends in progression across specific groups of teachers and the correlation between this and 

performance management reviews and outcomes for pupils. 



 

24                        Minerva Learning Trust/HGCSC Performance Management and PayPolicy Aug 2016/Ver9) 

The pay of individual staff will remain confidential – shared only with those responsible for making pay 

decisions and managing administrative matters. 

21.2.8 The Appeals Procedure 

Pay recommendations will be contained within Performance Management Review Statements and these will 

be discussed with employees at the review meeting.  Where an employee has concerns about the pay 

recommendation which cannot be resolved at the review meeting, they should include these on the review 

statement for consideration by those responsible for making pay decisions. 

An employee may make a formal appeal against a decision on pay, which must be submitted in writing 

within 10 working days of receipt of written notification of that decision. 

The grounds of appeals are that the decision-maker(s): 

 Incorrectly applied the provisions of the STPCD / national / local terms and conditions 
 Failed to have proper regard for statutory guidance; 
 Failed to take proper account of relevant evidence and/or took account of irrelevant or inaccurate 

evidence; 

 Unlawfully discriminated against the employee. 
 
Appeals will be heard by the Pay Appeals Committee.  
 
The Appeals will be heard at a meeting, normally within 20 working days of receipt of the written appeal.  

The employee will be entitled to attend the appeal meeting, to make representations and to be accompanied 

by a work colleague or a member of a recognised Trade Union. 

The procedure for the conduct of the appeal meeting is described in Appendix 5. 

Any written submissions relevant to the appeal, must be circulated to all parties at least 3 working days prior 

to the meeting. 

The decision of the appeal committee will be notified in writing and, where the appeal is rejected, this will 

include a note of the evidence considered and the reasons for the decision.   

The decision of the Governing Body's Pay Appeals Committee is final and there is no recourse to the staff 

grievance procedure. 

The Head Teacher shall be entitled to attend, for the purposes of providing information and advice (except in 

the case of his/her own salary), all proceedings of the Pay Appeals Committee. 

The role of the Pay Appeal Committee is not to make judgement about the effectiveness of individual staff.  

It is to satisfy themselves that any recommendation and/or decision has been made on the basis of evidence 

and has been made taking proper account of equal opportunities and that correct procedures have been 

followed. 

22 TEACHING AND LEARNING RESPONSIBILITY (TLR) PAYMENTS 

There are 3 TLR levels: TLR1, TLR2 and TLR3. TLRs may be awarded to teachers on the Main or Upper Pay 

Range.  A teacher may not be in receipt of more than one TLR payment simultaneously. 

Posts which attract TLR1 and TLR2 Allowances, and the amount of those Allowances, are set out in the 

staffing structure. A TLR payment may only be made to a classroom teacher for undertaking a sustained 

additional responsibility focused on teaching and learning that is not required of all classroom teachers.  This 

responsibility will be clearly defined in the job description of the TLR payment holder and will clarify the post 

holder’s level of accountability. 
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TLR’s are not payable to Unqualified Teachers, Leading Practitioners, Assistant/Deputy or Head Teachers.  

TLR1 and TLR2 payments are permanent while the employee remains in the same post in the staffing 

structure. 

The factors supporting the payment of the TLR Payment are as follows:  

i) Focussed on Teaching and Learning. 
ii) Requires the exercise of a teacher’s professional skill and judgement. 
iii) Has an impact on the educational progress of pupils beyond the teacher’s assigned 

classes or groups of pupils. 
iv) Leading, developing and enhancing the teaching practice of others. 
v) Requires the teacher to lead, manage and develop a subject or curriculum area or pupil 

development across the curriculum. 
 

In addition, before awarding a TLR 1 or TLR 2, Governors must be satisfied that the TLR Payment post 

holder has in addition, line management responsibility for a significant number of people 

TLR3 Allowances are paid for a fixed-term period, for delivery of a significant responsibility in relation to a 

clearly time-limited school improvement or one-off externally driven project. 

The Head Teacher will determine what projects should attract a TLR3 Allowance and the value and timescale 

of those Allowances having regard to the context, nature and complexity of the responsibility. 

The Head Teacher will determine at the start of the year the level, type and duration of projects supporting 

school priorities that will attract TLR3 payments. 

It may be the case that during the course of the school year additional projects/priorities arise that may lead 

to the award of additional TLR3s (e.g. in response to Ofsted inspection) in such cases the number and level 

of these will be determined by the Head Teacher. 

Where a TLR3 is awarded for a fixed term school improvement project, or one off externally driven 

responsibilities, the duration of the fixed term will be established at the outset. 

In determining the allocation and value of TLR3 payments, due regard will be given to ensuring consistency, 

fairness, transparency and value for money. 

Where a TLR is awarded, written notification will be given to the teacher of: 

 The nature of the significant responsibility; 
 The level of the payment; 
 In the case of TLR3, the date on which the Allowance will end. 

 
23.  UNQUALIFIED TEACHER ALLOWANCE  

The Head Teacher may determine that an additional Allowance be paid to an unqualified teacher who is paid 

on the Unqualified Teachers’ Pay Range where, in the context of its staffing structure, the teacher has: 

 Taken on a sustained additional responsibility which is: 
 Focussed on teaching and learning; and 
 Requires the exercise of a teachers’ professional skills and judgement: or 
 Qualifications or experience which bring added value to the role s/he is undertaking. 

 
The Head Teacher will determine the amount of any such allowances having due regard to consistency, 

fairness and transparency 

24.  UNQUALIFIED TEACHERS WHO BECOMES QUALIFIED 
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Where an unqualified teacher becomes qualified the relevant body must transfer the teacher to the Main Pay 

Range. If employed in the same school their salary must be the same or higher than it was on the 

unqualified teacher range.   

After qualifying, the unqualified teacher should be placed on the next point on the classroom teachers pay 

range above the sum of the salary and any allowances, or to such a point the relevant body consider 

appropriate. The Governors have decided that in all but exceptional circumstances this will be the bottom 

point of the pay range. In most cases, newly appointed staff will start at the bottom of their range, however, 

this is subject to the school’s approach to basic pay determination on appointment as outlined in the relevant 

parts of section 9, 10, 11, 12 and 13 of this policy. 

Teachers who obtain QTS retrospectively must be paid a lump sum by the Governing Body of the difference 

between their pay as an unqualified teacher and the salary they would have been paid as a qualified teacher 

from the date QTS was obtained. The Governing Body will pay an unqualified teacher on one of the 

employment based routes into teaching on the unqualified teachers’ range 

25. SPECIAL NEEDS ALLOWANCES 

There is one special needs allowance of no less than £2043 and no more than £4034 per annum.   

The Performance Management and Pay Committee will determine which posts will attract an SEN Allowance 

according the criteria set out in the STPCD which relate to teaching SEN pupils, and the amount of the 

Allowance in each case.  Such posts are as set out in the Staffing Structure. 

Where a post attracts an SEN allowance the amount of the allowance will be determined in each case by 

reference to: 

 Whether any mandatory qualification is required; 
 The qualification and/or expertise of the teacher relevant to the post; 
 The relative demands of the post. 
 

In determining the value of an SEN payment, due regard will be given to ensuring consistency, fairness and 

transparency. 

 

26. LEAVE OF ABSENCE 

Teachers employed full-time must be available for work for 195 days in any year, of which 190 days shall be 

days when they may be required to teach children. Requests for leave of absence for reasons other than 

personal sickness will be considered by the Head Teacher in consultation with the Governing Body as 

appropriate, and within the framework of the school’s Leave of Absence Policy. 

Leave may be granted with or without pay in line with the School’s Leave of Absence Policy. Employees are 
advised to seek advice on how this may impact upon their pension. 

27. NON-PAY INCENTIVES 

Staff Development activities such as short courses, supporting priorities identified in the School’s 
Development Plan or through individual staff development interviews and the school’s Performance 
Management Policy will be funded, budgetary constraints permitting, by the school.  

28.  OTHER PAYMENTS 

Regarding Travelling and Subsistence, the Governors adhere to the City Council’s Local Agreement for the 
payment of travel and subsistence expenses to teachers. Journeys undertaken during the normal school day 
reimbursement of travelling expenses is restricted to expenditure incurred which is additional to that which the 
teacher would normally expend in travelling between home and school. 

29. HONORARIA 
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There is no provision within the STPCD for the payment of bonuses or honoraria of any kind.  

30. SUPPORT STAFF PAY 

The Governing Body recognises and values the contribution made to the school by support staff.  

Salaries paid to support staff will comply with all local and national agreements on employee’s condition of 

service: national pay scales, National joint Council for Local Government Services and Sheffield City Council 

Job Evaluation Scheme. The relevant conditions will be as outlined in the employee’s contract of 

employment. 

The Governors recognise that this section will need to be kept under review because of potential changes to 

the above. 

The Governors recognise that they have a responsibility under the School Staffing Regulations in relation to 

the employment and remuneration of support staff.  They are: 

 Establishing posts and determining the number of employees. 

 Arranging the working hours of employees (i.e. full-time, part-time, term time only). 

 Selecting the grade of a post on the Local Authority pay scales using their “Pay and Grading” job 
evaluation toolkit.  

 Determining the starting point on the incremental scale for new appointments (in line with Local 
and National Conditions of Service). 

  Authorising leave with or without pay for reasons other than personal sickness. 

 Awarding any other discretionary points, which may be introduced as a result of a national or 
local agreement. 

31. SALARY SACRIFICE SCHEMES 

The Governing Body does not operate any Salary Sacrifice Schemes. 

32. PENSIONS 

All regular salary payments and additional allowances and payments to staff within this policy, with the 

exception of some recruitment and retention benefits, are pensionable. 

Note: Full-time teachers cannot be members of the Teachers’ Pension Scheme for a second job (eg 1:1 

tuition at another school).  They can however join the Local Government Pension Scheme for this secondary 

employment. 

The Governing Body will not promote staff through the grading systems or use other pay flexibilities to assist 

in securing an employee's improved pension entitlement on retirement.  The Governing Body recognises 

that, where this to be done, the DfE and/or pension regulator, where appropriate, may use their powers to 

substitute a notional salary for calculation of pension. 

33. SALARY SAFEGUARDING/PROTECTION  

The Head Teacher reserves the right to allocate duties and responsibilities to staff in receipt of protected 

salaries that are commensurate with their protected salary. 

Governors and the Head Teacher will undertake to give priority consideration to colleagues in receipt of the 

aforementioned protected salaries for any suitable and relevant substantive posts that become available in 
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the school that are commensurate with their protected salary grade.  This is in order to minimise the 

protected element of the salary that is funded by the school. 

The Governing Body will ensure appropriate salary protection/safeguarding for teachers in accordance with 

the STPCD and for support staff in accordance with the following arrangements: 

 Red circling for two years at the top point of one grade higher than the top point of the grade of the 

lower level post to which they are appointed.  

 Annual cost of living increase will not apply to red circled staff. 

 Employees in receipt of safeguarding will be expected to undertake work commensurate with the level of 

safeguarded/protected pay. 

 

34. OVER/UNDER PAYMENTS 

Every effort will be made to make accurate salary and other payments on the due date.  However, should an 

overpayment or underpayment occur the Governing Body will seek to recover/refund the amount, limited to 

4 years of overpayment (except in cases of wilful misrepresentation or omission by the employee). 

Employees should draw the attention of the Head Teacher any overpayment or underpayment as soon as 

possible. 

In the case of overpayments, the employee will be notified in writing of the full amount of the overpayment 

and agreement will be sought about a reasonable repayment schedule.  In the absence of such an 

agreement the school will determine a recovery schedule, usually through deductions not exceeding 5% of 

the monthly gross pay.  Recovery of overpayments/refund of underpayments will be pursued in the case of 

former employees. 

35. WORKING HOURS 

A full-time employee will be as defined in the relevant Pay and Conditions of Service Book.  The standard full 

time working week for all support staff is 37 hours per week. A full-time working year is 52 weeks. 

Governors will decide the number of hours and weeks to be worked when they appoint staff to new posts.  

For employees working less than full-time, the annual number of hours to be worked will be those 

determined to support the School Development Plan and Staffing Structure. 

Working hours may be varied on a permanent or temporary basis to suit the needs of the school by 
agreement with the employee concerned. 

36. PROBATIONARY PERIOD 

Governors note that the City Council has introduced a 6-month probationary period for newly appointed 
support staff. Governors will follow the guidance provided by their Human Resources provider in managing 
this probationary period. 

37. TEMPORARY ADDITIONAL RESPONSIBILITIES ALLOWANCE  

Governors may award Temporary Additional Responsibilities Allowance to employees that provide cover 

when a supervisor, manager or other more senior colleague is absent due to sickness or annual leave for 

periods over one calendar month. The school will seek advice from the HR provider to ensure that any 

allowance made takes into account the principles of equal pay for equal value work and that the basis for 

those decisions is consistently applied within the school/local authority. 

 Where an employee provides cover for the full range of duties, they will receive a temporary additional 

duties allowance that equates to the difference between their current point on the salary scale and the 

minimum spinal column point of the grade of the person whose duties they are covering.   
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If cover continues for a long period, incremental progression will apply at the appropriate time, as if they 

had been given a temporary appointment to the post being covered. 

Where an employee covers part of the duties or if two or more employees provide cover, they will receive a 

temporary additional duties allowance equivalent to the relevant proportion of the difference between their 

salary and that of role being covered.   

The amount of the allowance is to be agreed with the employees concerned depending on the additional 

responsibilities they are accepting.  Employees will receive annual pay award increases on the allowance. 

Where an employee provides cover on a pay grade that overlaps with the grade of the post they are 

covering, the employee will receive Temporary Additional Responsibilities Allowance at one increment above 

their normal rate of pay. This may be varied, but not increased in circumstances where an employee covers 

part of the duties, or two or more employees provide cover.  

These provisions should be used for short term cover arrangements only and should be subject to monthly 

review. 

38. AUTHORISING AND PAYING FOR THE WORKING OF ADDITIONAL HOURS 

If the need arises, the hours worked by a member of the support staff may be increased contractually, by 

negotiation and a change in the contract terms, subject to the agreement of the postholder, Head Teacher 

and the Chair of Governors. 

Temporary additional hours for a specific task may be approved and paid for (within agreed budget 

provisions) or time off in lieu arranged. (Clarity of whether payment or time off in lieu is to be given should 

be made clear to the employee in advance of the extra hours being undertaken). 

The discretion to negotiate an agreed temporary or permanent variation of hours with the employee concerned is 
delegated to the Head Teacher. 

39. AUTHORISED LEAVE OF ABSENCE FOR REASONS OTHER THAN PERSONAL SICKNESS 

Requests for leave of absence other than for personal sickness will be considered by the Head Teacher, in 

consultation with the Governing Body, and within the framework of the School’s Leave of Absence Policy. 

Leave may be granted with or without pay in line with the school’s Leave of Absence Policy. 

40. NON-PAY INCENTIVES 

Staff Development including short courses, supporting priorities identified in the School Development Plan and 
through individual staff development interviews will be funded, budgetary constraints permitting. 

41. OTHER PAYMENTS 

Regarding Travelling and Subsistence, the Governors adhere to the City Council’s Local Agreement for the 
payment of travel and subsistence expenses to teachers. Journeys undertaken during the normal school day 
reimbursement of travelling expenses is restricted to expenditure incurred which is additional to that which the 
teacher would normally expend in travelling between home and school. 

42. PARITY WITH OTHER SCHOOLS 

The Governors, in operating their own Performance Management and Pay Policy, are sensitive to the pay 

policies operated by other schools in the City Council. 

The Governors recognise the benefits that arise to children and the local community through close co-
operation and collaboration between schools.  They wish to ensure that their individual pay policies do not 
undermine this position by competing or creating disparity on salaries.  Advice will be sought from the schools 
HR provider and the Local Authority where necessary to ensure that consistency is maintained and to ensure 
that observation of equal pay legislation is not compromised. 
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43. EQUALITY ISSUES, CONSULTATION AND RECORDING  

The Governing Body will, through its pay policy and other means seek to ensure that staff are afforded  
equal opportunities, in all matters relating to gender, race, disability, religion, sexual orientation and age. 
The Governing Body will monitor the outcomes and impact of this policy annually including trends in 
progression across specific groups of teachers to assess its effectiveness and the school’s continued 
compliance with equalities legislation. 
 
The Governors will ensure that all members of staff have access to a copy of the School’s Performance 

Management and Pay Policy and that they, their work site representatives, and the Human Resources 

Provider are consulted about its content and implementation. 

The Performance Management and Pay Policy subject to annual consultation and review. 

44. SALARY RECORDS 

All staff will have the right to access their own salary records.  Any member of staff requesting their salary 

record should contact the Head Teacher. The school will ensure confidentiality of staff salaries information.  

It will be stored in a secure place and access will be controlled in line with the requirements of the Data 

Protection Act. 

45. JOB DESCRIPTIONS AND CONTRACTS OF EMPLOYMENT 

 The Staffing/Curriculum Committee of the Governing Body is responsible for ensuring that: - 

 Each post has a job description that accurately sets out the duties of that post. 
 Every member of staff has a contract of employment.  
 Through the schools HR provider, all new appointees receive a letter of appointment and 

statement of particulars.  The committee will ensure that these requirements are being 
satisfied and include a check as part of its annual review, raising any related concerns with 
the HR provider. 

 
Governors note that the Job Descriptions of all teaching staff, including those in the ‘Leadership Group’ 

(Head Teacher, Deputy Head Teacher(s) and any Assistant Head Teacher(s) incorporate responsibilities as 

identified in the school’s Performance Management Policy. 

These job descriptions will be reviewed annually to reflect any relevant changes in legislation and to ensure 
they reflect the needs of the school. 

46. REVIEWING PERFORMANCE MANAGEMENT AND PAY POLICY, STAFF SALARIES,  
      RESPONSIBILITIES AND DESCRIPTIONS 
 
The Governing Body will ensure that every teacher’s salary is reviewed with effect from 1 September and no 
later than 31 October (except in the case of the Head Teacher when it is 31 December) each year and give 
them 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. 
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