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Pay Policy September 2022-2023 
___________________________________________________________________________________________ 
 

Introduction 
                                                                                                                                                                                            
This policy applies to all employees of Spencer Academies Trust. The Trust Scheme of Delegation outlines the 
delegated responsibility and levels of authority for determining pay on appointment, making pay review decisions 
and hearing pay appeals.  Throughout this policy, ‘Principal’ refers to the person outlined in the table of delegated 
authority as set out in the Trust Scheme of Delegation in place at the date of adoption of this policy.   
 
The Trust and its member academies are committed to promoting equality, diversity and inclusion in both 
employment and education provision. We aim to ensure all employees, within the Trust community are treated 
fairly, and with dignity and respect regardless of age, disability, gender reassignment, marital or civil partner 
status, pregnancy or maternity, race, colour, nationality, ethnic or national origin, religion or belief, sex or sexual 
orientation. 

 
This policy has been developed taking into account relevant education and employment legislation, and with 
regard to but not restricted by the School Teachers’ Pay and Conditions Document (STPCD) and the National Joint 
Council (NJC) for Local Government Services National Agreement on Pay and Conditions of Service (“Green Book”) 
in force at the date of the adoption of this policy.  The Board of Directors of Spencer Academies Trust may exercise 
its freedoms to adjust pay and conditions beyond these documents, where it feels it is appropriate to do so.  
 
The overarching policy covers all employees and includes pay determination on appointment and pay progression.  
Specific procedures for employees on differing terms and conditions will be applied accordingly.  In recognition 
of the crucial, strategic role of executive leadership in the success of the Trust and in order to recruit and retain 
colleagues of the highest calibre, this policy provides the freedom and discretion to determine the pay for the 
Executive Leadership Team, Executive Principal and Principal roles on an individual basis whilst being mindful of, 
but not bound by, the relevant STPCD and NJC (Green Book) where appropriate.  
 
All pay ranges for new and existing employees require prior approval from the Executive Leadership Team.   
 
The payment of annual pay cost of living awards will be determined at the discretion of the Board of Directors of the 
Trust.  
 
There are different arrangements for determining the performance pay and progression for different groups of 
employees:  

▪ The pay of the CEO is determined by the Board 

▪ The pay of the SAT Executive Leadership Team is determined by the Board of Directors, on the 
recommendation of the CEO 

▪ The pay of central team employees, outside the Executive Leadership Team, is at discretion of the CEO on 
the recommendation of the Executive Leader link to the team 

▪ Pay progression within an employee’s pay range where that employee is on the NJC scale or teachers’ main 
pay range is at the discretion of the Principal.  
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▪ Progression onto and through upper pay ranges for teachers, and leadership scales for senior school leaders, 
requires SAT Executive approval.  

▪ Principals’ pay progression is at the discretion of the Trust Board, on the recommendation from the CEO.  

 
This policy should be read in conjunction with and is linked to the current Trust policies on: 
http://satrust.com/policies/ 

▪ Professional Performance Review (Appraisal) Policy 

▪ Capability Policy 

▪ Safer Recruitment and Selection Policy  

▪ Redundancy and Restructure Policy 

 
The aims of the pay policy are part of the strategy to deliver Spencer Academies Trust mission and vision to: 
 

▪ facilitate the recruitment and retention of colleagues in sufficient numbers and of the highest calibre to 
enable the Trust to deliver the best possible outcomes for children and young people, 

▪ grow the effectiveness and sustainability of our schools by developing the people within them, through 
shared and equitable responsibility for quality and outcomes, 

▪ impact on children and you people’s outcomes by improving organisational efficiency and effectiveness,  

▪ ensure that all teaching and education support professionals are recognised and receive appropriate 
remuneration for their work and contribution to the Trust,  

▪ ensure a direct link between professional performance review, CPD and pay progression, 

▪ ensure that pay decisions are managed in an objective, fair, rigorous and transparent way.  

 

Equalities and performance related pay 
 

The Trust Board of Directors, will ensure that its processes are rigorous, transparent and fair, either directly or 
through delegated powers. All decisions will be objectively justified. Adjustments will be made to take account of 
special circumstances, for example an absence on maternity or long-term sick leave. The exact adjustments will 
be made on a case-by-case basis, depending on circumstances. 
 

Pay reviews  
 

The salary of all employees will be reviewed annually, with any changes taking effect from 1 September although 
the review process may postdate this and any performance pay progression will be backdated. Reviews may take 
place at other times of the year to reflect any changes in circumstances. Following any review, where there is a 
change, employees will receive a written communication setting out their salary. 
 
Professional Performance Review documents will make pay recommendations for consideration and take account 
of the totality of the employee’s role.  Pay will be reviewed for teachers against their professional performance 
review objectives, and/or the National Standards of Excellence for Head Teachers, Teachers’ Standards as 
applicable.  For education support professionals, pay will be reviewed against their objectives, job descriptions 
and any professional standards appropriate to the role.    
 

 

http://satrust.com/policies/
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Pay determination on appointment  
 

Prior to the advertisement of a post the pay or range of pay will be determined by the Trust Executive Leadership Team.  
 

A range of factors may be taken into account when determining the pay range and the starting salary of the 
successful candidate on appointment, including but not limited to: 
 

▪ the nature of the post including the degree of complexity and challenge  

▪ the level of qualifications, skills and experience relevant to the post  

▪ market conditions 

▪ benchmark salaries across the Trust 

▪ the needs of the Trust to improve and sustain excellent educational provision and outcomes. 

 

Teachers appointed to the Trust will be paid within the minimum and maximum of the appropriate pay range 
as set out in the STPCD in force at the date of the adoption of this policy.    
 

There are three pay ranges for teachers (other than senior leaders):  
▪ main pay range (MPR) for qualified teachers  

▪ upper pay range (UPR) and                      

▪ unqualified teacher range (UTR) 

 

The Teacher Standards are attached as Appendix 1. Where appropriate reference will also be made to the Head 
Teacher Standards available on the Gov.uk website.   
 
The flexibilities under the STPCD of pay points not being portable will be used to determine the starting salaries of teachers 
new to the Trust.  There is no assumption that a teacher will be paid at the same rate as they were being paid in a 
previous school. 
 

Executive Salaries  
 

The Trust Scheme of Delegation sets out a process for setting and reviewing the pay for the Executive Leadership 
roles.  This is carried out in line with and is compliant with the requirements of the Academies Financial Handbook 
in force at the date of the adoption of this policy.  The Board of Directors Remuneration Committee make 
recommendations annually to the Board of Directors. 
   

Performance related pay progression and target setting  
 

All employees can expect to receive regular, constructive feedback on their performance and are subject to annual 
professional performance reviews that recognise their strengths, inform plans for their future development, and 
help to enhance their professional practice. Performance reviews will be carried out in accordance with The 
Spencer Academies Trust Professional Performance Review (Appraisal) Policy.   
 
Pay decisions for all employees will be linked to assessments of performance subject to the maximum of the pay 
range.  
 
Professional performance objectives and related targets should take account of the experience, leadership 
responsibilities and additional remuneration for example UPR, TLR or leadership points.  For teachers, these should 
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always relate to outcomes for learners delivered through high quality provision and should always require meeting 
all aspects of The Teacher Standards. Teacher Standards 2 indicates that teachers must be ‘accountable for pupils’ 
attainment, progress and outcomes. Reviewers should ensure that objectives and targets have appropriate levels of 
challenge around performance, appropriate to career or role expectations, and align with whole school improvement 
targets and priorities. 
 
Decisions regarding pay progression will be based on an assessment of an individual’s performance. These will 
consider teaching commitments or education support professionals’ core responsibilities, managerial and 
leadership responsibilities, with reference to performance documents and the pay recommendations they 
contain. Pay progression is linked to the assessment of performance against objectives and the totality of the role.  
In the case of ECTs pay decisions will be made with reference to the statutory induction process. To be fair and 
transparent, assessments of performance will be evidence based. The Principal or their appointed representative 
will rigorously and objectively moderate performance objectives so that they are commensurate with the level of 
responsibility and pay; shadow some performance management meetings; provide training for reviewers to 
assess performance against objective data and give an assessment grade for the employee’s overall performance.    
 

Awards will only be made on the evidence of successful performance reviews based on reviewee and reviewer 
assessment and taking into account advice from the Principal and equal opportunities considerations. For 
teachers on the main pay range who are successfully and consistently meeting the Teacher Standards, progression 
up to and including M6 will be automatic. Progression will be automatic unless they have been subject to 
enhanced support (support plan)/or within the capability process, within the course of the year.  The same 
approach will be taken to the pay progression of education support professionals who are not managers. This 
does not mean that a person who has been subject to enhanced support or capability process earlier in the year 
but who has subsequently demonstrated sustained, improved performance, cannot be recommended for pay 
progression. Each case needs to be considered on his merits and must be discussed with the Directors of Primary 
or Secondary respectively. 
 

For teachers who are applying to join or who are due to move through the upper range, pay progression is not 
automatic. The STPCD sets out that the criteria for crossing the threshold onto the UPR, and maintaining this 
standard are:   
 

▪ that you are highly competent in all elements of the relevant standards; and  
▪ that your achievements and contribution to the school are substantial and sustained.  

 
Appendix 3 provides detailed guidance on what is required for eligible teachers to be able to meet and sustain 
the upper pay range criteria within The Spencer Academies Trust, including some examples of the nature of 
objectives that might be set (although this are neither prescriptive nor exhaustive). This forms part of The Spencer 
Academies Trust pay policy should be read by eligible teachers, their line managers and academy principals. 
 

For teaching and education support professionals with TLRs, management responsibilities or on leadership pay 
ranges, the achievement of professional performance objectives will be considered by the reviewer and may not 
automatically lead to pay progression even if objectives are met. In making any pay recommendation, account 
will be taken of the degree of challenge of the objectives and the extent to which expected levels of performance 
have been demonstrated more widely.  A ‘no progression’ determination may be made without recourse to the 
capability procedure but any person who has been subject to enhanced support (support plan)/or within the 
capability process, within the course of the year will not be awarded performance pay progression because it is 
clear that high levels of performance have not sustained.     
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UPR and TLR allowances 
 
The UPR pay grade is separate from any TLR allowance offered to the teacher. A teacher may hold one or both 
but if they hold both, the criteria for UPR must be maintained and Principals should guard against effectively 
‘double paying’ for the same level of responsibility that is required for the TLR. 
 

Pay progression 
 

For Teachers, the evidence for pay progression will come from the annual professional performance review. (See 
Professional Performance (Appraisal) Review policy.  
 

Performance pay progression awards are based on an assessment of an individual’s overall performance in their 
role and the extent to which professional performance objectives are met.   
 

A pay range and additional payments may be reviewed at any time during the year, in line with this policy, to 
retain an employee or if there are significant changes in circumstances or responsibilities.  Any temporary or 
permanent salary uplift will be proportionate to the level of responsibility and accountability undertaken.   

 

The Board of Directors do not provide additional remuneration to the CEO, Executive Leadership Team, Executive 
Principals and Principals for providing traded services /consultancy to other schools or organisations, in or outside 
school sessions.  Income arising from such activities is allocated to the Trust/ for the achievement of its objectives.  
 

In exceptional circumstances, two performance pay points may be awarded to any employee but will require the 
approval of the CEO.  Additional performance payments may be awarded to recognise market forces or 
exceptional contribution to the Trust. 
 

Upper Pay Range 
 

Process for Moving on to the Upper Pay Range (UPR) 
 

It is the responsibility of the teacher to decide whether and when to apply to be paid on the Upper Pay Range.  
This must be discussed with the relevant person in school as identified by the Principal. As indicated above, this 
decision will have a longer lead in time than just the point of application as the teacher will need to have amassed 
evidence of their substantial and sustained contribution PRIOR to making the application. 
 
The process is as follows:  
 
▪ Ideally, the teacher should discuss their desire to progress to UPR with their Professional Review in the term 

preceding their move to M6 so that appropriate opportunities can be provided within the school improvement 
plan and that appropriate objectives can be set in the autumn term 

▪ complete the application form – Appendix 2 of the Pay Policy 
▪ submit the application form and portfolio evidence (electronic or file) to the Principal by 30th September or 

an alternative date is set at whole school level. 
▪ the Principal will seek an initial assessment of the application and evidence from the teacher’s line manager 

including a comment on pay recommendation 
▪ the Principal will assess the application, evidence and make a recommendation to the Director of Primary 

or Secondary Education 
▪ the Principal will give feedback to all applicants, including advice on areas for development 
▪ successful applicants will move to the UPR from 1 September of the year of assessment   
▪ a teacher may appeal against a decision not to move to the UPR as outlined in the appeals section of the 
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Pay Policy 
 

Process for Moving through the Upper Pay Range  
 

There are no separate application forms for progression through the Upper Pay Range. However, teachers need 
to demonstrate that they have maintained the standards required of the upper pay range in order to progress. 

 
Once a teacher is on UPR 1 they are eligible to progress to UPR 2 and 3. The Spencer Academies Trust expects 
progression through the UPR to be linear and does not allow a teacher to accelerate e.g. ‘double jump’ or enter 
UPR above point 1 in the first instance. All decisions about movement onto and through UPR are ultimately 
considered and approved or otherwise by the Trust Directors of Secondary and Primary Education respectively, 
as members of the Trust Executive. 
 
Movement from UPR 1 to UPR2, or from UPR 2 to UPR3 requires teachers to demonstrate that their contribution 
is increasingly substantial year on year. It is not sufficient for a teacher to sustain existing performance alone, as 
this is already a requirement for entering the upper pay range. 
 

Unqualified teachers 
 

Unqualified teachers will only be appointed on the following basis: 
 

▪ where a qualified teacher is not available to recruit 
▪ trainees who have not yet been awarded QTS 
▪ overseas trained teachers who have not exceeded the four years they are allowed to ‘teach’ without 

having QTS, and  
▪ instructors (people with particular skills and/or expertise), who may only be employed for as long as a 

qualified teacher cannot be recruited and will not, therefore, be given permanent contracts. 
 

The Principal will place any unqualified teacher on appointment on an appropriate point on the unqualified 
teachers’ range.    Trainees on a salaried route or Teaching Apprenticeships who are working towards QTS will be 
paid on the Unqualified Teachers’ Range.   Unqualified teachers are not eligible for TLR payments or SEN 
allowances.  
 

Part-time employees 
 

The Trust will ensure that its treatment of all part-timers is consistent with the Part-time Workers (Prevention of 
Less Favourable Treatment) Regulations 2000 and the Equality Act 2010. Part-time employees will be paid on a 
pro rata basis.  The Trust will have due regard to the work-life balance of part-time staff ensuring that their 
workload is reasonable and that they are treated fairly in comparison with full-time staff or with what would have 
been expected of them if they had been employed full-time.  
 

Employees who work less than a full working week are deemed to be part-time. A written statement detailing 
working hours and pay calculation will be provided comparing a full-time equivalent post.   
 

The percentage that is used to determine the salary of part-time teachers is also used to calculate directed time 
as a proportion of 1265 hours that they may be required to be available for work in any school year, according to 
the current STPCD.  Teachers on part-time contracts are not normally required to be in school on days when they 
do not teach unless by mutual agreement.    
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Supply teachers 
 

Teachers who work on a daily or other short-term notice basis will be paid 1/195th of the amount calculated as 
their annual salary. Teachers who work less than a full day will be paid on an hourly basis, calculated as a 
proportion of 1/195th of their annual salary – with each day being calculated as 6.5 hours.   A supply teacher who 
is employed by the school for 12 months must not be paid more than if in regular employment during the period. 
 

 
Intervention tutors 
 

The Trust pays an hourly rate for intervention tutors based on a qualified or unqualified basis.  
 

Teacher allowances 
 

Teaching and Learning Responsibility (TLR) Payments 

The Academy’s staffing structure identifies the number and values of TLR1 and TLR2s and leadership group posts; 
this structure is reviewed annually and any changes to staffing structures must be approved by the Trust 
Executive. Significant whole school restructuring would necessitate employee consultation.  
 

All TLR posts generally meet the criteria in the STPCD in force at the date of the adoption of this policy. At the 
discretion of the Board of Directors of the Trust any national annual pay awards are applied to TLR values.  
Teachers should only hold one TLR1 or one TLR2. The Principal will use their flexibility to award temporary TLR3s 
for short term staff development projects, which are not subject to safeguarding. TLR3 awards may be given to 
TLR1 or TLR2 holders. 
 

Special Educational Needs (SEN) 

The Academy’s staffing structure identifies the number and values of a SEN allowance. These are only payable to 
teachers employed in special schools or who teaches pupils in one or more designated special classes or units in 
a school. 
 

Acting Allowances 

Acting allowance may be considered where any employee is assigned to a higher-level role for a reasonable period 
of time, which is generally no less than a month. Fixed term acting allowances for example teaching and learning 
and SENCO responsibilities may be remunerated at an appropriate rate commensurate with the duties for some 
or all of the acting period at the discretion of the Executive Leadership Team. 
 

Recruitment and Retention Incentives and Benefits (R&R) 

The Trust may occasionally exercise its discretion in making R & R payments or other financial benefits to recruit 
new teachers or to retain the services of existing teachers. The duration and review date must be explicit at the 
time of the award.  Any new retention incentives/benefits awarded will be reviewed regularly after which they 
may be withdrawn.   These need to be approved by the CEO.  
 

Education support professional allowances 
 

Education support professionals may be paid allowances, values set by the Trust, for performing additional duties.  
 

 



 

8 

Additional payments, acting up, overtime, Time Off in Lieu (TOIL)  

Where education support professionals are required to undertake additional responsibilities on a temporary basis 
one of the following will apply: 
 

a) where the employee is required to “act up” in a higher graded post for a significant period they may 
temporarily be paid at the minimum point on the new grade for that post;  

b) a one-off additional payment where extra duties/responsibilities, often at a higher grade, are undertaken 
to meet a particular development or need, or 

c) overtime, where contractual or TOIL with prior approval of the Trust to meet short-term and excessive 
work-loads where it is essential that the task needs to be undertaken within a defined timescale. 

 

Salary sacrifice and employee benefits  
 

Various benefits are available through the Trust at the prevailing time.  Further details can be obtained from the 
Employee Benefits document. http://satrust.com/policies/ 
  

Safeguarding (teachers) and Pay Protection (education support professional) 
 

The Trust has generally adopted the provisions of the STPCD in force at the date of adoption of the policy.  For an 
education support professional, pay will be protected for a maximum period of 6 months.    
 

Pay appeals 
 

Employees may make an appeal in writing within five working days of the date of the written confirmation of the 
pay decision, stating the grounds of their appeal in full.  Appeals may be heard in line with the Scheme of 
Delegation by the Chief Executive or their appointed representative.  
 
Appeals heard will be arranged without unreasonable delay and, where possible, at an agreed time and place. 
The same arrangements for notification and right to be accompanied by a companion apply as with other formal 
meetings.   Notes will be taken and a copy provided to the employee.   
 
The employee will be informed in writing of the results of the appeal as soon as possible. There is no further right 
of appeal under this or other Trust policy. 
 
 
 
 
 
 
 
 
 
 
 
 
 

http://satrust.com/policies/
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Approved by: Director of HR Date:  1st September 2023 

Last reviewed on: 1st September 2021 (update added September 22) 

Next review due by: 31st August 2025 

 

VERSION HISTORY 

Version Approved 
By 

Revision Date  Description of Change  Author 

01/02/21 Director of HR 01/09/23  

For 
consideration is 
setting 
objectives for 
22/23 

▪ UPR section updated 

Appendix 3 of the SAT Pay Policy clarifies 
specific expectations for teachers who are 
on, or wishing to move to, the upper pay 
range. It indicates how The Spencer 
Academies Trust applies the criteria within 
The School Teachers Pay and Conditions 
Document (STPCD) for crossing the 
threshold onto the upper pay range (UPR), 
and maintaining this standard 

Central HR 
Team 
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Teachers’ Standards1  
 
PREAMBLE  
Teachers make the education of their pupils their first concern, and are accountable for achieving the highest possible standards in work and conduct. Teachers act with 
honesty and integrity; have strong subject knowledge, keep their knowledge and skills as teachers up-to-date and are self-critical; forge positive professional relationships; 
and work with parents in the best interests of their pupils.  
 
PART ONE: TEACHING  
 
A teacher must:  
 
1 Set high expectations which inspire, motivate and challenge pupils  
 

• establish a safe and stimulating environment for pupils, rooted in mutual respect  

• set goals that stretch and challenge pupils of all backgrounds, abilities and dispositions  

• demonstrate consistently the positive attitudes, values and behaviour which are expected of pupils.  
 
2 Promote good progress and outcomes by pupils 
  

• be accountable for pupils’ attainment, progress and outcomes  

• be aware of pupils’ capabilities and their prior knowledge, and plan teaching to build on these  

• guide pupils to reflect on the progress they have made and their emerging needs  

• demonstrate knowledge and understanding of how pupils learn and how this impact on teaching  

• encourage pupils to take a responsible and conscientious attitude to their own work and study.  
 
3 Demonstrate good subject and curriculum knowledge  
 

• have a secure knowledge of the relevant subject(s) and curriculum areas, foster and maintain pupils’ interest in the subject, and address misunderstandings  

• demonstrate a critical understanding of developments in the subject and curriculum areas, and promote the value of scholarship  

• demonstrate an understanding of and take responsibility for promoting high standards of literacy, articulacy and the correct use of standard English, whatever the 
teacher’s specialist subject  

• if teaching early reading, demonstrate a clear understanding of systematic synthetic phonics  

• if teaching early mathematics, demonstrate a clear understanding of appropriate teaching strategies.  

 
1 The Teachers’ Standards can be found on the GOV.UK website: https://www.gov.uk/government/publications/teachers-standards 

 

https://www.gov.uk/government/publications/teachers-standards
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4 Plan and teach well-structured lessons  
 

• impart knowledge and develop understanding through effective use of lesson time  

• promote a love of learning and children’s intellectual curiosity  

• set homework and plan other out-of-class activities to consolidate and extend the knowledge and understanding pupils have acquired  

• reflect systematically on the effectiveness of lessons and approaches to teaching  

• contribute to the design and provision of an engaging curriculum within the relevant subject area(s).  
 
5 Adapt teaching to respond to the strengths and needs of all pupils  
 

• know when and how to differentiate appropriately, using approaches which enable pupils to be taught effectively  

• have a secure understanding of how a range of factors can inhibit pupils’ ability to learn, and how best to overcome these  

• demonstrate an awareness of the physical, social and intellectual development of children, and know how to adapt teaching to support pupils’ education at 
different stages of development  

• have a clear understanding of the needs of all pupils, including those with special educational needs; those of high ability; those with English as an additional 
language; those with disabilities; and be able to use and evaluate distinctive teaching approaches to engage and support them.  

 
6 Make accurate and productive use of assessment  
 

• know and understand how to assess the relevant subject and curriculum areas, including statutory assessment requirements  

• make use of formative and summative assessment to secure pupils’ progress  

• use relevant data to monitor progress, set targets, and plan subsequent lessons  

• give pupils regular feedback, both orally and through accurate marking, and encourage pupils to respond to the feedback.  
 
7 Manage behaviour effectively to ensure a good and safe learning environment  
 

• have clear rules and routines for behaviour in classrooms, and take responsibility for promoting good and courteous behaviour both in classrooms and    around the 
school, in accordance with the school’s behaviour policy  

• have high expectations of behaviour, and establish a framework for discipline with a range of strategies, using praise, sanctions and rewards consistently and fairly  

• manage classes effectively, using approaches which are appropriate to pupils’ needs in order to involve and motivate them  

• maintain good relationships with pupils, exercise appropriate authority, and act decisively when necessary.  
 
8 Fulfil wider professional responsibilities  
 

• make a positive contribution to the wider life and ethos of the school  

• develop effective professional relationships with colleagues, knowing how and when to draw on advice and specialist support  

• deploy support staff effectively  
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• take responsibility for improving teaching through appropriate professional development, responding to advice and feedback from colleagues  

• communicate effectively with parents with regard to pupils’ achievements and well-being.  
 
PART TWO: PERSONAL AND PROFESSIONAL CONDUCT  
 
A teacher is expected to demonstrate consistently high standards of personal and professional conduct. The following statements define the behaviour and attitudes which 
set the required standard for conduct throughout a teacher’s career.  
 

• teachers uphold public trust in the profession and maintain high standards of ethics and behaviour, within and outside school, by:  
o treating pupils with dignity, building relationships rooted in mutual respect, and at all times observing proper boundaries appropriate to a teacher’s 

professional position  

o having regard for the need to safeguard pupils’ well-being, in accordance with statutory provisions  

o showing tolerance of and respect for the rights of others  

o not undermining fundamental British values, including democracy, the rule of law, individual liberty and mutual respect, and tolerance of those with 
different faiths and beliefs  

o ensuring that personal beliefs are not expressed in ways which exploit pupils’ vulnerability or might lead them to break the law.  
 

• Teachers must have proper and professional regard for the ethos, policies and practices of the school in which they teach, and maintain high standards in their own 
attendance and punctuality.  

 

• Teachers must have an understanding of, and always act within, the statutory frameworks which set out their professional duties and responsibilities.  

 
 
 



 

             13 
 

 
Appendix 2 - Upper Pay Range UPR Application Form 
 
 

 
 
 
Name ___________________________________________________ 

 
Post/Faculty/Key Stage_____________________________________  
 
Current MPR point: ________________________________________ 
 
Reviewer (Name) _________________________________________  
 
Professional Performance Review Evidence (attach with this document, electronically if 
preferred): 
 
Declaration: 
 
I confirm that at the date of this request for assessment to cross the UPR threshold I am: 

 
▪ Highly competent in ALL elements of the relevant Teacher Standards; and 
▪ My achievements and contribution to the Academy/Trust are substantial and sustained, 

as described by the SAT pay policy, and clearly evidenced in my performance review 
statement and portfolio 

▪ Committed to maintaining these standards whilst in post and acknowledge that this will 
be reviewed annually as part of the professional performance review process  

 
I have read The Spencer Academies Trust Pay Policy in respect of the Upper Pay Range. 
 
I attach my professional performance review documentation and supporting evidence  

 

Signed: ___________________________ 

 
Date: _____________________________ 
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Appendix 3 Progression onto, and through, the Upper Pay Range for 
Teachers 
 
1. Introduction 
 
The School Teachers Pay and Conditions Document (STPCD) sets out that the criteria for crossing the 
threshold onto the upper pay range (UPR), and maintaining this standard, are:   
 

▪ that you are highly competent in all elements of the relevant standards; and  

▪ that your achievements and contribution to the school are substantial and sustained.  

 
The STPCD states that the Pay Policy shall set out the process for assessing applications and make clear 
how the relevant body will interpret the above criteria 
 
This policy sets out what this looks like in practice in a Spencer Trust Academy. The Spencer Academies 
Trust is the relevant body for all academies in the Trust and also for other employees of the Trust who 
are on the Teachers’ Pay Scale.  
 
The policy also exemplifies performance measures which will need to be demonstrated both to move 
on to the UPR and then progress through the UPR pay points. 
 
2. Understanding the UPR criteria 
 
The Spencer Academies Trust defines the STPCD criteria as follows: 
 
▪ ‘Highly competent’ means excellent depth and breadth of knowledge, skill, understanding and 

practice against the Teachers’ Standards, in particular in ensuring good outcomes for students; 
teaching which is consistently good or better to enable coaching and mentoring of others; 
modelling and demonstrating good subject knowledge and effective pedagogy. UPR teachers are 
able to undertake their role to a high standard  

▪ All elements of the relevant standards – the standards that apply to a qualified teacher are the 
Teacher Standards. 

▪ Achievements and contribution to the school are substantial and sustained. The impact of the 
teacher’s work will be significant on one or more aspects of the whole academy or the Trust. It will 
go beyond that typically expected of a classroom teacher and is separate to any other remunerated 
responsibilities (e.g. those that attract a TLR or a leadership point).  
 
o Sustained: Performance must have been previously maintained continuously over a significant 

period of at least a year and continues over time. The teacher must have shown that their 
teaching expertise has developed over time and demonstrate teaching that is typically at a very 
high level.  

o ‘Substantial’ means the teachers’ achievements and contribution to the Academy/Trust are of 
real significance. In particular: the teacher plays a key role in the life of the organisation, having 
a significant impact on raising standards and on wider school improvement; the teacher is a role 
model for others and impacts on the effectiveness of other teachers, using the outcomes of 
appropriate opportunities for professional development effectively to improve pupils’ learning;  
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3. Demonstrating that the standard is met 
 
In applying to progress onto the UPR, the teacher must already be working at the requisite standard 
outlined above. This is different from other salary scale elements such as a TLR or a leadership scale 
point. This means that professional performance reviewers must work with individuals who have 
indicated that they wish to cross the UPR threshold to ensure they have sufficient opportunities to 
demonstrate that they are meeting, or can meet, the standard before they apply.  

 
It is the Principal’s responsibility to be aware of those individuals who are eligible and considering 
applying for UPR in the next pay round so that they can have the necessary discussions directly with 
the teacher, or via their line manager/performance reviewer, in good time, around the standards 
expected and the evidence required. For some teachers, this will require the creation of professional 
opportunities to work on a whole school objective. For example, for some teachers that conversation 
will need to take place as they move to M6. 
 
All UPR teachers will need to demonstrate in their professional performance review documents and 
portfolio evidence how they meet each of the upper pay range criteria.   This must document how the 
teacher has sustained the standards and has had an increasing impact on achievement, teacher 
effectiveness, school improvement and wider contribution to Academy / Trust life.  
 
4. Setting Professional Performance Review Objectives: 
 
Objectives should relate to the teacher’s role, position and relate to the standards required for a UPR 
teacher (see section 1 above). These objectives should: 

▪ Focus on priorities that go beyond the teacher’s own classroom, reflecting any relevant team, 
year or academy/Trust wide improvement objectives 

▪ Be time-related, challenging but achievable 
▪ Reflect the teacher's experience and aspirations 

Examples below are designed to be neither prescriptive nor exhaustive but are illustrative of the level 
of contribution expected of a UPR teacher:  
 
▪ Quality of Teaching example objectives:  

 

o Demonstrate extensive knowledge and a depth of understanding of their subject(s).  
Typically demonstrates high quality teaching and is consistently a role model for others. 
Practice demonstrates that the teacher is highly skilled in planning lesson sequences that 
secure cumulative knowledge and skills. The teacher utilises highly effective pedagogical 
approaches to secure learning in the subjects they teach. Skilled and effective use of 
assessment and feedback rapidly accelerates learning and progress OR  

o Demonstrate an excellent ability to assess, evaluate and feedback, using this to improve 
the effectiveness of assessment practice in the academy as a whole/at subject level OR 

o Develop, implement, monitor and evaluate strategies in (subject/aspect) to increase the 
percentage of pupils making [significant progress] in (X/Y) by the end of 200X OR 

o Develop, implement and evaluate the impact of strategies to strengthen assessment in 
[subject/writing etc) 

 
▪ Quality of Teaching example success measures:  

 

o Pupils’ work across the curriculum/ in (subject) is consistently of a high quality.  
o Pupils consistently achieve highly [define], particularly the most disadvantaged.  
o Pupils with SEND achieve exceptionally well.  

https://schoolleaders.thekeysupport.com/staff/performance-management/performance-objectives/performance-objectives-with-specific-focuses/performance-management-objectives-linking-objectives-to-whole-school-improvement/?marker=content-body
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o Assessment is timely, processes are effective in supporting students to make good progress 
and narrow gaps. Students use feedback effectively to improve their work 
 

▪ Trust and System improvement example objective 
 

o Play a key role in building school-wide teams to improve provision and outcomes in X. Seek 
out best practice nationally and internationally. Demonstrate an effective involvement in 
wider professional networks connected with the subject(s). 
 

▪ Trust and System improvement example success measures 
 

o Networking with schools within and beyond the Trust, together with use of high-quality 
research, has a tangible and significant evidence-based impact on academy or Trust 
provision in X. Teachers’ subject and pedagogical knowledge is enhanced which translates 
into improvements in the teaching of the curriculum. 

 
▪ Professional Development (self) example objectives  

 

o Undertake a recognised accreditation in coaching/mentoring/leadership that impacts on 
the improved practice of other staff OR 

o Undertake research and evaluate innovative practices to contribute to an 
academy/Trust improvement strategy in relation to X 
 

▪ Professional Development (self) example success measures 
 

o (Frame in terms of how and individual, group or aspect of school/Trust practice will 
improve) 

 

 

 

 
 
 
 


