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Learning Partnership West CIC 
 

LPW Independent School Pay Policy 
 

September 2019 

 

Purpose 
 

LPW Independent School believes that a fair, transparent and consistent pay policy which recognises 
and rewards teachers as highly skilled professionals is a key element in effective school 
improvement. This Pay Policy will help to recruit, retain and motivate teachers, provide the basis for 
sound financial and personnel planning, and minimise the risk of grievance and discrimination. It is 
entirely consistent and compliant with the revised statutory provisions for teachers’ pay. 
 

Introduction 
 

1. This policy sets out the framework for making decisions on teachers’ pay. It has been developed 
to comply with current legislation and the requirements of the School Teachers’ Pay and 
Conditions Document (STPCD). A copy of this pay policy will be made available to staff by the 
school. 
 

2. In adopting this pay policy, the aim is to:  
 

 assure the quality of teaching and learning at the school;  

 support recruitment and retention and reward teachers appropriately; and  

 ensure accountability, transparency, objectivity and equality of opportunity. 
 

3. The School Advisory Board will maintain teachers’ previous pay entitlements in accordance 
with the principle of pay portability and ensure that teachers suffer no financial or professional 
detriment as a consequence of changes to the agreed teachers’ pay structure.  

 
4. Pay decisions at this school are made by the School Advisory Board. Their responsibilities and 

decision-making powers are set out in Appendix One. The School Advisory Board shall be 
responsible for the establishment and review of the pay policy and shall have full authority to 
make pay decisions in accordance with this policy. The Head Teacher shall be responsible for 
advising the School Advisory Board on its decisions.  

 
Pay Reviews 
 

5. The School Advisory Board will ensure that each teacher and member of support staff will have 
their salary reviewed annually with effect from 1st September, that they are notified of the 
outcome by no later than 30th November each year, and that a written statement is issued, 
setting out their salary and any other financial benefits to which they are entitled.  
 

6. Reviews may take place at other times of the year to reflect any changes in circumstances or 
job description that lead to a change in the basis for calculating an individual’s pay. A written 
statement will be given after any review and where applicable will give information about the 
basis on which it was made.  

 

Base pay determination on appointment 
 

7. The Head Teacher will determine the pay range for a vacancy prior to advertising it. On 
appointment, they will determine the starting salary within that range to be offered to the 
successful candidate.  
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8. In making such determinations, the Head Teacher will apply the following policy:  
 

Classroom Teacher Posts  
 

9. As part of LPW’s ongoing commitment to supporting School Staff and in recognition of the hard 
work they do, the decision has been made to bring LPW School Staff’s pay in line with that 
awarded to their mainscale counterparts in maintained secondary schools. Therefore, the 
School Advisory Board has adopted the following pay scales for classroom teacher and support 
staff posts paid on the pay scale for 2019/20: 

 
 

Qualified Teachers 

Pay scale level Annual salary 

1 £24,373 

2 £26,298 

3 £28,413 

4 £30,599 

5 £33,010 

6 £35,971 

 
 

10. The School Advisory Board undertakes that it will not restrict the pay range advertised for 
starting salary and pay progression prospects available for classroom teacher posts, other than 
the minimum of the pay scale and the maximum of the pay scale.  
 

11. The Head Teacher will apply the principle of pay portability in making pay determinations for all 
new appointees as follows:  
 
(a) When determining the starting pay for a Teacher taking up their first appointment with the 

School, the School will consider each appointment and subsequent position on the pay 
scale on an individual basis and will take into a wide range of factors including, but not 
limited to: 
 

 Whether or not Qualified Teacher Status has been achieved; 

 Other relevant teaching qualifications; 

 Experience of working in mainstream education; 

 Experience working in independent schools, further education, higher education or 
other education establishments; 

 Experience of working and/or volunteering in a relevant area that will support the role 
being offered by LPW School. 

 
These factors will also be taken into consideration in the event of any review of existing 
School staff salaries or pay scales. 

 
12. The School Advisory Board will also consider the allocation of additional scale points on the 

above basis to other teachers appointed to the pay scale. 
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Support Staff 
 

13. The School Advisory Board has established the following pay scales for Support Staff employed 
in classroom teacher posts:  
 

Support Staff 

Pay scale level Annual salary 

1 £17,682 

2 £19,739 

3 £21,794 

4 £23,851 

5 £25,909 

6 £27,965 

 
 

Pay progression based on performance 
 

14. The arrangements for teacher appraisal are set out in the school’s Performance Management 
Policy. 
 

15. Decisions regarding pay progression will be made with reference to the teachers’ performance 
management appraisal reports and the pay recommendations they contain. In the case of 
Newly Qualified Teachers, pay decisions will be made by means of the statutory induction 
process.  
 

16. To be fair and transparent, assessments of performance will be properly rooted in evidence. 
Fairness will be assured by annual monitoring of the application of the pay policy and pay 
decisions.  
 

17. The evidence used will only be that available through the performance management appraisal 
process and any concerns that may have arisen though line management including, but not 
limited to, attendance and professional conduct. 
 

18. Where teachers have joined the school part way through a performance management appraisal 
cycle, the School Advisory Board will, where necessary, seek evidence from their previous 
schools to assist pay decisions and will only, where necessary, seek evidence from the 
teachers themselves.  
 

19. Teachers’ performance management appraisal reports will contain pay recommendations. Final 
decisions about whether or not to accept a pay recommendation will be made by the School 
Advisory Board, having regard to the performance management appraisal report and taking 
into account advice from the senior leadership team.  
 

20. The School Advisory Board will ensure that appropriate funding is allocated for pay progression 
for all eligible teachers.  
 

21. All teachers can expect progression to the top of their pay range as a result of successful 
performance management appraisal reviews.  
 

22. The School Advisory Board will agree pay decisions according to the criteria for progression 
set out in this pay policy.  
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Classroom teachers on the pay scale 
 

23. Classroom teachers will be awarded pay progression on their pay scale following each 

successful performance management appraisal review. Reviews will be deemed to be 

successful unless significant concerns about standards of performance have been raised in 

writing with the teacher during the annual performance management appraisal cycle and have 

not been sufficiently addressed through support provided by the school by the conclusion of 

that process.   

 

Support Staff on the pay scale  
 

24. Support Staff will be awarded pay progression on their pay scale following each successful 
performance management appraisal review. Reviews will be deemed to be successful unless 
significant concerns about standards of performance have been raised in writing with the 
teacher during the annual performance management appraisal cycle and have not been 
sufficiently addressed through support provided by the school by the conclusion of that process.  
 

Part-Time Teachers 
 

25. Teachers employed on an ongoing basis at the school but who work less than a full working 
week are deemed to be part time. The School Advisory Board will give them 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, working time arrangements and by 
comparison with the school’s timetabled teaching week for a full-time teacher in an equivalent 
post. Any additional hours worked by agreement from time to time will be paid at the same rate.  

 

Additional Responsibility Points  
 

26. The School Advisory Board has established the following pay scales for posts paid on the 
Additional Responsibility Points (ARP): 
 

Additional Responsibility Points 

Pay scale level Band Payment 

R1 £500 

R2 £1,000 

R3 £1,800 

R4 £4,000 

 
27. Such responsibility points may be awarded for staff that are undertaking additional leadership 

or teaching and learning responsibilities within the School. It is expected that measurable 
positive outcomes will be delivered in such cases. These additional duties will fall outside the 
criteria for the Teacher pay scale structure.  
 

28. When determining the pay scales for such posts, the School Advisory Board will do this by 
reference to the weight of the responsibilities of each post, while bearing in mind the need to 
ensure pay equality where posts are equally onerous and where there are fair-pay relativities 
between posts of differing levels of responsibility. 
 

29. The criteria for the award of R1, R2 and R3 payments are as follows:  
 

Before awarding any R1, R2 and R3 payment, the School Advisory Board must be satisfied 
that the teacher’s duties include a significant responsibility that is not required of all 
classroom teachers and that:  

 
(a) is focused on teaching and learning; 
(b) requires the exercise of a teacher’s professional skills and judgement;  
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(c) requires the teacher to lead, manage and develop a number of subjects or curriculum areas, 
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. 

 
30. In addition, before awarding a R4 payment, the School Advisory Board must be satisfied that 

the significant responsibility referred to above includes line management responsibility for a 
significant number of people and/or running a school centre. R4 is awarded to teachers who 
have responsibility for running a school on behalf of the head teacher, and report back directly 
to the head teacher, and are line managed by the head teacher 
 

31. Teachers will not be required to undertake permanent additional responsibilities without 
payment of an appropriate permanent R1, R2 and R3 payment.  
 

32. All teachers are expected to have responsibility for at least one subject area and contribute to 
curriculum development by sharing their professional expertise with colleagues.  
 

33. Before making any R4 payment, the School Advisory Board must be satisfied that the 
responsibilities meet (a), (b) and (d) of the above criteria; that the teacher is being awarded for 
running a school centre, clearly time-limited school improvement projects or externally driven 
responsibilities; and that the responsibilities are not a permanent or structural requirement 
which should instead be rewarded by means of a permanent R payment.  
 

34. Where the School Advisory Board wishes to make R4 payments, the proposed responsibilities, 
level of payment within the published range and the duration of payment will be set out clearly.  
 
 

Acting up allowances  
 

35. Where any teacher is required to act as Head Teacher, Deputy Head Teacher or Assistant 
Head Teacher or undertake a post of responsibility in an acting capacity for a period in excess 
of four weeks during a period of working time, they will receive an additional allowance in order 
that the total pay received is equal to that of the substantive post holder.  
 

36. Payments will be backdated to the day on which the teacher assumed those duties. No 
pressure, direct or indirect, will be placed on teachers to act up, as such acting up is voluntary 
on their part.  

 

Appeals 

 
37. The arrangements for considering appeals on pay determination are set out in Appendix 

Two of this policy.  

 
Monitoring the impact of the policy  
 

38. The School Advisory Board will monitor the outcomes and impact of this policy on a regular 
basis. An annual written report on the operation of the pay policy, recording pay decisions taken 
and equality impact, will be available???, including trends in progression across specific groups 
of teachers to assess its effect and the school’s continued compliance with equalities 
legislation. 

 

Future Developments 
 

This policy is kept in line with LPW practice and current legislation and may change from time 
to time as business practice, case law and legislation changes.  
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Appendix One: Remit for the School Advisory Board 

All governors, including those employed at the school will be eligible to take part in any discussions 
(including those relating to individuals) where their interest is no greater than that of the generality of 
employees at the school.  
 

Establishment of the policy  
 
The School Advisory Board is responsible for:  

 establishing the policy, in consultation with the Head Teacher and staff for approval.  

 formal approval of the policy.  
 
 

Monitoring and review of the policy  
 
The School Advisory Board is responsible for:  

 reviewing the policy annually, in consultation with the Head Teacher, staff and trade union 
representatives, and submitting it to the School Advisory Board for approval.  

 considering an annual report, including statistical information, on decisions taken in accordance 
with the terms of the policy.  

 
 

Application of the policy  
 
The Head Teacher is responsible for:  

 ensuring that pay recommendations for the deputy and assistant head teachers, classroom 
teachers and support staff are made and submitted to the School Advisory Board in accordance 
with the terms of the policy;  

 advising the School Advisory Board on its decisions; and  

 ensuring that staff are informed of the outcome of decisions of the School Advisory Board and 
of the right of appeal.  

 
The School Advisory Board is responsible for:  

 taking decisions regarding the pay of the Deputy and Assistant Head Teachers, classroom 
teachers and support staff following consideration of the recommendations of pay reviewers 
and the advice of the Head Teacher;  

 taking decisions regarding the pay of the Head Teacher following consideration of the 
recommendations of the governors responsible for the Head Teacher’s performance review;  

 submitting reports of these decisions   

 ensuring that the Head Teacher is informed of the outcome of the decision and of the right of 
appeal.  

 taking decisions on appeals against the decisions of the Head Teacher in accordance with the 
terms of the appeals procedure of this policy.  

 
 
 
 
 
 
  



 
 
 
 
 

Page 7 of 8 

 

Appendix Two: Pay Appeals Procedure 
 
The School Advisory Board is committed to ensuring that appeals against pay decisions meet the 
requirements of the dispute resolution provisions of employment law.

 

 
The process set out below is consistent with the dispute resolution provisions of employment law and 
may be adopted by the school as the means by which appeals against pay decisions are considered.  
 
Teachers may seek a review of any determination in relation to their pay or any other decision taken by 
the School Advisory Board (or a committee or individual acting with delegated authority) that affects 
their pay.  
 
The following list, which is not exhaustive, includes the usual reasons for seeking a review of a pay 
determination:  
 
That the person or committee by whom the decision was made:  

 incorrectly applied any provision of the STPCD;  

 failed to have proper regard for statutory guidance;  

 failed to take proper account of relevant evidence;  

 took account of irrelevant or inaccurate evidence;  

 was biased; or  

 otherwise unlawfully discriminated against the teacher.  
 
The order of proceedings is as follows:  
 
1. The teacher receives written confirmation of the pay determination and, where applicable, the basis 

on which the decision was made.  
 

2. If the teacher is not satisfied, he/she should seek to resolve this by discussing the matter informally 
with the decision-maker within ten working days of the decision.  

 
3. Where this is not possible, or where the teacher continues to be dissatisfied, he/she may follow a 

formal appeal process.  
 

4. The teacher should set down in writing the grounds for questioning the pay decision and send it to 
the person who made the determination, within ten working days of the notification of the decision 
being appealed against or of the outcome of the discussion referred to above.  

 
5. The person who made the determination should provide a hearing, within ten working days of 

receipt of the written appeal, to consider the appeal and give the teacher an opportunity to make 
representations in person. Following the hearing, the employee should be informed in writing of the 
decision and the right to appeal.  

 
6. Any appeal should be heard by a panel of three governors normally within twenty working days of 

the receipt of the written appeal notification. The teacher will be given the opportunity to make 
representations in person. The decision of the appeal panel will be given in writing, and where the 
appeal is rejected will include a note of the evidence considered and the reasons for the decision.  

 
For any formal meeting, the teacher is entitled to be accompanied by a colleague or union 
representative. Each step and action of this process must be taken without unreasonable delay.  
 
The timing and location of formal meetings must be reasonable. Formal meetings must allow both 
parties to explain their cases.  
 
The procedure for the conduct of formal meetings shall be as follows. 
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Introductions  
Chair introduces everyone and what their role is:  

 self as chair  

 other panel member/s (if applicable)  

 employee  

 employee representative  

 any witnesses for the employee side  

 management representative who will state the management case  

 any witnesses for the management side  

 person who will clerk the meeting  

 HR to give advice to the panel  
 
Chair goes over the order of the hearing:  

 employee will state their case  

 chair asks questions of the employee/employee representative  

 chair invites panel (if applicable) to ask questions  

 management will state their case  

 chair asks questions of the management  

 chair invites panel (if applicable) to ask questions  

 chair to sum up both sides  

 chair to adjourn hearing to deliberate  
 

The employee case  
Employee/representative presents employee case:  

 what is the evidence that supports their case?  

 introduces any witnesses  
Chair asks questions  
Chair opens the discussion to the panel (if applicable). 
 

The management case  
Management representative presents management case:  

 what is the evidence that supports the disputed pay decision?  

 introduces any witnesses  
Chair asks questions  
Chair opens the discussion to the panel (if applicable).  
 

Summing up  
If appropriate, the chair can sum up the key points on both sides.  

 
End of hearing  
Chair ends the hearing and advises employee that they will let him/her have the panel’s decision  
in writing within timescale.  
Chair advises employee that he/she will have a right of appeal and that the letter will contain full details.  

 
Decision-making  
HR notes main points of panel discussion and their decision.  
Panel obtains HR advice if required to inform their decision-making.  
 

Communication of decision  
Employee is notified of decision.  
Decision and reason for the decision confirmed in writing. 


