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Castleford Academy Trust - Pay Policy 

1 Introduction 

1.1 Castleford Academy Trust has adopted the policy set out in this document to provide a clear 

framework for the management of pay and grading issues for all staff employed in our 

academies. 

1.2 Castleford Academy Trust is committed to taking decisions in accordance with the key principles 

of public life: objectivity, openness and accountability. It recognises the requirement for a fair 

and transparent policy to determine the pay and grading for all staff, which takes account of the 

conditions of service under which they are employed and relevant statutory requirements. 

1.3 Castleford Academy Trust recognises its responsibilities under relevant legislation and 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. 

 

We will ensure that all pay related decisions are taken equitably and fairly in compliance with 

statutory requirements. 

1.4 This policy is based on a whole Castleford Academy Trust approach to pay issues. The Trust’s 

staffing structure will support the trust’s and each academy’s improvement plan. Castleford 

Academy Trust will exercise its discretionary powers using fair, transparent and objective criteria 

in order to secure a consistent approach in all pay decisions. The Trust will budget for all those 

eligible for pay progression and the budget will have no bearing on pay progression decisions. 

1.5 Castleford Academy Trust recognises the requirement that all pay progression decisions for all 

teaching staff must be linked to an annual appraisal of performance. The procedures set out in 

this policy seek to ensure that this is achieved in a fair, equitable and transparent way.  

1.6 Castleford Academy Trust also recognises the importance of annual appraisal of performance for 

support staff. 



 
 

 

1.7 This policy will be agreed by Castleford Academy Trust following consultation with staff and the 

trade unions. Any subsequent changes will also be subject to further consultation before 

amendment by Castleford Academy Trust.   

1.8 Each Academy has an agreed staffing structure. Any subsequent changes to staffing structures 

will be subject to consultation. 

1.9 This policy sets out the framework for making decisions on teacher (including Leadership, Lead 

Practitioners and Unqualified Teachers) and support staff pay. It has been developed to comply 

with current legislation and the requirements of the School Teachers’ Pay and Conditions 

Document (STPCD) 2021.  

2 Aims of the policy 

2.1 Castleford Academy Trust aims to use the pay policy to:  

• Maintain and improve the quality of teaching and learning throughout Castleford Academy 

Trust. 

• Support each academy’s improvement plan. 

• Underpin performance management. 

• Ensure that all staff are valued and appropriately rewarded for their work contribution. 

• Ensure staff are well motivated, supported by positive recruitment and retention policies 

and staff development. 

• Demonstrate that decisions on pay are fair and equitable and recognise the principle of 

equal pay for like work and work of equal value. 

• Provide flexibility to recognise individual staff performance linked to pay decisions. 

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

2.2 Castleford Academy Trust will also consider advice issued by the Department for Education, 

trade unions and other national bodies as appropriate, along with relevant statutory legislation. 

3 Job Roles and Responsibilities 

3.1 All members of staff will be provided with a job description outlining the roles and 

responsibilities of their post. Furthermore, each staff member will be issued with a contractual 

Statement of Particulars of Employment which will include the pay range, any additional 

payments or allowances covered by this policy and whether this is a permanent or temporary 

payment. 

3.2 Any significant changes to duties and responsibilities of a post will be subject to discussion with 

the member of staff with a view to reaching agreement. Whilst this may take place at any time, 

job descriptions are reviewed, amended and agreed as part of the annual performance 

management process. Where there is a significant change in duties and responsibilities of a post, 

a revised job description will be drawn up and issued. 



 
 

 

3.3 Where the staffing structure of an academy needs to be changed, resulting in broader changes to 

roles and responsibilities, this will be the subject to consultation with staff and the trade unions 

before any changes are made and with a view to seeking to agree the changes before new job 

descriptions are issued. 

4 Pay Assessment and Pay Review 

4.1 Castleford Academy Trust and each academy will ensure that every teacher’s salary is reviewed 

on an annual basis with effect from 1st September, no later than 31st October for teaching staff 

or 31st December for Executive Leaders/Headteachers. 

4.2 The teacher’s performance management review will contain a recommendation on pay. The 

Headteacher will be responsible for making recommendations to the Trust Pay Committee for 

pay progression, in accordance with the relevant sections of this policy. See Appendix 1 to 

confirm members of the Trust Pay Committee. 

4.3 All teachers will be entitled to receive an annual pay statement including details of any salary and 

financial benefits to which they are entitled, including any salary safeguarding arrangements that 

may apply. 

4.4 A review may occur at other times where there has been a significant change affecting an 

individual teacher’s pay. A revised written statement will be issued to the teacher in such 

circumstances, including any salary safeguarding arrangements. 

4.5 A review may occur at other times when consideration of a retention payment may be deemed 

necessary. 

5 Recruitment 

5.1 All advertisements for vacant posts in Castleford Academy Trust and/or each academy will be 

considered and approved by the Chief Finance & Operations Officer (CFOO). All posts will be 

advertised either internally or externally, locally or nationally as appropriate. 

5.2 The advertisement will include the relevant pay range for the post. The advertisement will 

specify the expected level of skills and experience for appropriate candidates relevant to the 

post. The advertisement will also include details of any additional payments or allowances 

applicable to the post. In most cases for teachers, this will be according to the pay structure as 

demonstrated in Appendix 2. However, for some positions, the panel may consider further 

remuneration in order to attract / retain the most appropriate calibre of appointment. 

5.3 The Headteacher and/or designated person reserves the flexibility to alter the remuneration or 

permanency of a post after interview if this is appropriate to the successful appointment of an 

applicant and there is the risk of no appointment being made. 



 
 

 

5.4 Within the framework of relevant statutory legislation, the advertisement may also include 

reference to any under-representation within Castleford Academy Trust to encourage 

applications from any disadvantaged and under-represented groups. 

6 Support Staff Pay Award 

6.1 Castleford Academy Trust has applied the increase to the NJC pay scales previously agreed from 

April 2020. See Appendix 2. 

6.2 Incremental progression will be in line with the relevant conditions of service. Castleford 

Academy Trust are committed to applying future pay enhancements in line with NJC pay scales. 

7 Teaching Staff Pay (general statement) 

7.1 In Castleford Academy Trust all teaching staff are employed in accordance with the provisions of 

the School Teachers Pay and Conditions Document (STPCD 2021).  In reviewing pay scales in the 

future, Castleford Academy Trust are committed to applying future pay enhancements in line 

with national pay bands contained within the STPCD. The following pay arrangements have been 

agreed by Castleford Academy Trust using the flexibilities contained within the STPCD. 

8 Pay Progression 

All teachers will have a designated position and job description with a fixed pay range. 

The Trust has adopted the STPCD 2021 recommendations of a consolidated award of £250 awarded to 

all teachers whose full-time equivalent basic earnings are less than £24,000. 

Any part-time teacher whose full-time equivalent basic earnings meet the eligibility criteria receive the 

award on a pro-rata basis according to their contracted hours. 

The award will be paid to all eligible teachers, whether located on a published pay point or not and will 

be independent of any progression considerations. 

Following a successful annual performance review, staff will progress up the pay spine by one 

increment up to the top of the pay range for that post. In an exceptional situation more than one 

increment may be awarded. The exceptional circumstances will be determined by the Headteacher. 

The Castleford Academy Trust pay policy will adhere to ‘Implementing Your Schools Approach to Pay’ to 

ensure that the policy does not discriminate on the grounds of absent staff i.e. disability, maternity, 

long term sickness etc.  

8.1 Early Career Teachers (ECTs) 

8.1.1 It is recognised that early career teachers (ECTs) undergo a statutory induction process.  ECTs 

will not be negatively affected by the extension of the induction period from one to two years 

as the increased induction period does not prevent the ECT being awarded pay progression at 

the end of the first year. To progress to MPS2 it is expected that they have: 



 
 

 

8.1.2 Provided appropriate evidence in meeting the ‘Teaching Standards 2012’ and successfully 

completed the first year of the two years induction period.  

8.1.3 Pay progression may not take place where the employee has failed to complete the induction 

period satisfactorily unless there are mitigating circumstances. In such cases the 

Headteacher/Executive Leader will review on an individual basis. In such circumstances it may 

be deemed appropriate to extend the induction period. This would be confirmed in writing to 

the employee. 

8.1.4 Where a teacher is unsuccessful they will be advised in writing of where they have fallen short 

of the criteria and given the opportunity to appeal against the decision made. Staff 

development will also be provided to enable the teacher to meet the standards required.  

8.1.5 Pay progression will only be effective from the September following successful completion. If 

the employee completes the ECT induction during the year, outside the normal cycle (Sept – 

August) the increment will be applied for the following September. 

8.2 All Teaching Staff (general)  

8.2.1 Performance Review will be deemed successful if: 

• A teacher has made good progress towards meeting his/her targets. 

• A teacher has made good progress against the teaching standards. 

• A teacher is making good progress in response to an action plan as outlined below. 

• There are no formal capability proceedings. 

The assumption is that ‘good progress’ is being made unless there is evidence to the contrary. 

If a member of staff is on a support plan, due to failing to meet the required expectation 

within the teaching standards; then unless good and consistent progress is made by the 

performance management meeting in September/October; pay progression may be affected. 

A ‘Support Plan’ is a documented plan provided by either a line manager or member of SLT to 

enable a member of staff to reach the desired standard.  

8.2.2 It is a teacher’s responsibility to ensure that he/she understands the teacher standards and 

identifies with their line manager any support that may be needed to ensure good progress is 

made. 

8.2.3 Where progression has been refused they will be advised in writing of the reasons and given 

the opportunity to appeal against the decision made. Staff development will also be provided 

to enable the member of staff to meet the standards required.  

8.3 Main Scale  



 
 

 

8.3.1 Castleford Academy Trust will establish posts paid in accordance with the minimum and 

maximum points as determined by the School Teachers’ Pay and Conditions Document 2021. 

8.3.2 Performance related progression should now be the basis for all pay decisions including main 

pay scale. 

8.3.3 Trustees have determined that normally, successful progression within the main pay scale will 

be by annual increments following a performance review. However, where a teacher‘s 

performance has been deemed of a sustained* high quality, exceeding the Trust’s 

expectations at that level, the Headteacher may award accelerated progression (of up to two 

increments) within the limits of main scale.  

8.3.4 Castleford Academy Trust has confirmed a pay structure for main scale classroom teachers. 

See Appendix 3. 

8.4 Progression to Threshold  

8.4.1 A teacher at the top of the main scale will be considered for assessment through the 

threshold on to upper pay spine (UPS1). Following successful performance management, the 

Headteacher/or delegated person, will assess each individual, taking into consideration any 

evidence provided by the line manager in order to make a decision.  

8.4.2 In exceptional circumstances, a top performing teacher, who has developed expertise and 

experience equivalent to a teacher who is on M6, may be considered to progress to UPS1. 

Following successful performance management, the Headteacher/or delegated person, will 

assess each individual, taking into consideration any evidence provided by the line manager in 

order to make a decision. 

8.4.3 An application will be recommended for progression where the Headteacher is satisfied that: 

• The teacher is deemed highly competent* in all elements of the relevant standards.   
• The teacher’s achievements and contribution to the school are substantial* and 

sustained*. 

*In the above ‘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’s standards; take advantage of 

appropriate opportunities for professional development and use the outcomes effectively to 

improve pupils’ learning 



 
 

 

‘Sustained’ means: The teacher’s contributions have been maintained over a long period. 

8.4.4 Pay progression may not take place where the employee has been placed on capability 

procedures in the review reference period unless there are mitigating circumstances. In such 

cases the Headteacher/Executive Leader will review on an individual basis.  

8.4.5 In such circumstances, the date that the teacher was removed from the capability procedure 

would be a key factor in determining whether the progression criteria was satisfied.  

8.4.6 Pay progression will take into consideration a combination of absolute and relative 

performance measures linked to the teacher standards and will be appropriate to the 

teacher’s role and level of experience. Consideration will be given to updated DfE Guidance 

following the Making Data Work report. 

8.4.7 The Headteacher will present the recommendation with reasons to the Trust Pay Committee 

to be formalised by the Trustees. See Appendix 1 to confirm members of the Trust Pay 

Committee. 

8.4.8 Where a teacher’s application to progress to threshold is unsuccessful, they will be advised in 

writing of where they have fallen short of the criteria and given the opportunity to appeal 

against the decision made. Staff development will also be provided to enable the teacher to 

meet the required standards.  

8.5 Progression to Upper Pay Spines 2 (UPS2) and 3 (UPS3) 

8.5.1 Further progression on to UPS2 and UPS3 will not normally be allowed until the followed 

criteria has been satisfied: 

• A teacher has worked 2 years on the previous pay point – either UPS1 or UPS2. 

• There has been a successful performance review for each of the two years where the 

teacher’s performance against the professional standards has been substantial* and 

sustained*. 

• The teacher is deemed highly competent in all elements of the relevant standards. 

• For each of the two years the teacher’s achievements and contribution to the Academy 

are substantial* and sustained*. 

8.5.2 Pay progression may not take place where the employee has been placed on capability 

procedures in the review reference period unless there are mitigating circumstances. In such 

cases the Headteacher/Executive Leader will review on an individual basis.  

8.5.3 In such circumstances, the date that the teacher was removed from the capability procedure 

would be a key factor in determining whether the progression criteria was satisfied. 



 
 

 

8.5.4 The Headteacher will present the recommendation with reasons to the Trust Pay Committee 

to be formalised by the Trustees. See Appendix 1 to confirm members of the Trust Pay 

Committee. 

8.5.5 Where a teacher is unsuccessful, they will be advised in writing of where they have fallen 

short of the criteria and given the opportunity to appeal against the decision made. Staff 

development will also be provided to enable the teacher to meet the standards required.  

8.5.6 Castleford Academy Trust has confirmed a pay structure for upper pay scale teachers which 

can be found in Appendix 3. 

8.6 Lead Practitioners 

8.6.1 These posts are paid above the upper pay spine. These posts will carry responsibility for 

modelling and leading the improvement of teaching skills across the Trust or their individual 

academy. 

8.6.2 The pay range for these posts will be within the minimum and maximum of the range for Lead 

Practitioners contained within the School Teachers’ Pay and Conditions Document 2021, and 

will be determined by the role and range of responsibility of each post, which may vary across 

the Trust. 

8.6.3 Each post will have a pay range comprising 4 points. Castleford Academy Trust has confirmed 

a pay structure on the Leadership Pay Spine which can be found in Appendix 3. 

8.6.4 The starting salary for an appointment to a post on the Lead Practitioner pay range will be 

determined by the Trust Pay Committee and take account of the teacher’s skills and 

experience. See Appendix 1 for members of the Trust Pay Committee. 

8.6.5 Trustees have determined that normally, successful progression within the agreed scale will 

be by an annual increment following a performance review. However, in exceptional 

circumstances, and where a Lead Practitioner’s performance has been deemed of a 

sustained* high quality, exceeding the Trust’s expectations at that level, the Headteacher may 

award accelerated progression (of up to two increments) within the limits of the agreed scale.  

8.6.6 Progression will not normally be allowed until the following criteria have been satisfied: 

• There has been a successful performance review where the Lead Practitioner’s 

performance against the professional standards has been substantial* and sustained*.  

• The Lead Practitioner is deemed highly competent in all elements of the relevant 

standards. 

• The Lead Practitioner’s achievements and contribution to the school are substantial* and 

sustained*. 



 
 

 

8.6.7 Pay progression may not take place where the employee has been placed in capability 

procedures in the review reference period unless there are mitigating circumstances. In such 

cases the Headteacher/Executive Leader will review on an individual basis.  

8.6.8 In such circumstances the date that the teacher was removed from the capability procedure 

would be a key factor in determining whether the progression criteria was satisfied. 

8.6.9 The Headteacher will present the recommendation with reasons to the Trust Pay Committee 

to be formalised by the Trustees. See Appendix 1 for members of the Trust Pay Committee. 

8.6.10 Where a teacher is unsuccessful they will be advised in writing of where they have fallen short 

of the criteria and given the opportunity to appeal against the decision made. Staff 

development will also be provided to enable the teacher to meet the standards required.  

N.B Associate Lead Practitioners, as remuneration is not normally provided for this role, 

where appropriate and practical, time will be given in addition to an opportunity for further 

developmental CPD in conjunction with the area that the staff member is supporting. 

8.7 Leadership Posts 

8.7.1 The Trust Pay Committee will first determine if the post being discussed should be placed on 

leadership pay spine or if it should receive a TLR instead. If it is deemed that the role warrants 

being placed on the Leadership spine then:  

8.7.2 The Trust Pay Committee will determine the most appropriate Headteacher Group for all 

other leadership posts from within the leadership scale contained in the School Teachers’ Pay 

and Conditions Document. This may include different pay ranges for positions grouped under 

one job title e.g. Assistant Headteacher. In assessing the pay range for each position, the Trust 

Pay Committee will pay due regard to the complexities and responsibilities of the post, in 

particular the financial and resources responsibilities, the “category” of schools/academies 

being supported and the market factors for jobs of a similar status/responsibility. See 

Appendix 1 for members of the Trust Pay Committee. 

8.7.3 The Trust Pay Committee will determine the most appropriate position title for all leadership 

posts. See Appendix 1 for members of the Trust Pay Committee. 

8.7.4 The range for individual posts will cover 5 points and will be determined according to the 

duties and responsibilities of the post and may vary between posts.  A post with a designated 

Deputy Headteacher role in the absence of the Headteacher will be remunerated accordingly. 

8.7.5 Trustees have determined that normally, progression within the agreed scale will be by an 

annual increment following a successful performance review. However, in exceptional 

circumstances, and where a Leaders performance has been deemed of a sustained* high 

quality, exceeding the Trust’s expectations at that level, the Headteacher may award 

accelerated progression (of up to two increments) within the limits of the agreed scale. 



 
 

 

8.7.6 Progression will not normally be allowed until the following criteria have been satisfied: 

• There has been a successful performance review where the leader’s performance against 

the professional standards has been substantial* and sustained*.  

• The leader’s performance will be informed by the four domains, as per Headteacher 

Standards 2020.  

• The leader’s achievements and contribution to the Academy are substantial* and 

sustained*. 

8.7.7 Pay progression may not take place where the employee has been placed on capability 

procedures in the review reference period unless there are mitigating circumstances. In such 

cases the Headteacher/Executive Leader will review on an individual basis.  

8.7.8 In such circumstances the date that the leader was removed from the capability procedure 

would be key factors in determining whether the progression criteria was satisfied. 

8.7.9 The Headteacher will present the recommendation with reasons to the Trust Pay Committee 

to be formalised by the Trustees. See Appendix 1 for members of the Trust Pay Committee. 

8.7.10 Where a teacher is unsuccessful they will be advised in writing of where they have fallen short 

of the criteria and given the opportunity to appeal against the decision made. Staff 

development will also be provided to enable the teacher to meet the standards required.  

8.8 Executive Leaders & Headteacher 

8.8.1 Trustees will determine the appropriate Headteacher Group having regard to the complexities 

and responsibilities of the post, in particular the financial and resources responsibilities, the 

“category” of schools/academies being supported and the market factors for jobs of a similar 

status/responsibility.  

8.8.2 Progression of the Executive Leader and/or Headteacher up the leadership spine will be 

determined by the Trust Pay Committee (Executive Leaders) for approval to the Trustees 

following a successful review as advised by the Academy’s SIP. In each case the person(s) 

responsible for the pay review will make recommendations to the Trustees based on the 

following:  

• The performance of the Executive Leader/Headteacher is deemed of a high and sustained 

quality.  

• The Executive Leader/Headteacher performance will be informed by the four domains, as 

per Headteacher Standards 2020.  
 

See Appendix 1 for members of the Trust Pay Committee (Executive Leaders). 

 



 
 

 

8.8.3 Trustees have determined that normally, successful progression within the agreed scale will 

be by an annual increment following a performance review. However, in exceptional 

circumstances, and where an Executive Leader/Headteacher’s performance has been deemed 

of a sustained high quality, exceeding the Trust’s expectations at that level, the Trust Pay 

Committee may award accelerated progression (of up to two increments) within the limits of 

the agreed scale. 

8.8.4 Pay progression may not take place where the Executive Leader/Headteacher has been placed 

on capability procedures in the review reference period unless there are mitigating 

circumstances. In such cases the Trust Pay Committee (Executive Leaders) will review on an 

individual basis in discussion with the Trustees. See Appendix 1 for members of the Trust Pay 

Committee (Executive Leaders). 

8.8.5 In such circumstances the date that the Executive Leader/Headteacher was removed from the 

capability procedure would be a key factor in determining whether the progression criteria 

was satisfied. 

8.8.6 Where an Executive Leader/Headteacher is unsuccessful, they will be advised in writing of 

where they have fallen short of the criteria and given the opportunity to appeal against the 

decision made. Staff development will also be provided to enable the teacher to meet the 

standards required.  

8.8.7 The pay review will be completed by 31st December. 

8.8.8 For this level of role there will be a seven-point Executive Leader/Headteacher pay range as 

determined by the Trust Pay Committee (Executive Leaders) and agreed through Trustees. 

8.8.9 The Trustees will ensure that reasons for setting the Headteacher pay range at a given level 

are recorded and that the process for determination of Executive Leaders/Headteacher 

salary/grade is fair and transparent in line with the requirements set out in the ESFA Academy 

Handbook.  

8.9 National Leader of Education (NLE) / Local Leader of Education (LLE) / Specialist Leader of 

Education (SLE) 

8.9.1 Additional responsibilities and activities due to or in respect of the provision of services by a 

member of staff relating to the raising of educational standards to one or more additional 

schools. 

8.9.2 Castleford Academy Trust may consider an additional payment where a member of staff is 

providing services to another school e.g. as a Consultant Leader, School Improvement Partner, 

Local Leader for Education, Specialist Leader of Education or National Leader of Education 

where there is a requirement for them to undertake work outside their contractual hours e.g. 

preparation, evaluations and attendance at meetings.   



 
 

 

8.9.3 Any extended services provided by the Executive Leader/Headteacher of one school to 

another school must be authorised formally by Trustees and, where the work takes place over 

more than a 12-month period, the agreement of the Trustees must be formally reviewed 

annually or sooner if appropriate. The Trustees should also agree arrangements for 

terminating such work. 

8.9.4 Before such work is undertaken, the Trust Board and the Headteacher 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   

• the workload and work-life balance of all the individuals concerned. 

The Trust Board must also: 

• satisfy itself that these matters have been fully considered within the Trust and 

Academy’s leadership team. 

8.9.5 The Executive Leader/Headteacher and Trust Board should monitor the operation of the 

arrangements and their impact on staff and pupils and take action where arrangements prove 

to be unsatisfactory.  

8.9.6 Arrangements for payment for external work, including personal remuneration, must be 

clearly stated and formally incorporated into a protocol by the Trust Board (or the Finance, 

Risk & Audit Committee) and decisions duly minuted. 

8.9.7 The disposition of any payment, including personal remuneration, for external services must 

be agreed in advance in accordance with the determinations of the Trust Board. The terms of 

such an agreement must be set out in a memorandum signed by the CEO (Chair of Trustees 

for CEO) and the Executive Leader/Headteacher and any other members of staff involved. 

8.9.8 Any income derived from external sources for the work of Trust staff should accrue to the 

Academy. The Trust Pay Committee (Trustees for Executive Leaders) should decide whether it 

would be appropriate for individual members of staff to receive additional remuneration for 

these activities and, if so, determine the appropriate amount. 

8.9.9 Payment will be charged to the receiving school for services provided at the minimum rate 

detailed below as agreed by the Trust Board in accordance with the Memorandum of 

Understanding. 

 NLE or equivalent - £550 per day 

 LLE or equivalent - £450 per day 

SLE or equivalent - £350 per day 



 
 

 

If it is deemed appropriate for payment to be made direct to the employee under section 

8.9.6, it is noted that this will be a temporary payment only and must be pre-agreed by both 

the employee and Trust Pay Committee (Trust board for Executive leaders). 

8.9.10 No payment will be considered where these duties have already been taken into account in 

other sections of this policy.  

8.9.11 The Trust Board should ensure that any expenses incurred by the individual as a result of 

taking on additional work are reimbursed, unless they are accounted for elsewhere. 

9 Appointments 

When appointing new staff to an Academy within Castleford Academy Trust, the following criteria shall 

be used to determine the starting salary of new staff - see below:       

9.1 Early Career Teacher (ECT) 

9.1.1 An ECT shall usually commence at the minimum point on main scale. 

9.1.2 However, may at the discretion of the Executive Leader/Headteacher receive 1 point for each 

year of previous teaching type experience which is deemed to be relevant to the post e.g. 

qualified service as a teacher overseas, in further education or in higher education.  

9.1.3 However, may at the discretion of the Executive Leader/Headteacher receive up to 1 point for 

previous employment which is deemed to be relevant to the post. This might include 

industrial or commercial training; time spent working in an occupation relevant to the post in 

question or experience with children/young people, on the basis of one point for five years 

documentarily confirmed service. 

9.1.4 Executive Leader/Headteacher award 1 point for each year where the previous 

service/experience is deemed to be directly relevant to the post in question e.g. unqualified 

teachers. This discretion should be applied sparingly, considering that such service/experience 

is being regarded as the same as actual teaching for pay assessment purposes.  

9.1.5 On successful completion of the first ECT year, a teacher will have a minimum entitlement to 

be paid on main scale point 2. This will only be effective from the September following 

successful completion. 

9.2 Established Teachers (between pay scales M2- UP3) 

9.2.1 An established teacher appointed to the Trust for the first time, to an equivalent post directly 

from a post in another school, will be paid at a salary equivalent to that paid to the teacher in 

the previous school, excluding any additional payments or allowances. 

9.2.2 An established teacher transferring roles internally within the Trust/Academy will continue to 

be paid the same salary on the main scale or the upper pay scale as paid in the previous role. 



 
 

 

9.2.3 The Executive Leader/Headteacher or designated person, will if necessary, use their discretion 

to award a recruitment incentive payment to secure the candidate of their choice. 

 

9.3 Unqualified Teachers 

9.3.1 Castleford Academy Trust will appoint unqualified teachers to a salary within the range set 

out in the School Teachers Pay and Conditions Document. 

9.3.2 Castleford Academy Trust has confirmed a pay structure for unqualified teachers which can be 

found in Appendix 4. 

9.3.3 A newly appointed unqualified teacher will usually be appointed: 

• At the minimum of the scale. 

• At any point in the band dependent upon qualifications, specific skills and experience as 

determined by the Executive Leader/Headteacher.  

 

9.3.4 Annual pay progression within the range will be subject to: 

 i) A review of the teacher’s performance set against the annual performance cycle. 

 ii) It should be noted that any significant concern(s) about standards of performance must 

have been raised in writing with the teacher during the annual performance 

management/appraisal cycle and sufficiently addressed through appropriate support provided 

by the Trust if the review is to be judged unsatisfactory. 

iii) Satisfactory compliance with the National Professional Standards for Teachers as 

demonstrated through the performance management process. 

iv) The pay review will be completed by the Team Leader/Reviewer who will make a 

recommendation to the Executive Leader/Headteacher as appropriate. 

v) The Executive Leader/Headteacher as appropriate, may decide to award one increment for 

sustained high quality performance or more increments where performance has been 

exceptional.   

vi) Where a teacher’s performance is not at the required level this will be addressed through 

the Trust’s performance management process and possibly the capability procedure. 

 vii) The pay review will be completed by 31st October. 

9.3.5 Where an unqualified teacher obtains qualified teacher status whilst employed by Castleford 

Academy Trust, they will transfer to the relevant pay band for qualified teachers at a salary at 



 
 

 

least equivalent to the salary they were being paid as an unqualified teacher with immediate 

effect. 

9.4 Supply Teachers 

9.4.1 Teachers employed on a short notice or supply basis will have their pay determined in line 

with the arrangements outlined in this policy for other teachers.  Teachers paid on a daily 

basis will have their salary assessed as an annual amount, divided by 195 (194 for the school 

year beginning in 2021). For temporary teachers on short notice this will be multiplied by the 

number of days to be worked. 

9.4.2 Teachers who work less than a full day will be hourly paid and will have their salary calculated 

on the assumption that a full working year consists of 195 days (194 days for the school year 

beginning in 2021), periods of employment for less than a day being calculated pro rata. 

9.4.3 A short notice teacher who is employed by the school throughout a consecutive period of 12 

months will not be paid any more in respect of that period than they would have if they had 

been in regular employment throughout the period. 

9.5 Part Time Teachers 

9.5.1 Castleford Academy Trust will ensure that part time teachers’ pay and working time will be 

dealt with in accordance with the School Teachers’ Pay and Conditions Document. Pay scales 

and pay progression will be as detailed earlier in this policy. 

9.5.2 Part time teachers will be entitled to be paid for their contractual hours pro rata to a full time 

teacher and will also be entitled to PPA time, other non- contact time and directed time 

allocated on a pro rata basis. 

10 Teaching and Learning Responsibility Payments (TLRs) 

10.1 TLR payments will be awarded to the holders of the posts indicated in the Academy’s staffing 

structure. 

10.2 TLR payments will be awarded to a teacher on the main scale or upper pay scale where a teacher 

is required to undertake a sustained additional responsibility within the Academy’s staffing 

structure for ensuring the continued delivery of high-quality teaching and learning for which they 

are accountable. i.e. where a post: 

• Is focused on teaching and learning. 

• Requires the exercise of a teacher’s professional skills and judgment. 

• Requires the teacher to lead, manage and develop a subject or curriculum area; or to lead and 

manage pupil development across the curriculum. 

• Has an impact on the educational progress of pupils other than the teacher’s assigned classes 

or groups of pupils; and 



 
 

 

• Involves leading, developing and enhancing the teaching practice of others. 

10.3 Castleford Academy Trust will award TLR payments within the range prescribed in the School 

Teacher’s Pay and Conditions Document. Castleford Academy Trust has determined that TLR 

payments will be as detailed in Appendix 3. 

10.4 A teacher will not be awarded more than one TLR of any value within TLR1 & TLR2. In exceptional 

circumstances, project depending, a teacher already with a TLR1 or TLR2 may be awarded a 

temporary TLR3 in order to undertake a specific project for the Academy or Castleford Academy 

Trust. This is in line with School Teachers Pay & Conditions Document section 20. 

10.5 A TLR payment will not be awarded in respect of teaching duties more appropriately recognised 

under paragraph 20 of this policy in respect of Special Educational Needs. 

10.6 The Executive Leader/Headteacher may award a temporary TLR (TLR3) payment of between 

£571 to £2833 to a post requiring additional duties for a time limited period for a specific project 

identified as a priority within the Academy development plan or other substantial Academy 

improvement projects or exceptional externally driven responsibilities. 

10.7 The value of any temporary TLR3 will be determined within the above range on an individual 

basis according to complexity and level of responsibility of the role. 

10.8 The duration of such temporary TLR3 payments would normally not exceed 3 years after which 

time they will be reviewed and may be extended if appropriate. A TLR3 is a fixed term award. 

The fixed term for which they are to be awarded must be established at the outset of the award. 

The duration of any TLR3 payments would not normally exceed 3 years after which time they will 

be reviewed and may be extended if appropriate. 

10.9 There will be no safeguarding of any temporary TLR3 payments.  

10.10 A TLR3 payment can also be used in addition to the permanent TLR structure. 

10.11 A TLR3 payment may be awarded 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. 

11 Special Educational Needs Allowance (SEN) 

11.1 The Trust Pay Committee will award a SEN allowance in accordance with the range and criteria 

specified in the STPCD 2021 (paragraph 21). Trust Pay Committee has determined the spot value 

of the allowance as detailed in Appendix 3. 



 
 

 

12 Acting Allowances 

12.1 Teachers who cover all of the duties associated with a post of a higher grade or allowance than 

their own for 20 working days will be considered for payment of an acting allowance.  This will 

normally be the difference between the teacher’s substantive salary and the appropriate point 

on the pay range of the higher level post, and will cover the whole period of acting up during 

which the teacher will be expected to undertake the full range of duties and responsibilities of 

the post. 

13 Recruitment and Retention 

13.1 The Executive Leader/Headteacher, as appropriate, may consider the award of a recruitment and 

retention payment to teachers where there is clearly demonstrated evidence that such a 

payment is: 

• Required to attract suitable candidates for a post which it has been or it is considered difficult 

to fill. 

• Required to retain the skills and expertise of a teacher, particularly in a specialist area or 

where it is considered that the subsequent vacancy would be difficult to fill. 

• To recognise a teacher’s performance which exceeds the Trust’s expectations and which is not 

recognised through accelerated salary progression in other sections in this policy. 

13.2 The value of any recruitment or retention payment will be determined according to the 

circumstances of each case but will take into account salary relativities across Castleford 

Academy Trust and known staffing changes in the future and would normally be within the range 

detailed in Appendix 3. 

13.3 The duration of the payment will be determined according to the circumstances of each 

individual case. Initially this may be for a period of up to 1 year but will be subject to annual 

review which may extend the period if appropriate.  

14 Out of Academy Learning Activities 

14.1 Teachers who undertake pre-approved voluntary learning activities outside the normal 195 days 

(194 days for the school year beginning 2021), and whose salary range does not take account of 

such activity may be entitled to an additional payment. The Headteacher, as appropriate, will 

approve each case individually before the activity takes place at weekends and during school 

holidays. Such activities may include: 

• Holiday revision groups 

• Homework clubs 

• Summer Schools 

• Saturday morning booster classes 

• Study groups 



 
 

 

The rate of payment will be £34.46 per hour. 

15 Salary Sacrifice 

15.1 Castleford Academy Trust will support salary sacrifice arrangements for teachers in respect of 

the following:   

• Childcare vouchers/childcare benefit schemes  

• Cycle or cyclist’s safety equipment scheme 

• Any other appropriate scheme which may be approved by the Trustees 

15.2 The net monthly pay of the employee must be greater than the cost of the Salary Sacrifice. 

15.3 Participation in any salary sacrifice scheme arrangement will have no effect upon the 

determination of any safeguarded sum to which the teacher may be entitled. 

16 Safeguarding 

16.1 Castleford Academy Trust will apply the salary safeguarding provisions of the School Teachers 

Pay and Conditions Document. 

17 Appeals 

17.1 Appeals should be made following the DfE’s recommended appeals process stated in 

‘Implementing your school’s approach to pay’:  

17.2 Stage one – informal discussion with the appraiser or headteacher prior to confirmation of pay 

recommendation. A staff member who is dissatisfied with a pay recommendation has the 

opportunity to discuss the recommendation with the appraiser or headteacher before the 

recommendation is actioned and confirmation of the pay decision is made by the school. 

17.3 Stage two – a formal representation to the person (or Trust Pay Committee) making the pay 

determination. If, having had an informal discussion with the person making the pay 

recommendation, the staff member believes that an incorrect recommendation has been made, 

he/she may make representation to the person (or Trust Pay Committee) making the decision. To 

begin the process the staff member should submit a formal written statement to the person (or 

Trust Pay Committee) making the determination, setting down in writing the grounds of their 

disagreement with the pay recommendation. The staff member is given the opportunity to make 

representations, including presenting evidence, calling witnesses, and the opportunity to ask 

questions at a formal meeting with the person (or Trust Pay Committee) who will make the pay 

determination. Following this meeting the person (or Trust Pay Committee) will make a pay 

determination that will be communicated to the staff member in writing. 

17.4 Stage three – a formal appeal hearing with an appeals panel of governors (Trustees for Executive 

Leaders). Should the staff member not agree with the pay determination, the staff member may 

appeal the decision and have an appeal hearing before an appeals panel of governors (Trustees 



 
 

 

for Executive Leaders). In the hearing before governors (Trustees for Executive Leaders), both the 

staff member and the management representative will have the opportunity to present their 

evidence and call witnesses; the parties will also be able to question each other. The panel is 

permitted to ask exploratory questions. Having heard the appeal, the panel must reach a 

decision, which it must relay to the staff member in writing, including their rationale for reaching 

the decision. The appeal panel’s decision is final and, as set out in Section 3 of the STPCD 2021, 

there is no recourse to the general staff grievance procedure. 

18 Monitoring the Impact of the Policy 

18.1 Trustees will monitor the outcomes and impact of this policy on a regular basis, including trends 

in progression across specific groups of teachers to assess its effect and the school’s compliance 

with equalities legislation. 

END 


