Teachers’ Pay Policy

Heritage MAT

Approved by: Heritage MAT Date: 29 January 2026
Last reviewed on: 29/01/25
Next review due by: September 2026



Contents

R N 4T 2
2. Legislation @and QUIANCE ... ————— 2
R T =Y i1 o) o SRR 3
4. Roles and reSPONSIDIIILIES .........ueiiieeiie et e e e et e e e e e e e et e e e e e e e e e e nnner e e e e e e e e e nnnnaeeeaens 3
5. How we will decide pay on appOintMENt.............eiiiiiii et e e e e et e e e e e e e ae e e e e e e eanns 3
(ST o [ VYARVYZ VIV ]| e [=TodTo [0 o T = A VAN o] o Yo | =111 (o] o 1 4
A\ LoVl e TR (o T aT= YU o) oL o= 1A =T o [ 5
S T Lo 11 To ] F= 1= 1o = T Lo =Y SRR 6
1S TR I Vo 1= ] 1 o3 o Y- /SRR 6
10. Salary safeguarding arranNQEMENTS .........cciiiiiiiiiiiiiee e e e e e e s e e e e e e e st aeeeeaeeesenteraeeeaeeeeesnsrareeeaens 6
11. Information to be included in pay StatemMENtS ..........cooiiiiiii e 7
12. Appealing a decCiSioN ON PAY PrOGrESSION .....ccciiuuiieiitiiee e itiee e rttee e e et e e e et e e e e sbee e e s abeeeeeabreeesabeeeeeabaeeeeannee 7
G TR U £ =Y =T Yo (o T3 - 8
14, MONItOriNG @rTaNQgEMENTS ... ..ot 8
15. Links With Other POIICIES ... 8
1. Aims

This policy aims to:

> Clearly explain how we will determine teachers’ pay and how decisions will be made without linking
performance to pay progression

? Set out a clear framework for pay and progression throughout the Trust, while minimising the impact on
workload for all concerned

Adopting this policy will:

? Maximise the quality of teaching and learning at our Trust

> Support the recruitment and retention of high-quality teachers

? Enable us to recognise and reward teachers for their contribution to the Trust

> Help to ensure that decisions on pay are made in a fair, just and transparent way, while eliminating
unnecessary bureaucracy for all concerned

This policy has been consulted on by staff and relevant trade unions.

2. Legislation and guidance

As a multi academy trust, we are free to determine our own approach to deciding teachers’ pay. However,
since all of our staff have a contract that specifically incorporates conditions from the School Teachers’ Pay
and Conditions Document (STPCD), these will continue to apply due to the Transfer of Undertakings
(Protection of Employment) (TUPE) Reqgulations 2006, which protect employees' terms and conditions when a
maintained school becomes an academy.

As such, this policy complies with the STPCD. It is also based on the model pay policy created by the
Department for Education (DfE): https://www.gov.uk/government/publications/reviewing-and-revising-school-
teachers-pay
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This policy complies with our funding agreement and articles of association.
When implementing our pay policy, we will abide by:

> The Employment Relations Act 1999, which establishes a number of statutory work rights

? The Part-time Workers (Prevention of Less Favourable Treatment) Regulations 2000 and the Fixed-Term
Employees (Prevention of Less Favourable Treatment) Regulations 2002, which require us to ensure part-
time and fixed-term workers are treated fairly

? The Equality Act 2010, which requires schools to have due regard to the need to eliminate discrimination
and advance equality of opportunity and foster good relations between people who share a protected
characteristic and those who do not share it

? The Seven Principles of Public Life, which require those conducting the procedures to be objective, open
and accountable

? The Data Protection Act 2018, which sets out requirements on how we handle personal data

Our procedures for addressing grievances in relation to pay are based on the Acas grievance code of practice
and are set out in our Grievance Policy.

Our procedures for assessing early career teachers’ performance and progress comply with the DfE’s
statutory guidance on Induction for Early Career Teachers (England).

3. Definitions

? Teacher includes all staff qualified and appointed to teach at the school. This includes the leadership
team and the headteacher, unless otherwise stated

> Teaching and learning responsibility is a payment awarded to a classroom teacher for undertaking a
sustained additional responsibility, for the purpose of ensuring the continued delivery of high-quality
teaching and learning and for which the teacher is made accountable

> Main and upper pay ranges are the ranges on which a classroom teacher’s salary will be set

W

Unqualified teacher pay range is the range on which an unqualified teacher’s salary will be set

> Leadership group comprises the headteacher, deputy headteacher and assistant headteacher

4. Roles and responsibilities
Line managers will make recommendations on a teacher’s pay following the teacher’s appraisal.
Final pay recommendations are made by the governing board to the Trust Board.

Responsibility for making pay decisions is delegated to the pay committee of the governing board and ratified
by the Pay and Remuneration Committee of the Full Trust board.

5. How we will decide pay on appointment

The Trust Board will determine the pay range for a vacancy before advertising it. On appointment, it will
determine the starting salary within that range to be offered to the successful candidate.

To determine the salary, the Trust Board will take into account a range of factors, including:
e The nature of the post
¢ The level of qualifications, skills and experience required
e Market conditions

e The wider school context
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There is no assumption that a teacher will be paid at the same rate as they were being paid in a previous
school.

5.1 Unqualified teachers

The trust will always try to appoint qualified teachers in the first instance. There may be occasions where
unqualified teachers are appointed such as in shortage areas or through apprenticeship schemes. Unqualified
teachers will be paid on the unqualified teacher pay range in accordance with the STPCD. Where an
unqualified teacher gains qualified teacher status (QTS) while in post, they will be transferred to a salary on
the main pay range for teachers, which will be equal to or higher than their previous unqualified teacher salary
and any other payable allowances.

In cases where an unqualified teacher gains QTS retrospectively, they will be paid a lump sum calculated as
the difference (if any) between their unqualified teacher salary and the salary they would have been paid as a
qualified teacher for the same period (not including any allowances). The lump sum will cover the period from
which they obtained QTS to the date the lump sum is paid. The Trust will support suitable unqualified teachers
who wish to obtain teaching qualifications.

6. How we will decide on pay progression

Our Trust does not link pay progression to teacher performance. Teachers should expect to receive annual
pay progression within their pay range. The only exception to this isif the teacher is subject to formal capability
proceedings.

6.1 Annual reviews
The Trust Board will ensure that:

> Each teacher’s salary is reviewed annually, with effect from between 1 September and no later than 31
October each year

> All teachers are given a written statement setting out their salary and any other financial benefits to which
they are entitled, in alignment with our annual appraisal period

Our appraisal arrangements are set out in full in our appraisal policy which is available on Heritage MAT
website (https://heritagemat.uk/statutory-information/trust-policies/)

6.2 Mid-year reviews

Reviews may take place at other times of the year if an individual’s role or job description changes. Changes
include going part-time and taking on or removing additional roles and responsibilities.

A written statement will be given after any review and, where applicable, we will give information about why it
was made.

6.3 Early career teachers

Early career teachers (ECTs) starting their induction on or after 1 September 2021 are not subject to annual
appraisal and pay review cycles during their induction period.

Decisions on ECTs’ pay will be made by means of the statutory induction process for ECTs. The appropriate
awarding body is responsible for deciding whether the ECT has met the induction standard on the basis of the
headteacher’s recommendation.

In the case of ECTs, the appropriate awarding body must determine the teacher’s performance and any pay
recommendation by means of the statutory induction process set out in The Education (Induction
Arrangements for School Teachers) (England) Regulations 2012.

ECTs may be awarded pay progression at the end of the first year of their induction period. However, annual
progression is not automatic or guaranteed. It is based on induction outcomes.

6.4 Part-time teachers
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Part-time teachers are teachers who are employed on an ongoing basis at the school but who work less than
a full working week.

The Trust Board will give part-time teachers a written statement detailing their working time obligations and
the standard mechanism used to determine their pay, subject to the provisions of the statutory pay and
working time arrangements and by comparison with the school’s timetabled teaching week for a full-time
teacher in an equivalent post.

6.5 Short-notice/supply teachers

Teachers who are employed on a day-to-day or other short notice basis will be paid on a daily basis
calculated on the assumption that a full working year consists of 195 days. Periods of employment for less
than a day will be calculated pro-rata.

7. Moving to the upper pay range

7.1 Making applications

All qualified teachers can apply to be paid on the upper pay range, and any application will be assessed in line
with this policy. It is up to each teacher to decide whether they wish to apply to be paid on the upper pay
range.

Expressions of interest can be made at least once a year. Teachers should submit their EIO in writing to their
own headteacher by no later than March 15t of any academic year.

Applications for UPS should be made by September 30%" in any academic year. When submitting an
application, please include:

? Results of appraisals under The Education (School Teachers’ Appraisal) (England) Regulations 2012,
including recommendations on pay

o Where this information is not applicable or available, include a statement and summary of
evidence to demonstrate that you have met the assessment criteria

Teachers who are simultaneously employed at another school(s) should submit separate applications if
applying to be paid on the upper pay range in that school or schools. We will not be bound by pay decisions
made by another school or Trust.

All applications will be reviewed by line managers and a senior leader.

We will treat all applications fairly and impartially. These will be approved by the Headteacher.

7.2 Assessment
In order to be eligible to be paid on the upper pay range, the Trust Board must be satisfied that:

? The teacher is highly competent in all elements of the Teachers’ Standards; (
https://www.gov.uk/government/publications/teachers-standards )and

> The teacher’s achievements and contributions are substantial and sustained
For the purpose of this policy:

> ‘Highly competent’ means:
Performance which is good enough to provide coaching, mentoring and advice to other teachers, and
demonstrate to them effective teaching practice and how to make a wider contribution to the work of the
school, in order to help them meet the relevant standards and develop their teaching practice

? ‘Substantial’ means:
The teacher’s contributions are of real importance, validity or value to the school; play a critical role in the
life of the school; provide a role model for teaching and learning; make a distinctive contribution to the
raising of pupil standards; take advantage of appropriate opportunities for professional development and
use the outcomes effectively to improve pupils’ learning
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> ‘Sustained’ means:
The teacher’s contributions have been maintained over at least two years,

Applications will be assessed and outcomes shared within ten working days of the receiving the application,

7.3 The decision

The recommendation will be made to the Trust Board by the Headteacher who will also recommend where the
teacher will be placed on the upper pay range. Considerations will include the nature of the post, the
responsibilities it entails, and the qualifications, experience and skills of the teacher.

If successful, applicants will move to the upper pay range from the beginning of the next academic year. Pay
will be backdated to the date the decision was made.

If unsuccessful, feedback will be provided by line managers in a 1-to-1 meeting, within 5 working days of the
decision notification. The line manager will set out why the application was unsuccessful, and provide advice
on how the teacher can improve when making another application in the future.

Decisions will also be communicated in writing. Any appeals against a decision not to move a teacher to the
upper pay range are covered by the grievance policy.

8. Additional allowances

The Trust offers a number of other allowances, including:
> Teaching and learning responsibility payments
Special educational needs allowances

Where a teacher is acting up to a leadership role

Where a teacher is seconded

L L

Where a teacher takes on residential duties

> Recruitment and retention allowances in shortage area.
These will be awarded in line with STPCD

Additional allowances will harmonise over time across Heritage MAT, but TUPE arrangements may mean
some variation between schools.

9. Leadership pay

Leadership pay ranges are set out in according with school group sizes. These will harmonise over time
across Heritage MAT but TUPE arrangements may mean some variation between schools.

10. Salary safeguarding arrangements
We will abide by the STPCD and safeguard teacher salaries if the post is revised or removed as a result of:
? Closure of the school or education establishment

> Organisational restructuring

Circumstances where higher pay is safeguarded include a removed or reduced:
> Teaching and learning responsibility (TLR) payment: TLR1 or TLR2

> Special educational needs (SEN) allowance
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> Unqualified teacher’s allowance
> Leadership pay range or leading practitioner pay range

We will follow the STPCD when applying and managing salary safeguarding.

11. Information to be included in pay statements

When pay is changed, teachers will receive a written statement confirming this as soon as possible and not
later than 4 weeks after the decision.

The statement will be issued by the Trust Board.

For all teachers, statements will include:

> Payments or other financial benefits awarded

> Any safeguarded sums

? Information on where the teacher can access a copy of the school’s staffing structure and pay policy
Statements for members of the leadership group and teachers paid as leading practitioners will also include:
? The basis on which the salary has been determined

? The criteria on which their salary will be reviewed in future

Statements for teachers appointed to the leadership group or paid as a leading practitioner for a fixed period
or under a fixed-term contract will also include:

? The date that the fixed period or the contract will end, or the circumstances that will lead to the contract
ending

Statements for classroom teachers or unqualified teachers who are paid and eligible for allowances as a
qualified teacher will also include:

? The teacher's position within the pay ranges
? The nature and value of any allowance received

> The value of any teaching and learning responsibility (TLR) payment awarded and details of what it was
awarded for

> Where a TLR was awarded to cover a teacher’s absence, the end date, or the circumstances in which it
will end

? For TLR3s, the letter should also include a statement that the payment will not be safeguarded
Statements for unqualified teachers will also include:
? The teacher's position within the unqualified teachers’ pay range

> The value of any unqualified teacher’s allowance awarded and the additional responsibility, qualifications
or experience in respect of which the allowance was awarded

Provisions relating to TLRs are being amended so that, from September 2026, TLR 1&2 payments must be
based on the proportion of responsibility undertaken rather than the pro rata principle. Governors will also
have the option of implementing this change from September 2025 so this has been included as an option in
the Teachers Pay Policies.

In all pay decisions, it is the local governing body which will make recommendations to the Trust Board. It is
the Trust Pay and Remunerations Committee which will approve all pay decisions.
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12. Appealing a decision on pay progression
Where any teacher feels that a decision made over their pay is unfair, they have the right to appeal.
Teachers should attempt to resolve the matter informally at first, by speaking to the relevant headteacher.

If, after an informal discussion with the headteacher, the teacher still feels that the decision made over their
pay is unfair, they should set out their reasons for appealing in a letter to the Chair of the Trust Board within 5
working days of the pay statement being issued.

Reasons may include:

> The pay policy was incorrectly applied

? The decision contravenes the STPCD that the teacher is employed under
? The decision contravenes equality legislation

? Relevant evidence was not taken into account

> The decision was biased

The rest of the grievance procedure is set out in our grievance policy

If the appeal is upheld, the headteacher, will re-issue the pay statement with the correct information.

13. TUPE

TUPE arrangements have meant that there is some variation at school level for similar posts. These
differences will reduce naturally over time through staff turnover and appointment to new or
revised roles, in accordance with TUPE protections

14. Monitoring arrangements
This policy will be reviewed and approved annually by the full Trust Board.

The Trust Board will monitor the outcomes and impact of the policy on a regular basis, including trends in
progression across specific groups of teachers, to assess its effect and the school’s continued compliance
with equalities legislation. The Trust Board will engage with professional bodies should any disputes occur in
relation to this policy.

15. Links with other policies
This policy links with our policies on:

> Staff grievance procedures

? Teacher appraisal

> Early career teacher (ECT) induction
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APPENDIX A

The Unit Total is calculated as follows: -

Total Unit Score Group
Up to 1000 1
1,001 to 2,200 2
2,201 to 3,500 3
3,501 to 5,000 4
5,001 to 7,500 5
7,501 to 11,000 6
11,001 to 17,000 7
17,001 and over 8

32.2.1. Subject to paragraphs 4.07 to 4.09, the total unit score must be determined in accordance
with the number of pupils on the school register.

KEY Stage Units per pupil

For each pupil in the preliminary stage and each pupil in the first or 7
second key stage

For each pupil in the third key stage 9
For each pupil in the fourth key stage 11
For each pupil in the fifth key stage 13

32.2.2. The number of pupils on the school register, and the number of pupils at each key stage,
must be determined by the numbers as shown on the most recent return of the Department
for Education (DfE) School Census.

32.2.3 Each pupil with a statement of special educational needs (SEN) or an Education, Health and
Care plan must, if in a special class consisting wholly or mainly of such pupils, be counted
as three units more than the pupil would otherwise be counted as by virtue of paragraph
4.06, and if not in such a special class be counted as three such units only where the
relevant body so determines.
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32.2.4 Each pupil who attends for no more than half a day on each day for which the pupil attends
the school must be counted as half as many units as the pupil would otherwise be counted
as under paragraphs 4.06 or 4.08.

32.2.5 Where the Principal is appointed as Principal of more than one school on a permanent basis,
the relevant body of the Principal’s original school or, under the Collaboration Regulations,
the collaborating body must calculate the Head Teacher group by combining the unit score
of all the schools for which the Principal is responsible to arrive at a total unit score, which
then determines the Head Teacher group.

33.Unit totals and Principal groups — particular cases
Expected changes in number of registered pupils and teaching establishments

33.1  Subject to paragraph 33.2, where in the case of an ordinary school the total unit score and
in the case of a special school the modified total unit score is expected by the relevant body
to rise or fall after the date to which the assignment refers, the relevant body may instead
assign the school to the appropriate group which would result after the expected change in
numbers has taken place.

33.2 Where the relevant body is the Governing Body of a school which has a delegated budget,
no assignment may be made until the authority has been consulted.

Ranges for Headteachers

Group Spine Point Range
1 L6—L118

L8 —L21
L11-124

L14 - 127

L18 - 131
L21-135

L24 -139

L28 — 143

O N U WIN
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APPENDIX B

Salary/Pay range for members of the Leadership group at 1 September 2025:

Table 1
£ £
L1 51,773 L25 93,424
L2 53,069 L26 95,735
L3 54,394 L27 98,106
L4 55,747 L28 100,540
L5 57,137 L29 103,030
L6 58,569 L30 105,595
L7 60,145 L31 108,202
L8 61,534 L32 110,892
L9 63,070 L33 113,646
L10 64,691 L34 116,456
L11 66,368 L35 119,350
L12 67,898 L36 122,306
L13 69,596 L37 125,345
L14 71,330 L38 128,447
L15 73,105 L39 131,578
L16 75,049 L40 134,860
L17 76,772 L41 138,230
L18 L42 141,693
78,702
L19 80,655 L43 143,796
L20 82,654
L21 84,699
L22 86,803
L23 88,951
L24 91,158
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Notes:

1 - scale point to be used only by schools in Group 1 where it is the maximum value of the head
teacher group range for the school 2-8 - scale point to be used only by schools in Groups 2 to 8
respectively where it is the maximum value of the head teacher group range for the school
* - scale points to be used unless the above applies

Main Pay Scale at 1 September 2025

Table 2
1 32,916
2 34,823
3 37,101
4 39,556
5 42,057
6 45,352

Upper Pay Scale at 1 September 2025

Table 3
1 47,472
2 49,232
3 51,048

Lead Practitioner Teacher Salary 1 September 2025 Table 4

Minimum 52,026
Maximum 79,092
1 £ 52,026
2 £ 53,332
3 £ 54,663
4 £ 56,022
5 £57,418
6 £ 58,857
7 £ 60,443
8 £ 61,836
9 £ 63,381
10 £ 65,010
11 £ 66,695
12 £ 68,233
13 £ 69,937
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14 £71,682
15 £73,465
16 £75,419
17 £77,150
18 £79,092

Unqualified Teacher Salary 1 September 2025

Table 5
1 22,601
2 25,193
3 27,785
4 30,071
5 32,667
6 35,259

ALLOWANCES AND OTHER PAYMENTS FOR CLASSROOM TEACHERS

17.1 Teaching and learning responsibility (TLR) payments

17.1.1 The Governing Body pays TLR 1,2 and 3 payments to teachers as indicated in the

17.2

attached staffing structure, in accordance with the pay ranges specified in the STPCD as
updated from time to time and the following levels and values will apply:

TLR 1:

TLR1MinA £10,1774 TLR1Max £17,216

TLR 2:

TLR2Min £3,527

TLR2Max £8,611

TLR3  min £702, max £3,478
The Governing Body also pays a TLR4 payment to teachers as indicated in the attached

staffing structure. These are for small projects that are not time limited, but do not warrant
a TLR2A

TLR4 min £500, max £3,000

The criteria for the award of TLR 1 and 2 payments are as follows:

Before awarding any TLR 1 or 2 payments, the Governing Body must be satisfied that
the teacher’s duties include a significant responsibility that is not required of all classroom
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17.3

17.4

17.5

17.6

17.7

17.8

17.9

teachers and that:

a. is focused on teaching and learning;
b. requires the exercise of a teacher’s professional skills and judgement;

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

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

e. involves leading, developing and enhancing the teaching practice of other staff.

In addition, before awarding a TLR1 payment, the Governing Body must be satisfied that
the significant responsibility referred to above includes line management responsibility
for a significant number of people.

Teachers will not be required to undertake permanent additional responsibilities without
payment of an appropriate permanent TLR1 or TLR2 payment.

Under normal circumstances, teachers will hold one TLR. Where there is a specific need,
at the discretion of the Governors’ Staffing, Finance & General Purposes Committee, an
exception may be made to this principle. This will usually relate to the specific skills,
knowledge, understanding or experience that an individual candidate holds in relation to
a post.

TLR equivalent values may also be paid to non-teaching staff if that role is fulfilled outside
of the main teaching structure.

Before making any TLR3 payment, the Governing Body must be satisfied that the
responsibilities meet a, b and d of the above criteria; that they are being awarded for
clearly time limited school improvement projects or externally driven responsibilities or
where teachers are undertaking planning, preparation, coordination of, or delivery of
tutoring to provide catch-up support to pupils on learning lost to the pandemic, and where
that tutoring work is taking place outside of normal directed hours but during the school
day;; and that the responsibilities are not a permanent or structural requirement which
should instead be rewarded by means of a permanent TLR payment.

Where the Governing Body wishes to make TLR3 payments, the proposed
responsibilities, level of payment within the published range and the duration of payment
will clearly set out. (TLR 3 payments must be no less than £ 675 and must not exceed £
3,344).

The Governing Body will ensure that the use of TLR3 applies only to clearly time-limited
school improvement projects or one-off externally driven responsibilities and where there
is a genuine development or operational need unless that responsibility relates to
tutoring, as set out above. TLR3 payments will not be used to replace or otherwise limit
teachers’ pay progression on the Main, Upper or Leading Practitioner Pay Ranges.
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17.10 The Governing body should not award consecutive TLR3s for the same responsibility
unless that responsibility relates to tutoring or a sustained project spanning more than
one year, as set out above.

18. Special educational needs (SEN) allowances

18.1  The Governing Body may award SEN allowances in accordance with the criteria and
provisions set out in the STPCD.

The value of SEN allowances to be paid at the school will be:

min £2,787, max £5,497
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