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Commitment to equality: 

We are committed to providing a positive working environment which is free from prejudice and unlawful 

discrimination and any form of harassment, bullying or victimisation.  We have developed a number of key 

policies to ensure that the principles of Catholic Social Teaching in relation to human dignity and dignity in 

work become embedded into every aspect of school life and these policies are reviewed regularly in this 

regard.    

 

This Teachers Pay Policy has been subject to consultation with the Recognised Trade Unions. It was 

approved and adopted by the CMAT as detailed below: 

 

Policy Approved by:  Date of Approval 

Board of Directors – Our Lady of Lourdes Catholic 

Multi Academy Trust 
31 March 2022 

Board of Directors – St Therese of Lisieux Catholic 

Multi Academy Trust 
29 March 2022 

Board of Directors – St Ralph Sherwin Catholic Multi 

Academy Trust 
24 March 2022 

Board of Directors – St Thomas Aquinas Catholic Multi 

Academy Trust 
24 March 2022 

 

 

It will be reviewed after 12 months in consultation with the Recognised Trade Unions. 

 

Signed by Chair of CMAT Trust Board:  

 

Signed by CEO: 
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DEFINITIONS 

In this Teachers Pay Policy, unless the context otherwise requires, the following expressions, where they appear, 

shall have the following meanings: 

i. ‘CMAT’ means the Catholic Multi Academy Trust, that is the company responsible for the management of 

the Central Team and the Academies and, for all purposes, means the employer of staff within the Central 

Team and the Academies. 

ii. ‘Board’ means the board of Directors of the CMAT who are responsible for carrying out the employment 

functions of the CMAT.  

iii. ‘Central Team’ means all staff employed in the Central Office functions of the CMAT. 

iv. ‘Chair’ means the Chair of the Board of the CMAT as appointed from time to time. 

v. ‘Companion’ means a willing work colleague not involved in the subject matter under which the policy in 

being invoked, a trade union official, an accredited representative of a trade union. 

vi. ‘Diocesan Education Service’ means the education service provided by the diocese in which the CMAT is 

situated, which may also be known, or referred to, as the Diocesan School Commission. 

vii.  ‘Directors’ means directors appointed to the Board of the CMAT from time to time. 

viii. ‘Headteacher’ means the most senior teacher in the school who is responsible for its management and 

administration.  Such teacher may also be referred to as the Head of School or Executive Headteacher. 

ix. ‘School’ means the Academy named at the beginning of this Policy and Procedure and includes all sites upon 

which the Academy undertaking is, from time to time, being carried out. 

x.  ‘Vice-Chair’ means the Vice-Chair of the Board of the CMAT as appointed from time to time. 

xi. ‘Working Day’ means any day on which an employee would ordinarily work if they were a full-time 

employee.  In other words, ‘Working Day’ will apply differently to teaching and non-teaching staff.  However, 

part-time and full-time staff will not be treated differently for the purposes of implementing this Policy and 

Procedure. 
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1. SCOPE  

1.1 This policy sets out the framework for making decisions on teachers’ pay for the Catholic Multi Academy 

Trust (CMAT). It has been developed to comply with current legislation and the requirements of the 

School Teachers Pay and Conditions Document (“The Document”). 

 

2. AIM 

2.1 In adopting this pay policy the aim is to: 

• achieve excellent outcomes for all students. 

• support the recruitment and retention of a high-quality teacher workforce. 

• complement the CMATs performance review policy, which is supportive, developmental and 

ensures that teachers have the skills and support to do their job efficiently. 

• recognise and reward Teachers appropriately for their contribution to the school. 

• help to ensure that decisions on pay are managed in a fair, just and transparent way. 

• ensure that there is no pay discrimination through an equality impact assessment of the outcomes 

of the policy in decision making and  

• that decisions are based on evidence and can be justified. 

 

3.  PERFORMANCE REVIEW 

3.1 Pay decisions must be related to the teacher’s performance. Pay decisions will be assessed in accordance 

with the requirements of the CMAT Performance Review Policy and Procedure (Teachers) and in 

accordance with the Education (School Teachers’ Appraisal) (England) Regulations 2012. 

 

4. ROLES AND RESPONSIBILITIES 

4.1 The Academy Trust Company (CMAT) is the legal employer of all staff within the constituent catholic 

academies making up the Multi Academy Trust. The Board delegates the implementation of pay and 

performance review policies to the Pay Committee in accordance with the scheme of delegation. 

4.2 The CMAT will agree the school budget and will ensure that appropriate funding is allocated for pay 

progression at all levels and in doing so recognise that funding cannot be used as a criterion to determine 

progression. 

Role Responsibility 

Pay and Performance Committee  

(the Committee) 

• To approve the pay policy 

• To make pay decisions based on recommendations 

from the CEO 
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• To arrange a separate panel for pay appeals as 

required.  

Chief Executive Officer (CEO)  

(or as delegated) 

• To moderate pay recommendations across 

schools in the CMAT. 

• To moderate performance review objectives for 

schools across the CMAT to ensure resources are 

available to support the implementation of 

performance review and pay policies.  

Headteacher • To implement the pay policy. 

• To ensure that all staff receive appropriate support 

and training in the process. 

• To moderate pay decisions and performance 

review objectives across the school. 

• To make pay recommendations to the CEO. 

Performance Reviewer To carry out the performance review process and 

make pay recommendations to the headteacher. 

 

5. PAY REVIEWS 

5.1 Determination of the remuneration shall be as follows. 

• All Teachers: annually with effect from 1st September, with reviews having been completed no 

later than 31st October each year 

• Head Teacher/Executive Head Teacher: annually, with reviews having been completed no later 

than 31st December each year. 

5.2 All pay decisions, setting out the salary and any other financial benefits will be communicated to each 

member of staff in writing within 1 month of the pay determination. 

6. SALARY SCALE AND REFERENCE POINTS 

6.1 The pay scale used will be in accordance with the Document. Any cost-of-living increases will be applied 

from 1 September of the relevant academic year. 

6.2 Within each salary range there are a number of reference points which the CMAT will use to determine 

progression based on performance.  

6.3 See Appendix 1 for current reference points for qualified and unqualified teachers. 

 

7. STARTING SALARIES 9QUALIFIED AND UNQUALIFIED TEACHERS 

7.1 The CMAT will determine the pay range for a vacancy prior to advertising it. 

7.2 In making such determinations, the CMAT may consider a range of factors, including:  
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• the nature of the post  

• the level of qualifications, skills and experience required. 

• recruitment difficulties.   

• the wider School context 

7.3 Although there is no assumption that a teacher will be paid at the same rate as they were being paid in a 

previous school, the CMAT will determine the appropriate rate of pay for a teacher joining the CMAT 

taking account of salary expectations, current salary and the factors set out above. 

7.4 The CMAT will pay an unqualified teacher, including those on one of the employment- based routes into 

teaching, on the unqualified teachers’ range 

 

8. PAY PROGRESSION 

8.1 Decisions regarding pay progression will be made with reference to Performance Review outcomes, 

meeting objectives and where applicable, the Teachers’ Standards. The evidence we will use to 

demonstrate the successful achievement of objectives may include, but not limited to. 

• Performance review 

• pupil progress 

• pupil assessment 

• observations 

• self-evaluation  

8.2 A fair and transparent assessment process will be followed where decisions are based on evidence. 

Evidence should be naturally occurring and should not involve unnecessary workload.  

8.3 It will be possible for a “no progression” determination to be made without recourse to the capability 

procedure. Teachers deemed to have passed their performance management cycle would be deemed to 

be eligible for a pay increment unless they are at the top of their pay band/range.   

8.4 Teacher performance review reports will contain pay recommendations. These recommendations will be 

reviewed by the Director of Performance and Standards/CEO and moderated across the Trust. Final 

decisions on whether or not to accept a pay recommendation will be made by the Trust Pay and 

Performance Committee.  

8.5 The minimum expectation to achieve pay progression of one increment is that most of the objectives have 

been fully met. Where an objective has not been fully met there will be evidence to support the extent to 

which the objective has been met.  

8.6 In exceptional circumstances, the Headteacher may wish to recommend additional progression of a further 

increment for those teachers where all objectives have been fully met, with a range of supporting evidence 

and in the professional judgement of the Headteacher, can demonstrate to the Pay Committee that there 

is evidence of: 



DIOCESE OF NOTTINGHAM CATHOLIC MULTI ACADEMY TRUSTS 

Teachers Pay Policy 

 

 

 
THIS POLICY DOES NOT CREATE CONTRACTUAL OBLIGATIONS ON THE CMAT 

 2021/22 Final   

 

Page 7 of 16   

 

• outstanding quality of teaching and learning 

• pupil progress  

• teacher standards 

• successful leadership of a whole Trust initiative where impact can be evidenced. 

8.7 Where concerns have been identified during the Performance Review cycle a support plan will be agreed 

and put in place to improve performance, in accordance with the Performance Review Policy and 

Procedure. If despite this, none of the objectives have been met or there is only a limited meeting of all 

objectives, in such situations there would be no pay progression during that year. 

 

9. UPPER PAY RANGE 

Applications and Evidence 

9.1 Any qualified Teacher may apply to be paid on the upper pay range and all applications will be assessed in 

line with this policy. It is the responsibility of the individual teacher to decide whether or not they wish to 

apply to be paid on the upper pay range.  

9.2 Applications may be made once a year. All applications need to be received by the Headteacher by 31st 

October of the relevant year.  

9.3 Applications should contain any evidence that the teacher wishes to submit from the previous two years 

and be in writing using the standard form.  

9.4 If a teacher is simultaneously employed at another school/Trust outside the Trust they will need to submit 

separate applications if they wish to apply to be paid on the upper pay range in that school. The Trust will 

not be bound by any pay decision made by another school/Trust. 

The Assessment 

9.5 An application from a qualified teacher will be successful where the Pay Committee is satisfied that: 

a) the teacher is highly competent in all elements of the relevant Teachers Standards; and 

b) the teacher’s achievements and contribution to the school are substantial and sustained. 

9.6 For the purposes of this pay policy, the Pay and Performance Committee must be satisfied that the teacher 

meets this criterion and there is evidence from the past two years of: 

• consistently high quality of teaching and learning. 

• evidence of coaching and supporting colleagues to achieve improved student outcomes. 

• a commitment to personal development and CPD focused on improving outcomes for students. 

• highly competent in all areas of the Teachers Standards. 

• the contribution at this level must be substantial and sustained. 
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9.7 The application will be assessed by the Headteacher, and a recommendation made to the Director of 

Performance and Standards/CEO. The Pay Committee will make the final decision.  

9.8 If successful, applicants will move to UPR point 1 from 1 September of that year and pay awards will be 

backdated to 1 September of that year.  

9.9 Normally, a successful teacher will be placed at the bottom of the upper pay range. In exceptional 

circumstances, the CEO may recommend to the Pay Committee an escalated point based on evidence of: 

• the level of skills and experience of the teacher and  

• the impact of the teachers work on student outcomes and whole trust improvement 

9.10 If unsuccessful, feedback will be provided in writing along with confirmation of the process for appeals. 

9.11 Any appeal against a decision not to move the teacher to the upper pay range will be heard under the 

Trusts Appeal Procedure. 

Movement through the upper pay range 

9.12 Once a teacher has moved on to the upper pay range, if eligible, they will be considered for further 

progression, normally after a sustained period, defined as a minimum of two years. Annual pay progression 

within this range is not automatic and decisions regarding pay progression will be made on the basis of 

meeting of the relevant Teachers’ Standards and the teacher’s achievements and contribution to the CMAT 

continue to be substantial and sustained. 

9.13 If successful, upper pay range teachers will progress by one incremental point until they reach the top of 

the upper pay range. In exceptional circumstances the CEO may recommend an escalated point based on 

evidence of:  

• the level of skills and experience of the teacher and  

• the impact of the teachers work on student outcomes and whole trust improvement 

9.14 See Appendix 1 for the current salary bands within the upper pay range. 

 

10. LEADING PRACTITIONERS 

Starting salaries 

10.1 Designated leading practitioner posts have the primary purpose of modelling and leading improvement of 

teaching skills. Within the CMAT they will take a leadership role in developing, implementing and evaluating 

policies and practice in their workplace that contributes to Trust improvement. To be appointed to a 

leading practitioner post the teacher must: 

a) be an exemplar of teaching skills 
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b) lead the improvement of teaching skills across the CMAT. 

c) carry out the professional responsibilities of a teacher other than a headteacher, but including those 

responsibilities delegated by the head teacher with regard to their contractual obligations and a 

reasonable workload. 

10.2 The pay range for these posts will be determined individually for each leading practitioner post, which may 

differ to reflect the different demands and challenges of that post. Each individual pay range will be 

determined within the overall minimum and maximum of the pay range set by the document. 

Pay progression 

10.3 Annual pay progression is not automatic. Decisions regarding pay progression within the allocated pay 

range will be clearly attributable to the leading practitioner’s performance with reference to the 

performance management process.  

10.4 Leading practitioners will progress by one incremental point until they reach the top of the range, if they 

can demonstrate and the Pay Committee are satisfied that they continue to carry out the purpose of the 

role as set out above and there is evidence of: 

a) Consistently outstanding teaching 

b) Evidence of coaching and supporting colleagues to achieve improved student outcomes 

c) Acting as a role model for teaching and learning 

d) A commitment to personal development and CPD focused on improving outcomes for students. 

e) Highly competent in all areas of the Teachers Standards. 

10.5 In exceptional circumstances, a further increment could be awarded by the Pay Committee where 

performance is judged to be exceptional taking into account the criteria above and where all objectives 

have been exceeded. 

 

11. LEADERSHIP PAY 

Starting salaries 

11.1 Pay decisions in relations to senior leaders will be based on the criteria set out in the School Teachers Pay 

and Conditions Document and the Teacher Standards.  

11.2 The Pay and Performance Committee will determine the pay grades for leadership posts, within the 

appropriate group size for the school. For Headteachers this will be a seven-point scale. This scale will not 

exceed the group size for the school.  

11.3 The Pay and Performance Committee will determine the pay scale for Deputy and Assistant Headteachers. 

For Deputy and Assistant Headteacher posts this will be a five-point scale. The pay range will not overlap 

with the pay range for the Headteacher, except in exceptional circumstances and will provide for an 

appropriate differential between the different levels of post.  
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Pay progression 

11.4 The Pay and Performance Committee will review the salaries of Headteachers and other leadership posts 

annually. Leadership post holders will progress by one point until they reach the top of their scale if the 

Pay and Performance Committee are satisfied that there is evidence of sustained high quality of 

performance in CMAT leadership and management, pupil progress and contribution to CMAT 

improvement priorities and outcomes. 

11.5  Additional progression may be recommended, where the postholder has not reached the top of their 

scale, where performance is judged to be exceptional taking into account the criteria set out in the 

Document and Teacher Standards and where objectives have been exceeded. 

Allowances 

11.6 In accordance with the Document, additional payments may be made to a Head Teacher in specified 

circumstances as set out in the Document (provided that such circumstances have not previously been 

taken into account in determining the scale of the post), subject to a limit of 25% of the amount that 

corresponds to the Head Teacher’s pay point. Normally any allowance will be limited to the equivalent 

amount of one incremental point. Allowances will be awarded for a fixed period and will be reviewed at 

least annually. 

11.7 See Appendix 2 for leadership pay points.  

 

12. EARLY CAREER TEACHERS (ECTs) 

12.1 In the case of ECTs, whose performance management arrangements are different, pay decisions will be 

made by means of the statutory induction process.  

12.2 On appointment, ECTs will normally be appointed on point M1.  

12.3 On successful completion of year 1 of the induction period, ECT’s will be eligible for pay progression of 

one increment (ie to MS2). 

12.4 On successful completion of the induction period, ECTs will be eligible for pay progression to point M3 

12.5 All pay progression will be effective from the 1 September following the successful completion of the 

relevant period. 

 

13. UNQUALIFIED TEACHERS 

13.1 The starting salary for unqualified teachers on the unqualified teachers’ pay scale, will be determined by any 

relevant qualifications, experience and market forces.  

13.2 Unqualified Teachers will be expected to and supported to successfully complete a course of study leading 

to qualified teacher status. 
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13.3 Annual pay progression up the unqualified scale is not automatic and decisions regarding pay progression 

will be made on the basis of meeting of appraisal and meeting the relevant standards. If successful, 

unqualified teachers will progress by one incremental point. 

13.4 The unqualified teachers scale is at Appendix 1. 

 

14. PART TIME TEACHERS 

14.1 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 Trust will give part time teachers a written statement detailing their working 

time obligations. The pay of part time teachers will be determined in the same way as full-time teachers 

and any increase in pay will be paid pro rata to the full time equivalent rates. 

 

15. SUPPLY 

15.1 Teachers employed on a day-to-day or other short notice basis will be paid on a daily basis calculated on 

the assumption that a full working year consists of 195 days; periods of employment for less than a day 

being calculated pro-rata. Teachers working in this capacity will be paid the rate for the job, which will 

normally be a maximum of main pay range point 6. 

 

 

16. PAY PROTECTION (SAFEGUARDING) 

16.1 Pay protection arising from changes to pay and structure will be in line with the provisions of STPCD. 

16.2 Where the total of the safeguarding sum exceeds £500, the teacher will be required to undertake additional 

duties which are appropriate and commensurate with the safeguarded sum for the duration of the period 

in which safeguarded sums exceed £500. 

 

17. ALLOWANCES 

Teaching and Learning Responsibility (TLR) payments) 

17.1 In this CMAT we pay TLR1 or TLR2 to a classroom teacher for undertaking a substantial additional 

responsibility in the context of the school staffing structure for the purpose of ensuring the delivery of 

excellent outcomes for pupils and for which the teacher is made accountable. The award is made whilst 

the teacher retains the same responsibility. 

17.2 A TLR 1 or 2 may be awarded on a temporary basis during the absence of another colleague.  
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17.3 Where such TLRs are awarded to part-time teachers they must be paid pro rata at the same proportion 

as the teacher’s part-time contract.  

17.4 In addition, that Trust may award a fixed term TLR3 to a classroom teacher for time limited, clearly defined 

Trust improvement projects or for one off, externally driven responsibilities.   

17.5 See Appendix 3 for current TLR values and details of other allowances paid within in this Trust.  

 

18. ABSENCE AND PAY PROGRESSION 

18.1 Employees who are absent long term (including but not limited to maternity leave and long-term sick leave 

due to a disability) are still eligible to be considered for pay progression. 

 

19. APPEALS 

19.1 Informal appeal. The Headteacher will inform the employee of their pay recommendation prior to 

submitting this to the Pay Committee. If the teacher wishes to better understand the rationale for the pay 

recommendation or bring further evidence to the attention of the reviewer, they will be given the 

opportunity to do so. At the conclusion of any further discussion the pay recommendation may be adjusted, 

or it may remain the same. Where a no pay recommendation is to be presented to the Pay Committee, 

the employee will be given the right to submit written representations to the Pay Committee.    

19.2 Formal appeal. Teachers have the right to raise formal appeals against pay determinations if, for example, 

they believe that the person or committee by whom the decision was made. 

(a) incorrectly applied the school’s pay policy  

(b) incorrectly applied any provision of the STPCD  

(c) failed to have proper regard to statutory guidance  

(d) failed to take proper account of relevant evidence  

(e) took account of irrelevant or inaccurate evidence  

(f) was biased or  

(g) unlawfully discriminated against the teacher.  

 

19.3 The teacher should set out in writing the grounds for appeal and send it to the HR Manager within 10 

working days of the notification of the pay decision.  

19.4 The appeal will be considered by an appeals committee in accordance with the Trust Appeals Procedure. 

The appeal’s committee will comprise of different members to the original pay committee. 

 

20. VARIATION BY MUTUAL CONSENT 
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20.1 Any member of staff wishing to request a reduction in responsibility and pay should do so in writing. This 

request will be considered by the Pay Committee and a decision will be made taking into account the 

request from the teacher and the operational requirements of the school. 

 

21. MONITORING THE IMPACT OF THE POLICY 

21.1 The Pay Committee will monitor the outcomes and impact of this policy on an annual basis, including trends 

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

with equality legislation. The report will be shared with the recognised trade unions, showing data on pay 

progression for those with protected characteristics (where the information has been provided) and the 

overall rate of pay progression on each pay range within the CMAT.  
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Appendix 1 

Pay reference points (from 01/09/21) 

MPS 

Scale Point Salary 

1 £25,714 

2 £27,600 

3 £29,664 

4 £31,778 

5 £34,100 

6 £36,961 
  

  

UPR 

Scale Point Salary 

1 £38,690 

2 £40,124 

3 £41,604 
  

  

Unqualified 

Scale Point Salary 

1 £18,419 

2 £20,532 

3 £22,644 

4 £24,507 

5 £26,622 

6 £28,735 
  

  

Leading Practitioner 

Range 

Minimum £42,402 

Maximum £64,461 
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Appendix 2  

 Leadership points (from 01/09/21)  

Leadership  Leadership (continued) 

Scale Point Salary  Scale Point Salary 

1 £42,195  24 £74,295 

2 £43,251  24B £73,559 

3 £44,331  25 £76,141 

4 £45,434  26 £78,025 

5 £46,566  27 £79,958 

6 £47,735  27B £79,167 

7 £49,019  28 £81,942 

8 £50,151  29 £83,971 

9 £51,402  30 £86,061 

10 £52,723  31 £88,187 

11 £54,091  31B £87,313 

12 £55,338  32 £90,379 

13 £56,721  33 £92,624 

14 £58,135  34 £94,914 

15 £59,581  35 £97,273 

16 £61,166  35B £96,310 

17 £62,570  36 £99,681 

18 £64,143  37 £102,159 

18B £63,508  38 £104,687 

19 £65,735  39 £107,239 

20 £67,364  39B £106,176 

21 £69,031  40 £109,914 

21B £68,347  41 £112,660 

22 £70,745  42 £115,483 

23 £72,497  43 £117,197 

   43B £117,197 
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Appendix 3 

Allowances and Discretionary payments 

Teaching and Learning Responsibility (TLR) Payments 

TLR 1 (minimum £8,291 to maximum £14,030) 

TLR2 (minimum £2,873 to maximum £7,017) 

TLR 3 (minimum £571 to maximum £2,883) 

Special educational needs (SEN) allowance 

SEN/SEND allowances will be allocated to all teachers who satisfy the statutory criteria contained within the current 

STPCD. Spot points will be established within the given range and will be allocated after taking consideration of  

• whether any mandatory qualifications are required for the post,  

• the qualifications or expertise required of the teacher relevant to the post, and  

• the relative demands of the post.  

SEN range 

minimum £2,270 

maximum £4,479 

  

Discretionary payments 

The Trust may consider awarding discretionary allowances and payments in the circumstances described below. The 

Trust will award the allowance for a maximum of 12 months after which time the allowance will be reviewed. 

• Recruitment and retention incentives and benefits 

• First Aid Allowance   

• Lunchtime supervision  

• Residential duties 

• Approved continuing professional development undertaken outside the school day 

• Activities relating to the provision of initial teacher training 

• Participation in out of school hours learning activity as approved by the Trust 

• Additional responsibilities and activities due to, or in respect of, the provision of services relating to the 

raising of educational standards to one or more additional schools.   

 

 


