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Our Principles 

The Bridge provides a safe, calm and nurturing environment supporting students with mental 
health and medical needs. 

It is vital that all students attending The Bridge are courteous, considerate, caring and 
inclusive, and behave in a manner that ensures all of our students are made to feel safe and 
protected. 

The staff at the school work in partnership with all professionals and parents/carers in 
helping the young person re-engage with learning in a positive and secure environment. 

 

We aim to: 

 Provide a nurturing approach that involves consistent, empathetic ‘boundaried’ 
relationships between staff and students 

 Recognise that our students have unmet needs, which require additional support 
appropriate to their emotional/social age and not their calendar age 

 Clearly communicate with students and parents/carers the school’s expectations of 
behaviour 

 Develop students ability to understand and communicate their emotions 
 Focus on praising and rewarding good behaviour 
 Ensure our students feel wanted, valued and supported despite their behaviour. 
 Ensure staff act as appropriate role models for our students. 
 Be mindful of our verbal and body language as well as our emotional reactions to the 

students and how we respond to them 

Core Beliefs 

 Poor behaviour will not be tolerated, as unruly conduct will have a detrimental impact 
on students attending our school 

 The Bridge must have a clear, concise strategies in place to help students who are 
struggling with their behaviour 

 We are consistent in our approach to poor behaviour, in order that each individual 
understands the school’s expectations and consequences for breaking school rules 

 The school places high value on good behaviour rewarding students for good 
conduct, excellent attendance, punctuality and homework and for demonstrating 
heartfelt compassion, boundless creativity and courageous optimism 

Roles and Responsibilities 

The classroom teacher will: 

 Be on time ready to greet the class 
 Remain calm and behave in a professional manner at all times 
 Demand and model high standards of behaviour from all students 
 Follow a suitable seating plan 
 Address any issue of poor behaviour in the first instance using the classroom 

behaviour code of conduct 
 Staff will record any incidents using the school’s behaviour log 
 Staff will ensure all homework is recorded in the student’s school planner 



 

Head and Deputy Head of School will: 

 Review and monitor the behaviour log on a regular basis 
 Provide support to staff in all matters relating to poor behaviour 
 Work with students to support  them to  reflect on their behaviour 
 Encourage students to apologise to staff and explore strategies for making good 

choices 
 Ensure all behavioural matters are discussed in detail at the school’s weekly pastoral 

meetings 
 Inform staff of any issues or changes which may affect a student’s behaviour at 

school 
 Communicate with parents/carers to ensure they are made fully aware of any 

behavioural issues the school encounters 
 Facilitate behaviour support plans if required 
 Liaise with the referring school and report any behavioural concerns, which could 

impact on the student’s placement.  

Parents/carers will: 

 Work in partnership with staff to ensure good behaviour 
 Inform staff of any concerns 
 Respond to concerns raised by staff 
 Ensure students come to school correctly equipped and prepared to work 
 Have a positive, respectful approach and be supportive of staff 
 Support the schools Code of Conduct 
 Inform the school about any problems which might affect your son/daughter’s 

learning 
 Support the school and its policies 

 

Students’ Code of Conduct 

The Bridge is a calm and peaceful school where students come to re-engage with learning. 

As a student, I will do my best to: 

 Learn and achieve to the best of my ability at all times 
 Show respect for others both in and out of school 
 Attend school every day and arrive on time 
 Adopt a positive attitude towards, and participate fully in, the life of the school 
 Come to school with the equipment I need to learn 
 Follow the school’s Code of Conduct 
 Wear appropriate attire for school 
 Co-operate with teachers and support staff without questioning 
 Record and complete all of my homework 
 Respect the school environment and the local community 
 Keep my planner up to date and make sure books are properly looked after 
 Be responsible for taking communications to and from school and home when 

necessary 



 

Rewards and Consequences 

Clear consequences are essential for our students, but the emphasis should always 
be on rewarding positive behaviour 

Possible rewards include: 

 Praise, including regular positive contact between school and home 
 Reward points are rewarded to students across all subject areas 
 Post cards are sent home recognising good behaviour, work ethic and kindness 
 Half termly certificates are awarded to students 
 Being given extra school responsibilities 

As a specialist SEMH School, ‘one size fits all’ approach to consequences are 
inappropriate. 

Possible consequences include: 

 Reflection time, that may take place during break or lunch 
 Sessions with the School’s Life Coach taking time to reflect on the feelings behind 

the behaviour 
 Withdrawal of specific activities, where it is deemed unsafe for the student to take 

part 
 Time arranged to complete work that may have been missed; this may take place 

after school or during the student’s social time 
 Sitting with the Head or Deputy Head of School to reflect and calm down before 

returning back to class 
 Positive Focus Report cards to help support students apply themselves in a positive 

manner 
 Restorative approach/justice 

Searches and confiscation 

The school recognises that we have a duty of care to all of our students; in all cases, the 
need to safeguard all students attending The Bridge by confiscating harmful, illegal or 
disruptive items is vital. There is also a requirement to safeguard the needs and wellbeing of 
students suspected of possessing these items. 

We will confiscate any item that is harmful or detrimental to school discipline. These items 
will be returned to students after discussion with Head of School or Deputy Head and 
parents, if appropriate.  

Searching a student  

A search can be considered if the member of staff has reasonable grounds for suspecting that 
the student is in possession of a prohibited item or any item identified in the school rules for 
which a search can be made, or if the student has agreed. The member of staff will contact a 
designated team member who has authorisation to conduct the search. 

Head of School, Deputy Head of School and authorised staff members only will carry out the 
search of a student. The search should be conducted by the same gender as the student 
and with another adult present; before any search is undertaken consent will be sought from 
the student.  



If the authorised member of staff considers a search necessary, but is not required urgently, 
they will seek the advice of the headteacher, designated safeguarding lead or Deputy Head 
of School who may have more information about the student. During this time the student 
will be supervised and kept away from other students 

An authorised member of staff of a different sex to the student can carry out a search without 
another member of staff as a witness if: 

The authorised member of staff carrying out the search reasonably believes there is risk that 
serious harm will be caused to a person if the search is not carried out as a matter of 
urgency; and  

In the time available, it is not reasonably practicable for the search to be carried out by a 
member of staff who is the same sex as the student; or  

It is not reasonably practicable for the search to be carried out in the presence of another 
member of staff 

When an authorised member of staff conducts a search without a witness they should 
immediately report this to a senior member of staff, and ensure details are reported on the 
school’s Safeguarding Tool to ensure the DSL is immediately notified. 

The school will only search a student if the school has good reason to and all searches will 
be conducted in such a manner as to minimise embarrassment or distress to the student. 
The school recognises that the action of the school in such cases could infringe on the 
student’s wellbeing and rights. The school will consider that all students have the right to 
expect a reasonable level of personal privacy, under Article 8 of the European Convention of 
Human Rights. 

In all cases the school will 

 Seek consent from the student 
 Conduct the search in a calm and respectful manner  
 Explain to the student why the search is happening 
 Explain how the search will be conducted and by whom 
 Inform the student where this will take place  
 Ask the student if they have any questions 

If the student refuses to agree to a search, the member of staff can give an appropriate 
behaviour sanction.  

If they still refuse to co-operate, the member of staff will contact the Head of School or 
Deputy Head of School, to try to determine why the student is refusing to comply.  

The authorised member of staff will then decide whether to use reasonable force to search 
the student. This decision will be made on a case-by-case basis, taking into consideration 
whether conducting the search will prevent the student harming themselves or others, 
damaging property or from causing disorder. A full report will be made available to the 
student’s referring school and in the event there has been a serious breach of school rules, 
the student could risk being referred back to their on roll school. 

Where there is suspicion of knives or weapons, alcohol, illegal drugs or stolen items 
(referred to in the legislation as “prohibited items‟), the student may be searched without 
their consent. Where possible the school will inform the parents that a search will be carried 
out for a prohibited item, prior to the search being carried out. However, in circumstances 
where it has not been possible to make contact the parents will be informed of the search 
and outcome after the event and within a timely manner.  All searches will be treated as a 



safeguarding concern; the DSL will be informed and details will be logged on the school’s 
safeguarding tool My Concern, recording: 

 The date, time and location of the search 
 Which student was searched 
 Who conducted the search and any other adults or students present 
 The reason for the search 
 What items, if any, were found 
 What follow-up action was taken as a consequence of the search 

 

Authorised staff will search a student’s bag, pockets and require students to remove outer 
clothing, meaning clothes that are not worn directly next to the skin or over underwear. Outer 
clothing also includes: 
 Gloves 
 Scarves 
 Shoes 
The school will search for: 

 Any items with the student’s informed consent 
 Prohibited or banned items, with or without the student’s consent 

Prohibited items are: 

 Knives or weapons 
 Alcohol 
 Illegal drugs 
 Stolen items 
 Tobacco, cigarette papers & Vapes 
 Fireworks 
 Pornographic images 
 Scissors 
 Razor blades 
 Any article that the member of staff reasonably suspects has been, or is likely to be, 

used to: 
o Commit an offence 
o Cause personal injury (including the student) or damage property 

 

Students who have been in the possession of drug, alcohol or weapons will be considered 
vulnerable and at risk of exploitation. The school will work with and endeavour to seek the 
appropriate help from professional services to support the young person.  

When items are found they can be confiscated if it is reasonable to do so and they are not 
allowed under the school rules. Where any article is thought to be a weapon, it must be 
passed to the Police.  

The staff are not allowed to carry out strip searches, including the Head of School and 
authorised staff. Only police under the Police and Criminal Act 1984 (Code A ) and in 
accordance with the Police and Criminal  Evidence Act (Code C) who have been asked to 
come to the school may decide whether a search is necessary and carry it out.  

Before calling the Police into school, staff will assess and balance the risk of a potential strip 
search on the student’s mental and physical wellbeing and the risk of not recovering the 
suspected item. 



Once the police are on school premises, the decision on whether to conduct a strip search 
lies solely with them. The school will advocate for the safety and wellbeing of the student(s) 
involved. Staff retain a duty of care to the student involved and should advocate for student 
wellbeing at all times.  

 

 

Exclusions and Emergency Reviews 

 Occasionally, families will be requested to collect their child from school if the school 
has explored every strategy and has failed to calm or engage the student. This will 
be marked as an authorised absence and direction offsite and recorded on the 
school’s behaviour log and on the school’s SIMS system.  The Head of School has a 
duty to inform the student’s referring school if the student in question is dual 
registered. 

 In extreme cases, the Head of School may exclude a student for a fixed-term, this will 
be in consultation with the parent, for those students who are dual registered the 
referring school and the Local Authority responsible for the placement will be advised 
of the school’s actions. The parent/carer will be informed verbally and in writing on 
the same day.  

 If the school is unable to meet the student’s needs and/or the student’s behaviour is 
having a detrimental impact on other students attending The Bridge, a professionals 
meeting will be called with the referring school and the placing authority to re-
evaluate the suitability of our school and request that another provision be sought. It 
is important to note that this is not an exclusion. 

 In very exceptional circumstances the Head of School may take a decision to refer a 
student (who remains on the roll of the referring school) back to their registered 
school and the referring school may take the decision to permanently exclude the 
student. An exceptional circumstance may include, extreme violence and/or bringing 
forbidden items into school such as a dangerous weapon or illegal drugs or assault 
on another student or member of staff. 

  If a student is single registered and in serious breach of the school rules, the 
Executive Head and Head of School have the right to exclude the student on 
disciplinary grounds; only the Executive Head and Head of School can issue an 
exclusion.   

A single registered student can be excluded for one or more fixed periods (up to a maximum 
of 45 school days in a single academic year), or permanently. 

A fixed term exclusion can be for the whole day or part of the day. For example if the 
student’s behaviour is in breach of the school rules during the morning they may be sent 
home during the afternoon.  

Any decision to exclude should be rational, reasonable, fair and proportionate. If the 
seriousness of the incident is deemed to be significant, it may be appropriate to issue a fixed 
term exclusion in review of the initial findings and then issue permanent exclusion in light of 
further evidence following a thorough investigation. 

It must be noted that when establishing the facts in relation to an exclusion, the Executive 
Head and Head of School must apply the civil standard of proof; i.e. on the balance of 
probabilities’ it is more likely than not that a fact is true, rather than the criminal standard of 
‘beyond reasonable doubt’. This means that the Executive Headteacher and Head of School 



should accept something happened if it is more likely that it happened than that it did not 
happen. 

The school will treat every incident individually and will look closely at the circumstances of 
each student involved in each incident. When an allegation has been made regarding a 
student(s) involvement in a serious incident, the school will always withdraw the student(s) 
from lessons until such time as it is in a position to carry out its investigation impartially and 
in a manner that is fair to all involved and is not a punishment for those withdrawn. 

The Executive Head and Head of School must not discriminate in the decision and for 
disabled children; this includes a duty to make responsible adjustments. The Executive Head 
and Head of School can exclude an EHCP student but must have regard for the SEND Code 
of Practice. 

The list is not exhaustive, but indicates what may be considered a ‘serious’ breach of this 
Policy: 

 Persistent disruptive behaviour 
 Refusal to follow instructions 
 Use of abusive language towards members of our school community 
 Bullying, cyber bullying 
 Threatening and intimidating behaviour 
 Violence and physical assault 
 Threats of violence and physical assault 
 Inappropriate comments made on social media in relation to staff and students 

attending the school 
 Inappropriate images shared on social media 
 Bringing prohibited items to school such as; alcohol, weapons, tobacco and alcohol 

cigarettes and vapes 
 Reckless behaviour which puts others at risk 
 Theft 
 Sexual Harassment (see school policy) 

 

Whenever a student has been excluded, the school will notify parents without delay of the 
period of exclusion and the reasons why the school has taken the decision to exclude. 
Initially, this may be by telephone and the parent will receive written confirmation by either 
email or post. 

In the event the school has taken the decision to permanently exclude a student who is 
single registered at The Bridge, parents will be notified immediately by telephone followed up 
in writing the reason for the exclusion and the following process will be adhered to: 

Parents will  

 To inform parents’ right to make representations about the exclusion to the governing 
body 

 How representations will be made; and where there is a legal requirement for the 
governing body to consider the exclusion, that parents have a right to attend a 
meeting, to be represented at that meeting 

 The Executive Head and Head of School will request a meeting to be organised with 
a week’s notice thorough the Governor’s Clerk 



 Three governors are required for the panel and if appropriate the Deputy Head of 
School 

 48 hours beforehand necessary information will be presented to the panel 
 Minutes and actions will be written up 48 hours after the panel has met and copied to 

the panel, the Executive Head and Head of School, the parent/carer and the student 

The Bridge will, as far as possible, avoid permanently excluding students as students at The 
Bridge are considered vulnerable due their mental health and wellbeing issues, and will 
therefore take all the necessary steps to ensure that the school takes input from multi-
agencies and has a system of early intervention in place to address underlying causes of 
disruptive behaviour. 

In most instances, negative conduct of students towards each other is rare at The Bridge, 
but is covered by this behaviour policy (and or our anti bullying policy), however, some 
allegations may be of a more serious nature and raise safeguarding concerns. Allegations 
made against another student may include physical abuse (e.g. violence, particularly pre-
planned; forcing the use of drugs of alcohol), emotional abuse (e.g. bullying, blackmail, 
sexual violence and sexual harassment, sexting, forcing the watching of pornography or up 
skirting, which is a criminal offence and typically involves taking a picture under a person’s 
clothing without them knowing, with the intention of viewing their genitals or buttocks to 
obtain sexual gratification, or cause the victim humiliation, distress or alarm and/or sexual 
exploitation (e.g. photographing or videoing indecent acts).  

Sexting is sending or posting sexually suggestive images, including nude or semi-nude 
photographs, via a mobile or over the internet. If any devices need to be seized and passed 
onto the police, the device(s) will be confiscated, and our Safer Schools Police Officer will be 
contacted. The device will be turned off and placed in the safe until the police are able to 
come to retrieve it. 

Allegations must always be referred using our online My Concern safeguarding system and 
will be dealt with as a safeguarding concern by the schools Designated Safeguarding Leads. 
Further guidance on this area can be found in our Safeguarding Policy and the school’s 
Sexual Abuse and Sexual Harassment Policy. 
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Introduction  
 

This policy explains the curriculum we have written for The Bridge.  

It is based on the 2014 National Curriculum and is underpinned by the LIFE Curriculum 
Framework which applies to all our LIFE schools.  

Our schools collaborate with one another, particularly within the same phase, to learn from 
one another, build upon best practice and ensure consistency of experience and high 
standards for all pupils in LIFE schools.  

Please also see LIFE Education Trust Curriculum Framework, Teaching and Learning Policy 
and Assessment Policy. 

 
 

Mission, Beliefs, Vision and Values 

 

At LIFE Education Trust, our Mission is to “build great learning communities”. 

As with all our work, our Beliefs are evident in our curriculum.  They are:   

Courageous Optimism:  
It takes courage to hope for a better future. We champion a ‘can do’ attitude and encourage 
our students and staff to tackle challenges with resilience and perseverance as they reach for 
ambitious targets. 

Boundless Creativity:  
Through captivating discoveries in the classroom and eye-opening adventures in the outside 
world, we give students freedom and promote varied learning experiences which stimulate 
innovation and develop adaptability. 

Heartfelt Compassion:  
We show love and respect to each member of our community as we nurture a powerful 
collective spirit. In humility we embrace difference and individuality, show forgiveness when 
necessary and are united by compassion. 
 
The Bridge mission statement “Hope and a Future” permeates everything we do and is 
clearly visible throughout our school, aiming to provide a sense of hope and an optimism for 
the future for every student who walks through our doors. Whatever challenges our students 
have faced in the past and whatever their feelings about their experiences, we help them to 
develop a sense of self-worth and purpose.  Every student is given tools to help them cope 
with their feelings and emotions and grow in confidence and resilience. They develop an 
awareness that however difficult their challenges in life may be, they are not permanent, 
personal or all pervasive and can be overcome. The Bridge ensures that every pupil has the 
emotional, social, academic and spiritual strength and awareness to face a bright future.  

To reflect our mission statement The Bridge has a guiding set of six principles which are 
embedded across the curriculum and given high priority within our school as part of our 



students’ enrichment and personal development. Together they create “The Unique 
Me” programme.   

 Knowing Myself - exploring my unique self, acknowledging strengths and areas for 
improvement, Colour Me personality profiling  

 Lifelong Learning - identifying my passions and developing a thirst for knowledge 
 Developing Healthy Habits – healthy eating, exercise, sex and relationships 

education, sleep, mindfulness, building resilience 
 Being Financially Aware – developing financial literacy and confidence 
 Connecting to Others – communication skills and building healthy, effective and 

satisfying relationships 
 Finding a Fulfilling Future – exploring my future goals and aspirations, life 

coaching, securing a post-16 placement 

 
Principles and Intent (including SMSC) 

 
Our curriculum is the foundation for what happens in The Bridge. It is not just about what is 
taught in lessons or simply about subject content; we believe the personal development of 
each of our students is paramount to their wellbeing. Our curriculum is driven by our LIFE 
mission and beliefs and is built upon eight key principles which ensure that all our students, 
regardless of their backgrounds: 

i. learn valuable knowledge  
ii. are taught the skills to read well   
iii. experience, understand and value creativity 
iv. acquire vital cultural capital 
v. understand and maintain good physical health and mental wellbeing  
vi. develop the skills to be lifelong learners 
vii. are fully prepared to carry out their roles as valued citizens in all aspects of life in 

Modern Britain having developed an understanding of themselves and others 
viii. achieve excellent outcomes in national tests and examinations 

Students arrive at The Bridge throughout the academic year and with very different 
experiences of school and as a result have varying levels of knowledge and understanding 
of all subject areas of the curriculum. We therefore provide a knowledge rich core 
curriculum which focuses on English, Maths and Science; we believe that this allows all 
students to be confident and proficient in the skills of literacy and numeracy, 
communication and scientific analysis which facilitates the reintegration into a mainstream 
curriculum at Key Stage 3/4 or provides key entry requirements for post 16 provision. In 
addition to this, students study other subjects alongside an extensive enrichment 
programme which contributes to their personal development and wellbeing.  

The skills to read well are developed across the curriculum. Subjects promote and support 
reading through a range of strategies from whole class reading, subject specific reading 
lists and the deliberate teaching of vocabulary. In addition, reading is promoted by the use 
of the quiet library corner, through the celebration of World Book Day and The Bridge 
Wellbeing Library, created to address specific areas of mental health and to enable 
students to take ownership of their own wellbeing.  



 
Students are offered the opportunity to study Art, ICT, Food and Textiles to develop an 
appreciation of human creativity and achievement. The Bridge Enrichment Programme 
includes student led projects such as cultivating The Bridge Garden and completing The Eco 
Schools Green Flag Award, developing a love and respect for the environment.  
 
The curriculum as a whole along with the enrichment programme is designed to ensure that 
students have the cultural capital they need to succeed in life. The extensive PSHE 
programme meets all current statutory government guidelines and enables our students to 
develop socially, morally, spiritually and culturally through a range of extra-curricular activities 
including whole school Unique Me events, workshops, outside speakers, clubs, trips and 
awareness days. PSHE topics covered enable students to become confident individuals who 
are prepared for life in Modern Britain and able to overcome the challenges that may come 
their way. Our personal trainer and yoga teacher provide a varied sports programme to further 
help students understand and maintain good physical health and mental wellbeing. 
 
The curriculum is carefully planned and sequenced so that it spirals with ever increasing levels 
of challenge and independence. Subject teachers plan schemes of learning to enable students 
to acquire mastery. In this way our curriculum is designed to inspire and raise the aspirations 
of our students. The bespoke nature of our curriculum means more able students are identified 
early on and, if deemed appropriate for their mental wellbeing, are offered the opportunity to 
sit further GCSEs/other qualifications according to their talents and aspirations. These may 
include English Literature, ICT, Physics, Chemistry and Statistics. 
 
The Bridge seeks to develop the employability skills of students through work related 
learning activities. Opportunities are provided both within our various curriculum areas 
and as planned extra-curricular activities. Our comprehensive Careers programme, 
delivered through PSHE lessons prepares students for the next stage of their lives post 
16 and meets The Gatsby Benchmarks. Students are encouraged to aim high and given 
the lifelong skills to enable them to grow in confidence and resilience in order to exceed 
their own expectations. 
 
 

Organisation and Planning 
 

Our classes are taught in small groups with a maximum of six students. Lessons are 
delivered using a variety of approaches and resources depending on the nature of the 
subject being taught and the needs of the student, taking into account any prior 
learning that may have taken place. The Bridge’s curriculum design allows for banding 
or setting where appropriate and possible.  
 
All subject departments have:  
Long-term plans provide a curriculum map, or overview, that articulates the rationale for the 
sequencing of the curriculum, so that every teacher knows not only what they are teaching, 
but how the knowledge and skills will build upon prior learning and will be developed in 
future years to ensure progression.  

Medium-term plans provide the individual subject area schemes of work that deliver on the 



curriculum intent and ensure smooth progression and high aspiration for all students. They 
articulate the expected outcomes and success criteria, key vocabulary to be learnt and a 
range of creative activities and resources to provide innovative learning experiences for both 
in and out of the classroom. Cross-curricular links are identified where appropriate.  
These plans are not restricted to National Curriculum subject content; they also outline the 
progress in students’ social, moral, spiritual and cultural development. 
 
Short-term plans provide teachers with a range of pedagogical approaches to deliver 
exciting lessons that ensure the progression of the curriculum and fully engage and inspire 
our students. 

 

Equality, Diversity and Inclusion 
 
At The Bridge, we consider it critical that equality, diversity and inclusion are promoted and 
realised at all levels of the curriculum and that this is integral to outstanding practice. On 
arrival to the Bridge, many of our students are highly anxious and may have spent much of 
their life feeling excluded from societal and educational norms for various reasons. Being 
accepted for who they are and having their diversities acknowledged and celebrated is part 
of the first step towards maintaining positive wellbeing. Many enrichment and extra-curricular 
events across The Bridge champion and support our ethos of inclusivity.  
 
We identify our students’ prior knowledge and experience through individual dialogue and 
conduct baseline testing upon entry in order to tailor the curriculum and teaching and 
learning approaches accordingly, including those who are more able or have learning 
difficulties. When planning the delivery of the curriculum and providing feedback to students, 
any EHCP (Educational, Health and Care Plan) IEP (Individual Educational Plan) and SEND 
(Special Educational Needs and Disabilities) are taken into account.  
In order to provide all students with relevant and appropriate work at each stage, we:  

 Set suitable learning challenges  
 Respond to students’ diverse needs  
 Endeavour to overcome potential barriers to learning  

Classes have a maximum of six students to encourage full participation in discussion 
and enable individualised learning to take place. Learning is planned and adapted to 
enable students to broaden, deepen and accelerate their understanding and 
development of skills and knowledge. Students are challenged to think in depth and 
deepen their learning across the curriculum. Regular formative assessments identify 
students for differentiated activities. Alternative qualifications such as Functional Skills 
and ASDAN are provided where appropriate. An EHCP student may access off site 
provision if this is deemed in the student’s best interests. 
 
There is a commitment to ensuring students are exposed to beliefs, cultures and religions 
that are different to their own. This is done through celebrating festivals in other cultures, 
collective worship, the topics studied and exposing children to literature from a wide range of 
authors and contexts. 
 
Alongside the traditional curriculum, The Bridge has a range of therapeutic inputs that 



support our students with their social and emotional wellbeing. These include access to our 
Life Coach and Social Skills group and regular mentoring and wellbeing monitoring through 
our Social and Emotional Profile Trackers. 
 
 

Roles and Responsibilities 
 

 The Curriculum Deputy and Headteacher will ensure that: 

 all statutory elements of the curriculum, and those subjects which The Bridge 
chooses to offer, have aims and objectives which reflect the aims of The Bridge and 
indicate how the needs of individual students will be met. This will include how the 
subject will be taught and assessed, the use of language (reading, writing, speaking 
and listening), and the use of information and communications technology 

 the amount of time provided for teaching the curriculum is adequate and is reviewed 
by the governors annually 

 where appropriate, the individual needs of some students are met by permanent or 
temporary disapplication from the National Curriculum 

 the procedures for assessment meet all legal requirements, and students and their 
parents/carers receive information to show how much progress the students are 
making, how they compare with The Bridge or national expectations, and what is 
required to help them improve 

 the governing body is fully involved in decision-making processes that relate to the 
breadth and balance of the curriculum 

 the governing body is advised on statutory targets in order to make informed 
decisions 

 
It is the responsibility of the Headteacher to ensure that reference is made to this policy in 
other associated policies, and, where changes are made to this policy, all other Bridge 
policies and procedures are checked/amended. 
 

 The Governing Body will ensure that: 

 it considers the advice of the Headteacher when approving this curriculum policy and 
when setting statutory and non-statutory targets 

 progress towards annual statutory targets is monitored 
 assessment data via teacher assessments and examination results at KS4 are 

published in The Bridge profile and progress towards meeting agreed targets is 
described 

 parents and carers receive timely reports on the progress of their child against clearly 
defined expectations 

 it participates actively in decision-making about the breadth and balance of the 
curriculum 

 staff understand that political issues must be presented to students in a balanced 
way 

 
 The Subject Leaders will: 



 provide a strategic lead and direction for the subject  
 support and offer advice to colleagues on issues related to the subject 
 support staff development and improve the quality of teaching and learning over time 
 monitor student progress in that subject area by working alongside colleagues, book 

looks, student feedback, lesson observations and planning scrutiny 

 monitor and evaluate teacher’s planning and teaching 
 keep themselves and other staff up to date with developments in their subject by 

relevant reading, INSET and policy development and update  

 liaise with appropriate bodies e.g. other schools, governors, the LEA etc. about 
matters relating to their subjects  

 provide efficient resource management for the subject 
 ensure the correct coverage of the curriculum through long term plans  

 

All staff will ensure that The Bridge curriculum is implemented in accordance with this policy 

 

Trust Curriculum Leadership Team    

The Trust Curriculum Leadership Team is made up of curriculum experts from across LIFE 
Education Trust. They meet regularly to discuss and evaluate each school’s curriculum. 
They are responsible for:  

 keeping up to date with curriculum developments and pedagogy  

 ensuring that each schools’ curricula are aligned in terms of expectations, wording 
and monitoring 

 supporting each other with curriculum design  

 sharing good practice from each of the schools in the Trust  

The Director of Standards and Improvement 

The Director of Standards and Improvement works closely with the CEO and the Trust 
Standards Committee. Their role is to ensure consistency and maintain high standards 
across The Bridge and all of the schools within the Trust. The Director of Standards and 
Improvement is responsible for:  

 completing monitoring across The Bridge every half term 

 evaluating the success of The Bridge Curriculum  

 supporting the Curriculum Coordinator and Subject Leaders with monitoring  

 feeding back to the CEO, Trust Standards Committee, Head of School and the 
Curriculum Coordinator (as appropriate)  

 making suggestions for strategic improvement  

 
Trust Standards Committee 
The Trust Standards Committee ensures that each school is implementing the curriculum to 
a high standard and decides if schools are fulfilling their duty. The main responsibilities 
include:  

 listening to, evaluating and agreeing the feedback from the Director of Standards and 
Improvement  



 ensuring that each school in the Trust is fulfilling its statutory curriculum 
responsibilities 

 
 
 

Monitoring and Evaluation 
 
 

Every LIFE School sets highly ambitious targets in order to secure progress at above the 
national average for all students, and all groups of students. Student progress towards these 
aspirational standards, and the role of the curriculum and teachers in achieving them, is 
consistently reviewed and evaluated; and, where necessary, appropriate actions taken. 
 
Our curriculum is monitored by the schools’ Senior Leadership Team, the Subject Leaders 
and the Director of Standards for LIFE Education Trust. The different ways we monitor our 
curriculum are: observing students working, discussions with students and staff, quizzes and 
tests, feedback sheets, assessment tasks, book samples and learning walks. We regularly 
moderate with departments at Frances Bardsley Academy to ensure standards are 
consistently high.  
 
Each half term, formal assessments take place for every GCSE subject being studied at the 
Bridge and progress recorded centrally to enable suitable interventions to be implemented 
where necessary. The SENCo also closely monitors those students with additional learning 
needs to ensure appropriate progress is being made. 
 
LIFE Education Trust via the Governing Body monitors the appropriateness of the 
curriculum, measuring its impact, taking into account levels of achievement and 
engagement. 
 

 The Governing Body will receive reports, at least annually, from the Head of 
School on: 

 the progress and attainment reached in each subject at Key Stage 4, against national 
averages  

 the standards achieved by students with special educational needs and groups 
deemed to be vulnerable 

 the number of students for whom the curriculum was bespoke, the arrangements 
which were made, how students and parents were informed, how progress was 
monitored, the progress made by those students 

 the evidence of the impact of external intervention and support and national 
strategies on standards 

 the views of staff about the action required to improve standards 
 
LIFE Education Trust will regularly audit its curriculum provision, seeking the views of all 
stakeholders including students, parents, staff and governors. 
 
 



Appendix 1 
 

The Bridge Curriculum Model 

Students at The Bridge have between 20 - 25 hours of teaching time per week which 
includes core subjects and a range of enrichment and personal development activities 
including the Unique Me programme.  

Key Stage 3 

The Key Stage 3 curriculum is designed to prepare students for the return to 
mainstream schooling before/during Key Stage 4. It is not possible for The Bridge to 
provide all curriculum areas; our intention is to ensure students are well prepared for 
studying English, Maths and Science and have the confidence, knowledge and skills to 
study a range of other Level 2 courses. 

 

Key Stage 3  

Subject  Hours per week 

English  3/4 

Mathematics  4 

Science 3 

Art  2 

ICT  2 

Food Technology/Textiles 2 

PSHE  2 

Enrichment & Enterprise Projects  2 

Sport 2 

Life Coaching – Building Social Skills  1 

 
 
 

Key Stage 4 
 

Students that join in Key Stage 4 have often missed a considerable amount of schooling. 
The curriculum is designed to support these students through the core subjects at GCSE 
and develop a range of life skills to enable them to access post-16 placements. Year 10 and 
11 study Biology GCSE as joining during Key Stage 4 means there is insufficient time to 
cover the three Sciences. 



 
 

Key Stage 4  Year 10  Year 11 

Subject  Hours per week  Hours per week 

English  4  4 

Mathematics  4  4 

Biology  3  4 

Art  3 3 

ICT  2 1 

Food Technology  2  2 

PSHE and Post-16 Careers 2  3 

Enrichment & Enterprise Projects  2  1 

Sport 1  1 

Yoga 1 1 

Life Coaching – Building Social Skills  1  1 
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A. Introduction 
 
 

1.0 Introduction 
  

1.1 The Pay & Personnel Committee has adopted the policy set out in this document to 
provide a clear framework for the management of pay and grading issues for those 
employed by the Trust. 

  

1.2 The policy complies with the School Teachers’ Pay & Conditions Document (STPCD), 
the National Joint Council (NJC) national agreements, and LIFE specific terms and 
conditions for Central Trust employees. 

  

1.3 The Pay & Personnel Committee is established with delegated powers in respect of this 
policy and to review the application and outcomes of the Trust’s and Local School’s pay 
and performance arrangements.  

 
 

2.0 Aims of the Policy 
  

2.1 To ensure that pay and establishment arrangements enable the current and future 
delivery of the curriculum and local school improvement plans. 

  

2.2 To support the recruitment and retention of great people. 
  

2.3 To demonstrate that decisions on pay are both objectively justifiable and equitable by 
recognising the principle of equal pay for like work and for work of equal value. 

  

2.4 To provide flexibility to recognise individual employee performance linked to pay 
decisions. 

 
 

3.0 Principles 
  

3.1 Diversity and Equal Opportunities 

3.1.1 The Trust seeks to ensure equal opportunities and respects the diversity of all 
employees regardless of age, disability, gender reassignment, marriage or civil 
partnership, pregnancy and maternity, race, religion or belief, sex and sexual 
orientation. 

3.1.2 The Trust will promote equity in all aspects of school life, particularly as regards to 
advertising of posts, appointments, promotions, pay, training and people development. 

  

3.2 Performance 

3.2.1 All employees on school teachers’ terms and conditions are subject to performance 
related pay arrangements will be assessed in accordance with the Trust’s Appraisal 
Policy (Attachment 4). 

3.2.2 Annual progression within any pay range is as set out in the contracts of employment 
for Employees on NJC Terms and Conditions and Central Trust employees 
respectively and will be determined through the performance management process. 
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B. STCPD Employees 
 
 

4.0 Pay Reviews 
  

4.1 The Pay & Personnel Committee will ensure that each teacher’s salary is reviewed 
annually, with effect from 1 September and no later than 31 October each year, and 
that all teachers are given a written statement setting out their salary and any other 
financial benefits to which they are entitled. 

  

4.2 The Pay & Personnel Committee will ensure that the Head Teacher’s annual pay 
review is completed by 31 December. This requirement also extends to Executive 
Head Teachers and Heads of School. 

  

4.3 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 formal statement will be issued after any review and, where 
applicable, will give information about the basis on which it was made. 

 
 

5.0 Pay Determination 
  

5.1 Headteacher Pay Determination 

5.1.1 The CEO will recommend the pay range and starting salary of Executive 
Headteachers, Headteachers and Head of Schools including assigning a seven point 
Individual Pay Range (IPR) based on the school group size and any permanent 
additional relevant factors, as determined within the framework of the current STPCD 
for approval by the Pay & Personnel Committee. 

5.1.2 The salary can exceed up to 25% of the maximum of the school(s)’ combined group 
size by the Pay & Personnel Committee making a determination to increase the IPR. 
Other than in exceptional circumstances, the IPR will not exceed 25% of the maximum 
of the school group size. A decision to exceed 25% of the maximum of the school 
group size must be supported by a clear business case referred for external 
independent advice before being considered by the Pay & Personnel Committee.  

5.1.3 The Pay & Personnel Committee will ensure that, other than in exceptional 
circumstances, there is no overlap of salary bands between the Headteacher and other 
leadership posts. 

5.1.4 In addition, the Pay & Personnel Committee may consider an additional payment to the 
Headteacher in respect of temporary additional duties and responsibilities not included 
as a permanent factor in the calculation of the IPR. The additional payment will be time 
limited and will not exceed 25% of the agreed salary or 25% of the school group size, 
whichever is lower. 

5.1.5 The IPR may be reviewed and subject to change to fill a vacant Headteacher post. For 
a newly appointed Headteacher the salary will be within the agreed IPR taking to 
account the experience of the successful candidate. 

5.1.6 The Pay & Personnel Committee will ensure that the reasons for setting the pay range 
at a given level are recorded and that the process for the determination of all 
Headteacher posts is objectively justifiable. 
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5.2 Deputy/Assistant Headteacher Pay Determination 

5.2.1 The Executive Headteacher/Headteacher will determine a five point pay range and 
starting salary for teachers on the Leadership Pay Ranges after consultation with the 
CEO. 

5.2.2 The maximum of the Deputy or Assistant Head Teacher’s pay range must not exceed 
the maximum of the Headteacher group for the local school. The pay range for a 
Deputy or Assistant Head Teacher should only overlap the Headteacher’s pay range in 
exceptional circumstances. 

5.2.3 On appointment, a teacher paid on the leadership scale will be appointed according to 
their experience at any point below the maximum of the pay range. 

5.2.4 Any salary ranges or starting salaries outside the current pay structure must be 
approved by the Pay & Personnel Committee. 

5.2.5 The pay range for teachers paid on the leadership spine will be reviewed on 1 
September each year. Alternatively, the pay range may be reviewed at any time during 
the year where there is a significant permanent change in the duties and 
responsibilities of the post, or where it is necessary to consider a retention payment for 
an employee on the leadership spine. 

5.2.6 The Pay & Personnel Committee will ensure that the reasons for setting the pay range 
at a given level are recorded and that the process for the determination of all leadership 
posts is objectively justifiable. 

  

5.3 Leading Practitioners Pay Determination 

5.3.1 The Executive Headteacher/Headteacher will determine a salary range and starting 
salary for Leading Practitioners after consultation with the CEO. 

5.3.2 These posts will carry responsibility for modelling and leading the improvement of 
teaching skills across the local school and within the Trust which impact significantly 
and positively on pupil progress. These posts will assume a leadership role in 
developing, implementing and evaluating policies and practices in the local school that 
contribute to school improvement. 

5.3.3 The pay range will be within the minimum and maximum of the range for Leading 
Practitioners as set out in Attachment 3a for Havering schools and in Attachment 3b for 
Essex schools. 

5.3.4 When determining the pay range for such posts, the Executive 
Headteacher/Headteacher will do this by reference to the weight of responsibilities of 
the post and also the need to ensure objectively justifiable pay relativities between 
other posts. 

5.3.5 Any Leading Practitioner appointment will be placed at the bottom point of their pay 
range. 

5.3.6 Any salary ranges or starting salaries outside the current pay structure must be 
approved by the Pay & Personnel Committee. 

  

5.4 Unqualified, Main & Upper Pay Range Teachers Pay Determination 

5.4.1 The Pay & Personnel Committee will ensure that posts are paid in accordance with the 
Unqualified, Main & Upper Pay Ranges are set out in Attachment 3a for Havering 
schools and in Attachment 3b for Essex schools. These pay ranges are determined by 
the current STPCD. 

5.4.2 A teacher will normally be appointed to the minimum pay point of the band, or their 
current pay point where continuous service applies. However, appointment to a higher 
pay point in the band may be agreed to take account of a teacher’s previous salary 
and/or relevant skills and experience.  
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5.4.3 For a main pay scale Teacher, who is appointed directly from another school/trust for 
the start of the Autumn term and is not at the top of the scale, it will be expected that 
they would be appointed at the next pay point. The exception to this would be if the 
previous school had notified to both the teacher and the Trust that their incremental 
progression would have been withheld had they remained. 

5.4.4 The pay point awarded on appointment will be determined by the Executive 
Headeacher/Headteacher after consultation with the CEO subject to 5.4.1 to 5.4.3. 

 
 

6.0 Pay Progression Based on Performance 
  

6.1 Head Teacher Pay Progression 

6.1.1 The Headteachers’ Performance Management Review Panel will be responsible for 
making pay progression recommendations for Headteachers. . 

6.1.2 These recommendations will be reviewed and further recommended by the CEO and 
approved by the Pay & Personnel Committee 

  

6.2 Other Leadership Group & Lead Practitioners Pay Progression 

6.2.1 The Executive Headteacher/Headteacher will be responsible for making pay 
progression recommendations for teachers on the Leadership and Lead Practitioner 
Pay Ranges  

6.2.2 These recommendations will be reviewed and further recommended by the CEO and 
approved by the Pay & Personnel Committee. 

  

6.3 Upper Pay Range, Main Pay Scale & Unqualified Pay Progression 

6.3.1 The Executive Headteacher/Headteacher will be responsible for making pay 
progression recommendations for the teachers on these salary ranges. 

6.3.2 These recommendations will be reviewed and further recommended by the CEO and 
approved by the Pay & Personnel Committee. 

6.3.3 Irrespective of performance, there is no entitlement to automatic pay progression from 
Unqualified to Main Pay Scale or from Main Pay Scale to Upper Pay Range or Leading 
Practitioner. 

6.3.4 There will be automatic pay progression for teachers on the Main Pay Scale unless 
concerns about standards of performance have been formally raised with the teacher 
during the performance management cycle and have not been sufficiently addressed 
by the end of the process, despite appropriate support provided to the teacher in which 
case pay progression can be withheld. This may be done without requiring the need for 
capability procedures. 

6.3.5 For teachers’ whose performance has been determined as exceptional there is scope 
for pay to move two progression stages. 

6.3.6 A teacher on the Upper Pay Range will be eligible for biennial performance pay 
progression where they have: 

  Demonstrated increasing levels of outstanding teaching overall 
 Met the requirements of their job description/job role 
 Met their individual performance management objectives, although consideration 

will be given where factors beyond the teachers’ control have impacted on their 
ability to meet those objectives 

 Demonstrated a personal responsibility for identifying and meeting their CPD needs 

  

 

 



LIFE Education Trust Pay Policy 

Page 7 of 16 
LIFE HR v2                                                                                                                                                                           September 2022 

6.4 Pay Progression & Teacher Absence 

6.4.1 Maternity Leave 

6.4.1.1 Teachers should not be disadvantaged by being on maternity leave and as such, the 
Executive Headteacher/Headteacher will base any pay and appraisal determination on 
the evidence available for any period before and after the maternity leave, including 
taking account of performance in previous appraisals. 

6.4.1.2 This also applies for employees on adoption leave and shared parental leave. 

6.4.2 Long Term Sickness 

6.4.2.1 The pay progression process shall be suspended for when a teacher is absent from 
work due to long term sickness. 

6.4.2.2 On return from sickness absence the Executive Headteacher/Headteacher should 
consider an assessment of overall performance for the review year on a case by case 
basis. 

6.4.3 Sabbatical Leave 

6.4.3.1 The pay progression process shall be suspended for the duration of their sabbatical. 

6.4.4 Suspension from Work 

6.4.4.1 The pay progression process shall be suspended for the duration of their suspension. 

6.4.4.2 If the Teacher returns with no formal action having been taken against them, then they 
should not be disadvantaged by this.  

6.4.4.3 If formal action is taken then absence from work due to suspension should not be taken 
into consideration in reviewing their performance for the year. 

 
 

7.0 Movement to the Upper Pay Range 
  

7.1 Applications and Evidence 

7.1.1 Any qualified teacher may apply to be paid on the upper pay range and any such 
application must be assessed in line with this policy. It is the responsibility of the 
teacher to decide whether or not they wish to apply to be paid on the upper pay range. 

7.1.2 Applications must be made on the appropriate form and submitted to the Executive 
Headteacher/Headteacher by 31 October in each year. 

7.1.3 Applicants with a minimum of six years’ teaching experience, with two of those years 
being at the maximum of the main pay scale will be automatically considered. Anything 
less than that will be at the Executive Headteacher/Headteacher’s discretion. 

7.1.4 If a teacher is simultaneously employed at another school either outside or within the 
trust they will need to submit separate applications if they wish to apply to be paid on 
the upper pay range in both schools. A local school will not be bound by any pay 
decision made by another school either within or outside the Trust. 

7.1.5 Applications should contain evidence from the applicant’s last three appraisals and any 
other evidence that they feel demonstrates that they meet the relevant teaching 
standards. 

7.1.6 Where an applicant has had a break in service due for example to maternity leave and 
the evidence above is not available, the Executive Headteacher/Headteacher 
considering the application can take account of other evidence presented in place of 
the appraisal reports. 
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7.2 The Assessment 

7.2.1 An application from a qualified teacher will be successful where the Executive 
Headteacher/Headteacher is satisfied that the teacher is highly competent in all 
elements of the relevant standards, and their achievements and contribution to the 
local school are substantial and sustained. 

7.2.2 For the purposes of this pay policy “highly competent” means performance which is not 
only consistently good but also good enough to provide coaching and mentoring to 
other teachers by giving advice and demonstrating effective teaching practice on how 
to make a wider contribution to the work of the local school, in order to help them meet 
the relevant teaching standards and develop their teaching practice. 

7.2.3 For the purpose of this pay policy “substantial” means: 

  Of real importance, validity or value to the local school 
 Playing a critical role in the life of the local school 
 Providing a role model for teaching and learning 
 Making a distinctive contribution to the raising of pupil standards 
 Taking advantage of appropriate opportunities for professional development and 

use the outcomes effectively to improve pupils’ learning 

7.2.4 For the purpose of this pay policy “sustained” means maintained continuously over a 
period of 3 years. 

7.2.5 Where a teacher has been absent on maternity leave, the local school will base any 
pay and appraisal determination on the evidence available for any period before and 
after the maternity leave, including taking account of performance in previous appraisal 
periods. 

7.2.6 The Executive Headteacher/Headteacher will recommend to the CEO as to whether or 
not the application should be successful. 

7.2.7 This recommendation will be reviewed and further recommended by the CEO and 
approved by the Pay & Personnel Committee. 

 
 

8.0 Part Time Teachers 
  

8.1 Teachers employed on an ongoing basis at a local school but who work less than a full 
working day/week are deemed to be part-time. The Trust will ensure that part time 
teachers’ pay and working time will be dealt with in accordance with the current 
STPCD. All part-time teachers will be given a written statement detailing their working 
time obligations and the basis on which their pay has been calculated. This is subject to 
the provisions of the statutory pay and working arrangements and by comparison with 
the local school’s timetabled teaching week for a full-time teacher in an equivalent post. 
Pay scales and pay progression will be determined in line with the relevant 
arrangements stated elsewhere within the policy. 

  

8.2 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 which will also allocated on a pro rata basis. 
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9.0 Short Notice/Supply Teachers 
  

9.1 Teachers employed on a short notice or supply basis will have their pay determined in 
line with the arrangements as stated in this policy for other teachers. Teachers paid on 
a daily basis will have their salary assessed as an annual amount, divided by 195. For 
temporary teachers on short notice this will be multiplied by the number of days to be 
worked. 

  

9.2 Teachers who work less than a full day will be paid at an hourly rate, calculated by 
dividing an annual amount by 1265. 

  

9.3 A short notice teacher who is employed by the local school for 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. 

 
 

10.0 Allowances 
  

10.1 Teaching & Learning Responsibility Payments 

10.1.1 TLR payments will be awarded to a teacher on the Main Pay Range or Upper Pay 
Range where a teacher is required to undertake a clearly defined and sustained 
additional responsibility within the local school’s organisational structure. This 
additional responsibility will be for ensuring the continued delivery of high quality 
teaching and learning for which they are accountable. 

10.1.2 The Executive Headteacher/Headteacher will determine the value of a TLR1 and TLR2 
payment  after consultation with the CEO. 

10.1.3 For a post to be eligible for either a TLR1 and TLR2 payment it will need to cover all of 
the following criteria (for a TLR3 payment it is the first 3 criteria only): 

  Is focused on teaching and learning 
 Requires the exercise of a teacher’s professional skills and judgment 
 Has an impact on the educational progress of pupils other than the teacher’s 

assigned classes or groups of pupils. 
 Requires the teacher to lead, manage and develop a subject or curriculum area; or 

to lead and manage pupil development across the curriculum. 
 Involves leading, developing and enhancing the teaching practice of others. 

10.1.4 Part time teachers must, be paid on a pro rata basis for any TLR1 or TLR2 payments 
but will be paid at the full rate for a TLR3 payment. Where a part time teacher 
undertakes the full additional responsibilities of a TLR1 or 2, their contractual working 
time can be adjusted in order that it both fully reflects the additional time spent 
undertaking those additional responsibilities and provides the full additional payment for 
such responsibilities. 

10.1.5 The Executive Headteacher/Headteacher may award a temporary TLR (TLR3) 
payment to a post requiring additional duties for a time limited period for a specific 
project. This project will be either identified as a priority within the School Development 
Plan, or as a substantial local school improvement project or an exceptional one off 
externally driven responsibility. 

10.1.6 The value of any temporary TLR3 will be determined by the Executive 
Headteacher/Headteacher, in consultation with the CEO, according to complexity, level 
of responsibility and time spent on the role. 
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10.1.7 The duration of such temporary TLR3 payments would normally not exceed a set 
period after which time they will be reviewed and may be extended if appropriate. The 
Executive Headteacher/Headteacher will formally notify the teacher the purpose for 
which the responsibility is paid, the length of the fixed term, the amount of the award 
and that it will be paid in monthly instalments. 

10.1.8 There will be no safeguarding of any TLR3 payments. 
  

10.2 Special Educational Needs (SEN) Allowance 

10.2.1 The Executive Headteacher/Headteacher will award a Special Educational Needs 
Allowance, in consultation with the CEO, to a classroom teacher in the following 
circumstances: 

  Who is in a SEN post that requires a mandatory SEN Qualification. 
 Who teaches pupils in one or more designated special classes or units in the local 

school. 
 Who is in any non-designated setting (including any pupil referral unit) that is 

analogous to a designated special class or unit where the post: 
 o Involves a substantial element of working directly with children with special 

educational needs. 
o Requires the exercise of a teacher’s professional skills and judgment in the 

teaching of children with special educational needs. 
o Has a greater level of involvement in the teaching of children with special 

educational needs than is the normal requirement of teachers throughout the 
local or unit within the local school. 

10.2.2 The value of any SEN allowance in the local school will be within the range prescribed 
in the current STPCD. 

  

10.3 Acting Allowances 

10.3.1 A teacher who covers all of the duties, for a period of at least 4 weeks, associated with 
a post of a higher grade or additional allowances to their own will be considered for an 
acting allowance.  

10.3.2 A determination should be made within a period of 4 weeks, beginning on the day on 
which the duties are first assigned and carried out. If such a determination is made to 
pay an allowance, this payment will normally be the difference between the teacher’s 
substantive salary and the appropriate point on the pay range of the higher level post. 
The payment 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. 

  

10.4 Recruitment & Retention 

10.4.1 The Executive Headteacher/Headteacher may authorise a recruitment and retention 
payment, after consultation with the CEO, 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 local school’s 
expectations and which is not recognised through accelerated salary progression in 
other sections in this policy. 

10.4.2 The value of any recruitment or retention payment will be determined according to the 
circumstances of each case and will take to account salary relativities across the 
Trust’s organisational structures and known establishment changes in the future.  



LIFE Education Trust Pay Policy 

Page 11 of 16 
LIFE HR v2                                                                                                                                                                           September 2022 

10.4.3 The duration of the payment will be determined according to the circumstances of the 
payment. Initially this may be for a period of no more than 3 years and will be subject to 
annual review, which may extend the period if appropriate. Any agreement to award a 
recruitment and retention payment will be formally notified and will include details of the 
amount of the award, the duration of the award and the review date after which the 
payment can be withdrawn. 

10.4.4 Other than in respect of housing or re-location expenses, the Leadership Group will not 
be entitled to a separate recruitment and retention payment. Remuneration in respect 
of any recruitment and retention payment will be reflected in their IPR. 

  

10.5 Unqualified Teacher Allowance 

10.5.1 The Executive Headteacher/Headteacher may determine, in consultation with the CEO, 
that an additional allowance be paid to an unqualified teacher where they have taken 
on a sustained additional responsibility which is focused on teaching and learning and 
either requires the exercise of a teachers’ professional skills and judgement or 
qualifications or experience which bring added value to the role they are undertaking. 

 
 

11.0 Additional Payments 
  

11.1 Out of School Learning Activities 

11.1.1 Teachers who undertake agreed voluntary learning activities outside the normal school 
day, and whose salary range does not take account of such activity, may be entitled to 
an additional payment. The Executive Headteacher/Headteacher, will consider each 
case individually before the activity takes place. Such activities may include but are not 
limited to: 

  Activities for more able children 
 Breakfast clubs 
 Curriculum linked sporting or arts related activities or clubs. 
 Holiday revision groups 
 Homework clubs 
 Saturday morning booster classes 
 Study support groups 
 Summer Schools. 

11.1.2 The rate of payment will be determined according to circumstances, but will usually be 
at the teacher’s daily or hourly rate calculated by reference to their actual salary on the 
Main or Upper Pay Range or by reference to a uniform notional spine point salary 
which would most appropriately be the maximum point of the Main Pay Range. 

11.1.3 Where the activity involves an increase in the individual teacher’s responsibilities this 
should be reflected by payment for the activity being on a higher spine point. 

  

11.2 Provision of Services to Other Schools 

11.2.1 The Trust may authorise teachers, including Leadership Group, to undertake additional 
responsibilities and activities relating to the raising of standards in one or more other 
school/academy. 

11.2.2 Where such an agreement is authorised, the CEO will determine, what, if any, payment 
should be paid in recognition of the associated additional responsibility and how much 
shall be retained by the Trust to cover associated costs such as administration or 
supply cover. 

11.2.3 All such payments are temporary with no entitlement to safeguarding when  they cease. 
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11.3 Activities related to the provision of initial teacher training (ITT) 

11.3.1 The Trust does not make payments for ITT activities but employees may be reimbursed 
by organisations for which they deliver activities. 

  

11.4 Continuing Professional Development 

11.4.1 The Trust does not make payments for CPD outside of the school day. 

 
 

12.0 Safeguarding 
  

12.1 The Trust will apply the salary safeguarding provisions of the current STPCD. Where a 
pay determination may lead to the start of a period of safeguarding, the required 
notification will be given as soon as possible and no later than one month after the 
determination. 

 
 

13.0 Appeals 
  

13.1 Teachers may seek a review of any determination in relation to their pay or any 
decision taken by the Trust, or Pay & Personnel Committee or individual acting with 
delegated authority that has affected them. 

  

13.2 A Pay Appeals Committee will consider appeals on the grounds that the decision: 

  Was incorrectly applied to any provision of the Pay Policy or other statutory 
provision. 

 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. 
 Had unlawfully discriminated against the teacher. 

  

13.3 The procedure for considering appeals is set out in Attachment 5. 
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C. NJC Employees 
 
 

14.0 Pay Determination 
  

14.1 Pay & Grading 

14.1.1 The Pay & Personnel Committee will determine the pay and grading of NJC employees 
in accordance with the National Joint Council (NJC) for Local Government Services 
and those agreed locally by the Trust (see Attachments 6a, 6b, 6c). 

  

14.2 Salary on Appointment 

14.2.1 It is normal practice for new employees to be offered and appointed on the first spinal 
point of the grade. 

14.2.2 It may be appropriate to appoint at a higher spinal point where the preferred candidate 
for the post has been in receipt of a higher hourly rate then the first spinal point of the 
grade. 

14.2.3 In these cases the Executive Headteacher/Headteacher should consider the following 
factors before making a decision in consultation with the CEO: 

  Evidence of the preferred candidate’s current or most recent salary. 
 Preferred candidate’s recruitment selection outcome compared to the second 

placed candidate. 
 Benefits to the local school in appointing the preferred candidate on a higher rate of 

pay. 
 Potential impact on other post holders of appointing the preferred candidate on a 

higher rate of pay. 

14.2.4 Where a candidate is appointed with continuous service in the same role they would 
automatically retain their hourly rate on appointment. 

  

14.3 Term Time Working 

14.3.1 Employees who are term time working and not all year round are regarded as being 
part time workers and therefore the Local Government Services National Agreement on 
Pay and Conditions of Service applies equally to them. 

14.3.2 The only exception to this is annual leave, for which there is no entitlement to take 
during term time. Therefore, as also in the case of casual workers, their pro-rata annual 
leave entitlement is paid as added working weeks as set out in Attachment 7a for 
Havering schools and Attachment 7b for Essex schools. 
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15.0 Pay Progression 
  

15.1 The Executive Headteacher/Headteacher will be responsible for making pay 
progression recommendations for NJC employees. 

  

15.2 These recommendations will be reviewed and further recommended by the CEO and 
approved by the Pay & Personnel Committee. 

 
 

16.0 Additional Responsibility Payment 
  

16.1 This is payable when a higher graded post becomes temporarily vacant for a 
continuous period of at least four weeks for any reason other than annual leave. 

  

16.2 This payment is made to employees who carry out the full duties and responsibilities of 
the higher graded post and will receive the salary that would apply if they were 
promoted to the position, i.e. the first spinal point. However, if cover extends for more 
than six months, employees may be eligible for incremental progression. 

  

16.3 Additional Responsibility Payments should not exceed twelve months unless it is 
covering the substantive post-holder’s absence or the post falls within the scope of a 
proposed organisational change. 

 
 

17.0 Honorarium Payment 
  

17.1 This payment is made to employees who carry out the partial duties and responsibilities 
of a higher graded post. 

  

17.2 Employees who undertake part of the duties and responsibilities of a higher graded 
post will receive a partial payment. For example, if 20% of the higher graded duties and 
responsibilities were being covered then 20% of the grade differential will be paid. 

  

17.3 An honorarium payment may be shared between two or more employees on a pro-rata 
basis 

 
 

18.0 Safeguarding 
  

18.1 The arrangements for the safeguarding of salaries for NJC employees is for a 
maximum period of 18 months. 
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D. Central Trust Employees 
 
 

19.0 CEO 
  

19.1 Pay Determination 

19.1.1 The Pay & Personnel Committee will be responsible for determining the Headteacher 
individual pay range and starting salary of the CEO. 

 
19.2 Pay Progression 

19.2.1 The CEO Performance Management Review Panel will be responsible for making pay 
progression recommendations to be approved by the Pay & Personnel Committee. 

 
19.3 Allowances 

19.3.1 The CEO will be paid a fixed allowance in addition to their substantive role as an 
Executive Headteacher. 

19.3.2 This allowance will take to account the size and complexity of the Trust and will be 
determined by the Pay & Personnel Committee. 

 
 

20.0 Trust Employees 
  

20.1 Pay Determination 

20.1.1 The CEO will recommend the pay range and starting salary for approval by the Pay & 
Personnel Committee. 

20.1.2 Trust Employees may also be given fixed allowances in addition to substantive salaries 
which we will be recommended by CEO and approved by the Pay & Personnel 
Committee. 

 
20.2 Pay Progression 

20.2.1 The CEO will be responsible for making pay progression recommendations in 
accordance with employees’ contractual terms and conditions to be approved by the 
Pay & Personnel Committee. 

 
20.3 Allowances 

20.3.1 STPCD or NJC allowances will also apply to Trust Employees as stated in their 
contractual terms and conditions. 
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E. List of Attachments 
 
 

23.0 List of Attachments 
  

A1a Head Teacher – Groups/Pay Ranges – Havering Schools 

A1b Head Teacher – Groups/Pay Ranges – Essex Schools 

A2a Leadership Group – Pay Ranges – Havering Schools 

A2b Leadership Group – Pay Ranges – Essex Schools 

A3a Teaching Rates of Pay- Havering Schools 

A3b Teaching Rates of Pay- Essex Schools 

A4 LIFE Education Trust Teacher Appraisal Policy 

A5 Teaching Pay Appeals Procedure 

A6a NJC Pay Scales – FBA, Benhurst, The Bridge 

A6b NJC Pay Scales – Dame Tipping 

A6c NJC Pay Scales – Essex Schools 

A7a Term Time Working – Additional Paid Weeks – Havering Schools 

A7b Term Time Working – Additional Paid Weeks – Essex Schools 
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Head Teachers - Groups / Pay Ranges 
Havering Schools 

wef 1 September 2022 
 

 
School Group Size 

 

 
 1 2 3 4 5 6 7 8 

6 £53,637        
7 £54,990        
8 £56,174 £56,174       
9 £57,488 £57,488       
10 £58,876 £58,876       
11 £60,308 £60,308 £60,308      
12 £61,623 £61,623  £61,623      
13 £63,077 £63,077 £63,077      
14 £64,553 £64,553 £64,553 £64,553     
15 £66,073 £66,073  £66,073 £66,073     
16 £67,740 £67,740  £67,740 £67,740     
17 £69,218 £69,218  £69,218 £69,218     
18 £70,169 £70,871  £70,871 £70,871 £70,871    
19  £72,542 £72,542 £72,542 £72,542    
20  £74,249 £74,249 £74,249 £74,249    
21  £75,250 £76,003 £76,003 £76,003 £76,003   
22   £77,795 £77,795 £77,795 £77,795   
23   £79,635 £79,635 £79,635 £79,635   
24   £80,718 £81,526 £81,526 £81,526 £81,526  
25    £83,464 £83,464 £83,464 £83,464  
26    £85,441 £85,441 £85,441 £85,441   
27    £86,604 £87,471 £87,471 £87,471   
28     £89,555 £89,555 £89,555  £89,555 
29     £91,682 £91,682 £91,682  £91,682 
30     £93,877 £93,877 £93,877  £93,877 
31     £95,164 £96,116 £96,116  £96,116

32      £98,411 £98,411  £98,411

33      £100,744 £100,744 £100,744 
34      £103,177 £103,177  £103,177

35      £104,606 £105,651  £105,651

36       £108,178 £108,178 
37       £110,785 £110,785 
38       £113,439 £113,439 
39       £114,964 £116,114 
40        £118,930 
41        £121,811 
42        £124,770 
43        £126,539 

 

 

Note: Salaries at the following points have two values with the maximum of the pay range 
clearly shown for those Head Teachers paid at the top of the school group range: 
L18, L21, L24, L27, L31, L35, L39 
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Head Teachers - Groups / Pay Ranges 
Essex Schools 

wef 1 September 2022 
 

 
School Group Size 

 

 
 1 2 3 4 5 6 7 8 

6 £50,122        
7 £51,470        
8 £52,659 £52,659       
9 £53,972 £53,972       
10 £55,359 £55,359       
11 £56,796 £56,796 £56,796      
12 £58,105 £58,105  £58,105      
13 £59,557 £59,557  £59,557      
14 £61,042 £61,042  £61,042 £61,042     
15 £62,560 £62,560  £62,560 £62,560     
16 £64,224 £64,224  £64,224 £64,224     
17 £65,699 £65,699  £65,699 £65,699     
18 £66,683 £67,350  £67,350 £67,350 £67,350    
19  £69,022 £69,022 £69,022 £69,022    
20  £70,732 £70,732 £70,732 £70,732    
21  £71,764 £72,483 £72,483 £72,483 £72,483   
22   £74,282 £74,282 £74,282 £74,282   
23   £76,122 £76,122 £76,122 £76,122   
24   £77,237 £78,010 £78,010 £78,010 £78,010  
25    £79,948 £79,948 £79,948 £79,948  
26    £81,926 £81,926 £81,926 £81,926  
27    £83,125 £83,956 £83,956 £83,956   
28     £86,039 £86,039 £86,039 £86,039 
29     £88,170 £88,170 £88,170 £88,170 
30     £90,364 £90,364 £90,364 £90,364 
31     £91,679 £92,596 £92,596  £92,596

32      £94,898 £94,898 £94,898 
33      £97,255 £97,255 £97,255 
34      £99,660 £99,660 £99,660 
35      £101,126 £102,137  £102,137

36       £104,665 £104,665 
37       £107,267 £107,267 
38       £109,921 £109,921 
39       £111,485 £112,601 
40        £115,410 
41        £118,293 
42        £121,257 
43        £123,057 

 

 

Note: Salaries at the following points have two values with the maximum of the pay range 
clearly shown for those Head Teachers paid at the top of the school group range: 
L18, L21, L24, L27, L31, L35, L39 
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Leadership Group Pay Ranges  
Havering Schools 

wef 1 September 2022 
 

 
1 £47,820 
2 £48,932 
3 £50,060 
4 £51,225 
5 £52,415 
6 £53,637 
7 £54,990 
8 £56,174 
9 £57,488 

10 £58,876 
11 £60,308 
12 £61,623 
13 £63,077 
14 £64,553 
15 £66,073 
16 £67,740 
17 £69,218 
18 £70,871 
19 £72,542 
20 £74,249 
21 £76,003 
22 £77,795 
23 £79,635 
24 £81,526 
25 £83,464 
26 £85,441 
27 £87,471 
28 £89,555 
29 £91,682 
30 £93,877 
31 £96,116 
32 £98,411 
33 £100,744 
34 £103,177 
35 £105,651 
36 £108,178 
37 £110,785 
38 £113,439 
39 £116,114 
40 £118,930 
41 £121,811 
42 £124,770 
43 £126,539 
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Leadership Group Pay Ranges  
Essex Schools 

wef 1 September 2022 
 

 
1 £44,305 
2 £45,414 
3 £46,548 
4 £47,706 
5 £48,894 
6 £50,122 
7 £51,470 
8 £52,659 
9 £53,972 

10 £55,359 
11 £56,796 
12 £58,105 
13 £59,557 
14 £61,042 
15 £62,560 
16 £64,224 
17 £65,699 
18 £67,350 
19 £69,022 
20 £70,732 
21 £72,483 
22 £74,282 
23 £76,122 
24 £78,010 
25 £79,948 
26 £81,926 
27 £83,956 
28 £86,039 
29 £88,170 
30 £90,364 
31 £92,596 
32 £94,898 
33 £97,255 
34 £99,660 
35 £102,137 
36 £104,665 
37 £107,267 
38 £109,921 
39 £112,601 
40 £115,410 
41 £118,293 
42 £121,257 
43 £123,057 
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# 

Teaching Pay Scales – 
Havering Schools  

wef 1 September 2022 
 

 

Main Pay Range (MPR) 

Pay Progression Stage 1 £32,407 

Pay Progression Stage 2 £34,103 

Pay Progression Stage 3  £35,886 

Pay Progression Stage 4  £37,763 

Pay Progression Stage 5  £40,050 

Pay Progression Stage 6  £43,182 

 

Upper Pay Range (UPR) 

Pay Progression Stage 1 £44,687 

Pay Progression Stage 2 £46,340 

Pay Progression Stage 3  £48,055 

 

Unqualified 

Pay Progression Stage 1 £22,924 

Pay Progression Stage 2 £25,144 

Pay Progression Stage 3  £27,362 

Pay Progression Stage 4  £29,323 

Pay Progression Stage 5  £31,539 

Pay Progression Stage 6  £33,759 

 

TLR 

 Min Max 

TLR 1 £8,706 £14,732 

TLR 2 £3,017 £7,368 

TLR 3 £600 £2,975 

 

SEN 

Min Max 

£2,384 £4,703 

 

Leading Practitioners 

Min Max 

£48,055 £71,220 
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# 

Teaching Pay Scales – 
Essex Schools  

wef 1 September 2022 
 

 
 

Main Pay Range (MPR) 

Pay Progression Stage 1 £28,000 

Pay Progression Stage 2 £28,064 

Pay Progression Stage 3  £29,800 

Pay Progression Stage 4  £30,144 

Pay Progression Stage 5  £31,570 

Pay Progression Stage 6  £32,344 

Pay Progression Stage 7  £33,850 

Pay Progression Stage 8  £34,630 

Pay Progression Stage 9  £35,990 

Pay Progression Stage 10 £37,409 

Pay Progression Stage 11 £38,810 

 
 

Upper Pay Range (UPR) 

Pay Progression Stage 1 £40,625 

Pay Progression Stage 2 £41,274 

Pay Progression Stage 3  £42,131 

Pay Progression Stage 4 £42,801 

Pay Progression Stage 5  £43,685 

 
 

Unqualified 

Pay Progression Stage 1 £19,340 

Pay Progression Stage 2 £20,184 

Pay Progression Stage 3  £21,559 

Pay Progression Stage 4  £22,402 

Pay Progression Stage 5  £23,777 

Pay Progression Stage 6  £24,620 

Pay Progression Stage 7 £25,733 

Pay Progression Stage 8  £26,841 

Pay Progression Stage 9  £27,954 

Pay Progression Stage 10  £29,060 

Pay Progression Stage 11  £30,175 
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TLR 

 Min Max 

TLR 1 £8,706 £14,732 

TLR 2 £3,017 £7,368 

TLR 3 £600 £2,975 

 
 

SEN 

Min Max 

£2,384 £4,703 

 
 

Leading Practitioners 

Min Max 

£44,523 £67,685 
 



Attachment 4 

LIFE Education Trust Teacher Appraisal Policy 

 
Page 1 of 12 

LIFE HR v1                                                                                                                                                                           September 2022 

 

 

 
 

TEACHER  
APPRAISAL 

POLICY 
 

 
Policy Teacher Appraisal Policy 

P&P consulted on Pay Policy  

Trust consulted on Pay Policy  

Policy adopted by Trust Board  

Reported to LGBs for implementation  

Implementation Date  

 
 
 
 
 
 
 
 



Attachment 4 

LIFE Education Trust Teacher Appraisal Policy 
 

 
Page 2 of 12 

LIFE HR v1                                                                                                                                                                           September 2022 

 

Contents Page 

1. Purpose 3 

2. Scope 3 

3. Appointment of Appraisers 3 

4. The Appraisal Cycle 4 

5. Objective Setting 5 

6. Reviewing Performance 6 

7. Annual Assessment 8 

8. Pay Progression 9 

9. Appeals 10 

10. Transition to Capability 11 

11. Monitoring and Evaluation 12 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



Attachment 4 

LIFE Education Trust Teacher Appraisal Policy 
 

 
Page 3 of 12 

LIFE HR v1                                                                                                                                                                           September 2022 

 

1.0 Purpose 
  
1.1 This policy sets out the framework for a continuous process for identifying, evaluating 

and developing the work performance of teachers, so that the goals and objectives of 
the Trust and local schools are more effectively achieved, while at the same time 
benefiting teachers in terms of recognition of performance, professional development 
and career guidance. 

  

1.2 The policy seeks to minimise the impact on workload for individual teachers, appraisers 
and Headteachers to avoid unnecessary bureaucracy for all parties concerned. 

  

1.3 This policy will also be used to address any concerns that are raised about a teacher’s 
performance and sets out the arrangements that will apply in these circumstances. 

 
 

2.0 Scope 
  
2.1 Application 

2.1.1 This policy applies to all teachers except for: 

  Those on contracts of less than one term. 
 Early Career Teachers 
 Anyone who is the subject of formal capability proceedings. 

  

2.2 Teachers’ Standards 

2.2.1 The standards against which performance must be assessed in respect of a teacher 
are the set of standards articulated in the Teachers’ Standards document and any other 
set of standards relating to teachers’ performance published by the Secretary of State 
that the Governing Body shall determine as being applicable. 

2.2.2 In order to meet the Teachers’ Standards, a teacher will need to demonstrate that their 
practice is consistent with the definitions set out in Part 1 (Teaching) and Part 2 
(Personal & Professional Conduct). 

 
 

3.0 Appointment of Appraisers 
  
3.1 Headteacher Appraisal 

3.1.1 The Trust Board will appoint an appraiser for the CEO and Headteachers. 

3.1.2 Where a Headteacher or CEO is of the opinion that the appraiser is unsuitable for 
professional reasons, then they can submit a written request to the Chair of the Trust 
Board for that person to be replaced setting out the reasons why. 
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3.2 Teacher Appraisal 

3.2.1 All appraisers will have received training as required to enable them to fulfil all aspects 
of their role appropriately and effectively, including appraisal review meetings, objective 
setting, classroom observation and providing quality feedback to appraisees. 

3.2.2 The Headteacher is responsible for the appraisal of all teachers, but may delegate this 
responsibility to the teacher’s line manager. 

3.2.3 Where a teacher is of the opinion that the person to whom the Headteacher has 
delegated the appraiser’s duties is unsuitable for professional reasons, the teacher can 
submit a written request to the Headteacher for that appraiser to be replaced stating 
the reasons why. 

3.2.4 Where it becomes apparent that the appraiser will be absent for the majority of the 
cycle or is unsuitable for professional reasons, the Headteacher may perform the duties 
instead or delegate them in their entirety to another teacher. Where this teacher is not 
the appraisee’s line manager, the teacher will have an equivalent or higher status in the 
organisational structure as the appraisee’s line manager. 

3.2.5 Where a teacher is experiencing difficulties and the Headteacher is not the appraiser, 
the Headteacher may choose to undertake the role of appraiser. 

3.2.6 An appraisal cycle will not begin again in the event of an appraiser being changed. 

 
 

4.0 The Appraisal Cycle 
  
4.1 The annual appraisal cycle will run from 1 September to 31 August. The performance 

of teachers will be reviewed on an annual basis. 
  

4.2 Where a teacher joins a local school part way through a cycle, the Headteacher, or in 
the case where the teacher is the Headteacher the Trust Board in consultation with the 
appointed appraiser, shall determine the length of the first cycle for that teacher, with a 
view to bringing the cycle into line with the other teachers at the local school as soon as 
reasonably practicable. 

  

4.3 Where a teacher transfers to a new post within the Trust part way through a cycle, the 
Headteacher or, in the case of a teacher taking up the post of Headteacher the Trust 
Board in consultation with the appointed appraiser, shall determine whether the cycle 
should begin again and whether to change the appraiser. 

  

4.4 Where a teacher or Headteacher is employed on a fixed term contract for longer than a 
term but less than 12 months, the length of the appraisal period will be determined by 
the duration of the contract. 
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5.0 Objective Setting 
  
5.1 Headteachers & CEO 

5.1.1 The Headteacher/CEO objectives will be set by the Trust Board using the Bluesky 
system in line with published guidance, after consultation with the appraiser and the 
Headteacher/CEO. 

5.1.2 Both the Headteacher/CEO and the Trust Board will seek to agree the objectives, but 
where a joint decision cannot be made, the Trust Board will make the decision after 
taking advice from the appraiser. 

  

5.2 Teachers 

5.2.1 The objectives will be set for each teacher using the Bluesky system in line with 
published guidance, before, or as soon as practicable after, the start of each appraisal 
cycle and will be Specific, Measurable, Achievable, Realistic and Time-bound and will, 
if achieved, contribute to the Trust and local school’s plans for improving educational 
provision and performance, improving the education of pupils and also by taking into 
account the professional aspirations of the teacher. 

5.2.2 Suitable objectives include those related to classroom instructional practices, 
contributions to the development of school curriculum and relationship with pupils, 
colleagues and parents/carers. 

5.2.3 Objectives should also be justifiable and equitable when judged across teachers with 
similar roles and responsibilities as well as being appropriate to the teacher’s role and 
level of experience. 

5.2.4 On the grounds that emerging issues are unlikely to be known at the outset of an 
appraisal period, objectives may need to be adjusted throughout the appraisal period 
so that they remain relevant to the performance of the individual and to the priorities of 
the Trust and local school. 

5.2.5 The appraiser and appraisee will seek to agree to the objectives, but where a joint 
decision cannot be made then the Headteacher shall make the decision. 

5.2.6 The appraisal is not designed to cover the full range of a teacher’s role and 
responsibilities, but instead to focus on the individual priorities for the appraisal cycle. It 
will therefore be assumed at the performance assessment stage that those aspects of 
a teacher’s role and responsibilities not covered by the appraisal have been 
satisfactorily carried out. 

5.2.7 All teachers will be required to show evidence that they have met the Teachers’ 
Standards. A teacher will therefore need to demonstrate that their practice is consistent 
with all the aspects displayed in Part 1 (Teaching) and Part 2 (Personal & Professional 
Conduct) of the Teachers’ Standards document. 
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6.0 Reviewing Performance 
  
6.1 Gathering the Evidence 

6.1.1 As part of the overall appraisal process, it is important that the teacher is clear about 
the evidence that will be required by their appraiser to enable the appraiser to assess 
their performance and in turn make a substantiated and evidence based pay 
recommendation. 

6.1.2 Evidence should show and demonstrate a contribution towards: 

  A positive impact on pupil progress. 
 A positive impact on wider outcomes for pupils. 
 Improvement in specific elements of practice. 
 A positive contribution to the work of the school. 

6.1.3 The evidence gathered will largely be determined by the nature and scope of the 
agreed objectives and the Teacher’s Standards. Examples of evidence may include but 
not be limited to: 

  Classroom observations 
 Task observations 
 Reviews of assessment results 
 Reviews of lesson planning records 
 Internal tracking 
 School Improvement Plans 
 Moderation within and across other local schools 
 Pupils’ voice 
 Parents’ voice 
 Headteacher walkabouts 
 Evidence supporting progress against Teachers’ Standards 

  

6.2 Observation 

6.2.1 Observation of classroom practice and other responsibilities is important as a way of 
assessing teachers’ performance in order to identify any particular strengths and areas 
for development they may have, gaining useful information which can inform local 
school improvement more generally and enabling teachers to learn from each other 
and collaborate. Observation should be carried out in a supportive fashion and not add 
to teacher workload. 

6.2.2 Any classroom or task observations will be carried out in accordance with the local 
school’s classroom and task observation protocol. 

6.2.3 Where evidence emerges about the appraisee’s performance, which gives rise to 
concern during the appraisal cycle, additional observations may be arranged during the 
cycle. 
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6.3 Development & Support 

6.3.1 The local school’s Continuing Professional Development (CPD) programme will be 
partially informed by the training and development needs identified through the 
appraisal process. It is the shared responsibility of both the appraiser and appraise to 
highlight development and support needs. 

6.3.2 The budget planning will ensure that, as far as reasonably practoicable, resources are 
made available for appropriate development and support agreed for appraisees 
maintaining access on an equitable basis. 

6.3.3 With regard to the provision of CPD in the case of competing demands on the local 
school’s budget, a decision on relative priority will be taken with regard to the extent to 
which: 

  The CPD identified is essential for an appraisee to meet their objectives. 
 The extent to which the development and support will help the school to achieve its 

priorities 
  

6.4 Feedback 

6.4.1 Appraisees will receive feedback on their performance throughout the year and as soon 
as practicable after observation has taken place or other evidence has come to light. 
Feedback will highlight particular areas of strength as well as any areas that require 
further development. Where there are concerns about any aspects of the teacher’s 
performance the appraiser will meet the teacher formally to: 

  Give clear feedback to the teacher about the nature and seriousness of the 
concerns.  

 Give the teacher the opportunity to comment and discuss the concerns. 
 Set clear objectives for required improvement. 
 Agree any support (e.g. coaching, mentoring, structured observations), that will be 

provided to help address those specific concerns. 
 Make clear how, and by when, the appraiser will review progress (it may be 

appropriate to revise objectives, and it will be necessary to allow sufficient time for 
improvement. The amount of time is up to the local school but should reflect the 
seriousness of the concerns). 

 Explain the implications and process if no, or insufficient, improvement is made – 
e.g., impact on pay progression and potential move to formal capability. 

6.4.2 When progress is reviewed, if the appraiser is satisfied that the teacher has made, or is 
making, sufficient improvement, the appraisal process will continue as normal, with any 
remaining issues continuing to be addressed though that process. 
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7.0 Annual Assessment 
  
7.1 Each teacher’s performance will be formally assessed at the end of each appraisal 

cycle and assessment of performance will be on the basis agreed at the beginning of 
the cycle. In assessing the performance of a Headteacher the Trust Board must consult 
the appraiser. 

  

7.2 In assessing performance, the following where appropriate, shall also be taken into 
consideration: 

7.2.1 Where factors beyond the teacher’s control have impacted on their ability to meet 
objectives. 

7.2.2 Where a teacher has been absent for some or all of the assessment period, an 
assessment will be based on appraisal during any periods of attendance and/or prior 
appraisal. This will be considered alongside the assumption that, in order to progress, 
the teacher will have been present for the majority of the cycle. 

  

7.3 The teacher will receive as soon as practicable by the end of each appraisal cycle a 
report which will be completed within the Bluesky system, which they will then have the 
opportunity to comment upon. The appraisal report will include: 

7.3.1 An assessment of the teacher’s performance against their objectives 

7.3.2 An assessment of the teacher’s performance against their roles and responsibilities 
and relevant standards. 

7.3.3 An assessment of the teacher’s professional development needs and identification of 
any action that should be taken to address them. 

7.3.4 A recommendation on pay where that is relevant. 
  

7.4 A review meeting will take place to discuss the content of the report and further action 
required and to inform objective setting for the next cycle. 
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8.0 Pay Progression 
  
8.1 The Pay & Personnel Committee will consider annually whether or not to increase the 

salary of teachers who have completed a year of continuous employment since the 
previous annual pay determination and if so, to what salary within the relevant pay 
ranges. 

  

8.2 Deputy/Assistant Headteacher & Lead Practitioners 

8.2.1 A teacher on a Leadership or Lead Practitioner pay range will be eligible for 
performance pay progression where they have: 

  Played a critical role in the life of the Trust/Local school 
 Inspired those around them and worked with others to create a shared strategic 

vision which motivates pupils and employees alike. 
 Taken a lead in enhancing standards of teaching and learning and value 

enthusiasm and innovation in others. 
 They have confidence and ability to make management and organisational 

decisions and ensure equity, access and entitlement to learning 
 Been assessed at an overall outstanding level of teaching, where appropriate for 

the role. 
  

8.3 Upper Pay Range Teachers 

8.3.1 An upper pay range teacher will be eligible for biennial performance pay progression 
where they have: 

  Demonstrated increasing levels of outstanding teaching overall 
 Met the requirements of their job description/job role 
 Met their individual performance management objectives, although consideration 

will be given where factors beyond the teachers’ control have impacted on their 
ability to meet those objectives 

 Demonstrated a personal responsibility for identifying and meeting their CPD needs 
  

8.4 Main Pay Range & Unqualified Teachers 

8.4.1 A teacher will be eligible for annual pay progression where they have: 

  Been assessed as meeting all of the teaching standards throughout the 
assessment period. 

 Met their appraisal objectives 
 Had their teaching assessed as at least good overall during the assessment period. 
 Met the requirements of their job description/role. 
 Demonstrated a personal responsibility for identifying and meeting their CPD 

needs. 

8.4.2 In determining pay progression one pay point will normally be awarded, and two pay 
points may be awarded where performance has exceeded expectations of the role.  In 
the event of a teacher falling someway short of expectations incremental progression 
could be withheld. 

8.4.3 To qualify for a pay point increase the teacher would need to demonstrate most of the 
following: 

  To have met all of the objectives and all of the relevant standards. 
 Shown a commitment to improving their own performance as well as others and to 

continuing professional development. 
 All their teaching will have been assessed as at least good. 
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8.4.4 To qualify for a two pay point increase the teacher would need to demonstrate most, if 
not all of the following: 

  To have exceeded all of the objectives and have fully met all of the relevant 
standards. 

 Shown a strong commitment to the local school by going above and beyond the 
expectations of their job, acting as an exemplar for others and having shown a 
commitment to improve their own performance and their continuing professional 
development. 

 All their teaching was assessed as outstanding. 

 
 

9.0 Appeals 
  
9.1 At specified points in the appraisal process, such as when setting targets, reviewing of 

progress at mid-year or during the final review, all teachers have a right of appeal to the 
Headteacher, and in the case of the Headteacher/CEO to the Trust Board against any 
of the entries in their review statements. 

  

9.2 Where a teacher has concerns about the pay recommendation which cannot be 
resolved at the review meeting, they should include these on the review statement for 
consideration by those responsible for making pay decisions. 

  

9.3 A teacher may make a formal appeal against a decision on pay, which must be 
submitted in writing within ten working days of receipt of written notification of that 
decision. 

  

9.4 A Pay Appeals Committee will consider appeals on the grounds that the decision: 

  Was incorrectly applied to any provision of the Pay Policy or other statutory 
provision. 

 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. 
 Had unlawfully discriminated against the teacher. 
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10.0 Transition to Capability 
  
10.1 When a teacher is experiencing difficulties in meeting the performance standards and 

objectives set in the appraisal cycle and is unable to be resolved through support and 
guidance, the appraiser will arrange a meeting with the teacher as part of the appraisal 
process to: 

10.1.1 Provide formal feedback to the teacher about the nature and seriousness of the 
concerns. 

10.1.2 Give the teacher the opportunity to comment on and discuss these concerns. 

10.1.3 Give the teacher at least five working days’ notice that a meeting will be held to discuss 
targets for improvements alongside a programme of support. 

10.1.4 Agree and establish, in consultation with the teacher, an action plan with clear 
objectives and support that will help to remedy specific concerns. 

10.1.5 Make clear how progress will be monitored and when it will be reviewed. 

10.1.6 Explain the implications, including impact on pay progression, and process if no, or 
insufficient improvement is made. 

  

10.2 The teacher’s progress will continue to be monitored as part of the appraisal process 
which will normally be between four and eight working weeks and in any case shall only 
be as long as necessary to allow reasonable time for improvement. 

  

10.3 If sufficient progress is made then the teacher should be informed of this by the end of 
the review period and the appraisal process will then continue as normal. 

  

10.4 In cases where insufficient progress has been made, the teacher will be invited to a 
transition meeting to determine whether formal capability proceedings will be invoked, 
at which they can choose to be accompanied by a work place colleague or trade union 
representative. Also present would be the Appraiser and the Headteacher/CEO (or the 
Chair of the Trust Board if it is the capability of the CEO in question). There may also 
be a note taker and a LIFE HR representative present. 

  

10.5 The meeting will consider the following matters, of which will have been submitted to 
the teacher in writing at least five working days before the meeting: 

10.5.1 The evidence that has given rise to the specific concerns about the teacher’s 
performance. 

10.5.2 The seriousness of the concerns and their impact on the performance of the local 
school. 

10.5.3 The support that has been provided to date. 

10.5.4 The time for which the concerns have persisted. 

10.5.5 The degree of improvement achieved and whether or not this has been sustained. 

10.5.6 The extent to which the employee has shown insight and has engaged with the support 
provided throughout the appraisal process. 

10.5.7 Any mitigating factors. 
  

10.6 The teacher will be formally notified of the decision, normally within five working days. 
The decision will be either to continue with the appraisal process or to invoke the 
capability procedure by convening a formal capability meeting. 
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11.0 Monitoring and Evaluation 
  
11.1 The Pay and Pay Personnel Committee will monitor the operation and effectiveness of 

this policy. 
  

11.2 The CEO will provide the Pay & Personnel Committee with a written report on the 
operation of this policy annually. The report will not identify any individual by name. 

  

11.3 This report will include an assessment of the impact of this policy on: 

  Race 
 Sex 
 Sexual Orientation 
 Disability 
 Religion and Belief 
 Age 
 Part-time Status 
 Maternity and Pregnancy 

  

11.4 The CEO will also report on whether there have been any appeals or representations 
on an individual or collective basis on the grounds of alleged discrimination. 
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Teaching Pay Appeals Procedure 
 

 
 

1.0 Informal Resolution 
  
1.1 If following receipt of the written confirmation of the pay determination the teacher is not 

satisfied with the pay recommendation being made to the Pay & Personnel Committee, 
they may choose to resolve the matter informally within 10 working days of the 
notification decision in the first instance. 

  

1.2 Informal resolution would usually be sought through an informal discussion between 
the appraisee and the appraiser or Headteacher/CEO, before the pay recommendation 
is submitted the Pay & Personnel Committee.  

  

1.3 The teacher may also submit a formal statement setting out the grounds upon which 
the pay recommendation is disputed to the Pay & Personnel Committee for their 
consideration before the decision is made. 

  

1.4 If the matter is either not raised or not resolved by informal resolution then the formal 
procedure will need to be followed. 

 
 

2.0 Formal Notification of Appeal 
  
2.1 The teacher will be formally notified of the pay determination of the Pay & Personnel 

Committee and their right of appeal. 
  

2.2 Any appeal must be submitted to the the Chair of the Trust Board, unless otherwise 
advised, within 14 calendar days from receipt of written confirmation of the decision. 

 
 

3.0 Arranging the Pay & Personnel Appeals Committee 
  
3.1 The appeal will normally be heard within four working weeks of the receipt of the written 

notification of appeal. The teacher will be given an opportunity to make representations 
in person and/or be accompanied by a work colleague or trade union representative. 

  

3.2 The Pay & Personnel Appeals Committee shall consist of at least three 
representatives of the Trust Board, none of whom shall be employees or members 
of the Pay & Personnel Committee, one of whom will act as Chair.  

  

3.3 Also in attendance will be a Pay & Personnel Committee representative and/or the 
CEO, a note taker and a Life HR representative to advise the appeals committee, at the 
request of the Chair. 
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4.0 Holding the Appeal Hearing 
  
4.1 Introduction 
  

4.1.1 The Chair to confirm that it is an Appeal Hearing and that it will be conducted according 
to the Trust’s Pay policy. 

4.1.2 The Chair to state that notes will be taken by the notetaker during the proceedings. The 
purpose of the notes is meant to assist the Pay & Personnel Appeals Committee in 
recollection of the proceedings and will not be verbatim. The Pay & Personnel Appeals 
Committee decision will be made on the information presented during the appeal 
hearing and will not be dependent upon the notes. The notes of the meeting, when 
formally written up, will be sent to the employee and companion. 

4.1.3 The Chair to facilitate introductions to the appellant and companion.  

4.1.4 The Chair to remind the appellant of their right to be accompanied if they attend alone. 

4.1.5 The Chair to confirm that the appellant and the companion have received the 
documentation issued for this hearing. 

  

4.2 Pay & Personnel Appeals Committee Roles 
  

4.2.1 Chair to explain the roles of the chair, committee members, LIFE HR representative, 
and companion as follows: 

  

4.2.1 Chair 

4.2.1.1 The Chair has full authority during the course of the appeal hearing. The Chair’s 
decision is final and ensures that the appeal hearing is conducted fairly and 
reasonably. If there is an instance where the Chair has any concerns, or is unclear 
about any point in the procedure, an adjournment can be called to seek advice. The 
Chair will ensure that questions are relevant to the points at issue. The Chair has the 
right to stop a line of questioning of any party or ask that the questioning be modified 
should the Chair consider the line/tone/purpose of questioning to be unacceptable.  

4.2.2 Pay & Personnel Appeal Committee Members 

4.2.2.1 The Committee Members will assist the Chair to assess the merits of the case and to 
reach a decision in light of the information presented and made available. 

4.2.3 LIFE Human Resources Representative 

4.2.3.1 The HR Representative will advise the Appeal Committee on HR policies and 
procedures. The HR Representative may ask questions that are relevant to those 
policies and procedures. Also if necessary, the HR Representative may bring certain 
matters to the Chair’s attention during the proceedings. 

4.2.4 Companion 

4.2.4.1 The Appellant has a right to be accompanied by a trade union representative or a work 
colleague who is referred to as the companion. The companion has the right to address 
the Appeal Committee to put the employee’s case forward, sum up the case, respond 
on the appellant’s behalf to any view expressed during the appeal hearing, and confer 
with the appellant after the appeal hearing. The Companion does not have the right to 
answer questions on behalf of the appellant, address the Appeal Committee without the 
appellant’s consent, or do anything calculated to prevent the Pay & Personnel 
Committee and/or the CEO representative from explaining their case or stop anyone 
else from making a contribution. 
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4.3 Grounds for Appeal 
  

4.3.1 The Chair to read out the ground(s) of appeal. 

4.3.2 The Chair to confirm that those are the ground(s) of appeal with the appellant and they 
understand the purpose of the hearing. 

4.3.3 The Chair to explain the order of business which is as follows: 

4.3.3.1 Presentation by the companion and/or appellant, after which the Pay & Personnel 
Committee representative and/or the CEO may ask questions of the companion and/or 
appellant. The Pay & Personnel Appeals Committee may also ask questions. 

4.3.3.2 Presentation by the Pay & Personnel Committee representative and/or the CEO, after 
which the companion and/or appellant can ask questions. The Pay & Personnel 
Appeals Committee may also ask questions. 

4.3.3.3 There will be a short adjournment to allow both parties to prepare their summaries. 

4.3.3.4 The companion and/or appellant summarises their response, taking to account both 
presentations. 

4.3.3.5 The Pay & Personnel Committee representative and/or the CEO summarises their 
case, taking to account both presentations. 

4.3.3.6 The appeal hearing will be concluded to allow the Pay & Personnel Appeals Committee 
to consider both presentations and the information made available in order to reach a 
decision. 

4.3.3.7 The Chair will then formally notify the decision to all attending parties and the reasons 
for it within 7 calendar days. 

  
4.4 Companion and/or Appellant Presentation 
  

4.4.1 The companion and/or appellant should present their grounds of appeal. 

4.4.2 The Pay & Personnel Committee representative and/or the CEO will then have an 
opportunity to ask questions to the companion and/or appellant regarding the grounds 
for appeal. Please note that they must be questions, as statements or observations will 
not be considered appropriate. 

4.4.3 The Pay & Personnel Appeals Committee will then have an opportunity to ask 
questions of their own to the companion and/or appellant. As above, statements or 
observations will also not be appropriate. 

  

4.5 Pay & Personnel Committee representative/CEO Presentation 
  

4.5.1 The Pay & Personnel Committee representative and/or the CEO should respond to the 
grounds of appeal stating the reasons made for the original decision and the factors 
which were taken to account. 

4.5.2 The companion and/or appellant will then have an opportunity to ask questions to the 
Pay & Personnel Committee representative and/or the CEO. Please note that they 
must be questions as statements or observations will not be considered appropriate. 

4.5.3 The Pay & Personnel Appeals Committee will then have an opportunity to ask 
questions of their own to the Pay & Personnel Committee representative and/or the 
CEO. As above, statements or observations will also not be appropriate. 

  

4.6 Companion and/or Appellant Summary 
  

4.6.1 The companion and/or appellant summarises their response, taking into account both 
presentations. 
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4.7 Pay & Personnel Committee representative/CEO Summary 
  

4.7.1 The Pay & Personnel Committee representative and/or the CEO summarises their 
response, taking to account both presentations. 

  

4.8 Concluding the Appeal Hearing 
  

4.8.1 Should the Pay & Personnel Appeals Committee feel it necessary, further questions to 
clarify or explore a certain matter relating to the summing up may be asked. 

4.8.2 The Chair will then directly ask the appellant if there is anything further they would like 
to say before the hearing is concluded. 

4.8.3 The Appeal hearing will come to an end to allow the Pay & Personnel Appeals 
Committee to consider all the information presented to them, and to reach a decision 
as to whether the appeal is upheld or not. 

4.8.4 The decision will be made within 7 calendar days from the date of the appeal hearing 
and the appellant will be formally notified of this and there is no further right of appeal.   

4.8.5 In cases where the appellant will not be in their school at this time, the Chair should 
establish that the appellant will be have access to their e-mail and/or be at their home 
address around the date of notification. 

 



Attachment 6a

Spinal 
Point 

Annual 
Salary

1 £21,228

2 £21,399

3 £21,783

4 £22,179

5 £22,575

6 £22,983

7 £23,400

8 £23,817

9 £24,243

10 £24,684

11

12 £25,578

13 £26,040

14 £26,508

15 £26,985

16

17

18 £28,470

19 £28,983

20 £29,502

21

22

23 £31,122

24 £31,590

25 £32,112

26 £32,988

27 £33,909

28 £34,809

29 £35,496

30 £36,378

31 £37,353

32 £38,385

33 £39,564

34 £40,566

35 £41,586

36 £42,585

37 £43,605

38 £44,628

39 £45,576

40 £46,638

41 £47,661

42 £48,681

43 £49,674

44 £50,700

45 £51,717

46 £52,746

47 £53,793

48 £54,873

49 £55,980

50

51 £58,173

52 £59,262

53 £60,366

54

55 £62,547

56

57 £64,749

58

59

60 £68,343

61 £69,768

62 £71,229

63

64 £74,247

LPO8(b)

LPO8(f)

LPO8(d)

LPO8(h)

LPO8(i)

LPO7(c)

LPO8(a)

LPO8(c)

LPO8(g)

LPO8(e)

Grade

NJC Pay Scales - FBA, The Bridge, Benhurst - 2021/22

Scale 1

Scale 2

Scale 3

Scale 5

Scale 4

Scale 6

SO1

SO2

PO1

PO2

PO3

PO4

PO5

PO6

LPO7(a)

LPO7(b)

LIFE HR v1 September 2022
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Spinal Point Annual Salary

1 £21,228

2 £21,399

3 £21,783

4 £22,179

5 £22,575

6 £22,983

7 £23,400

8 £23,817

9 £24,243

Grade 4 10 £24,684

11

12 £25,578

13 £26,040

14 £26,508

15 £26,985

16

17

18 £28,470

19 £28,983

20 £29,502

21

22

23 £31,122

24 £31,590

25 £32,112

26 £32,988

27 £33,909

28 £34,809

29 £35,496

30 £36,378

31 £37,353

32 £38,385

33 £39,564

34 £40,566

35 £41,586

36 £42,585

37 £43,605

38 £44,628

39 £45,576

40 £46,638

41 £47,661

42 £48,681

43 £49,674

44 £50,700

45 £51,717

46 £52,746

47 £53,793

48 £54,873

49 £55,980

50

51 £58,173

52 £59,262

53 £60,366

54

Grade 11 55 £62,547

56

Grade 11 57 £64,749

58

59

60 £68,343

61 £69,768

62 £71,229

63

Grade 12 64 £74,247

65

Grade 12 66 £77,022

Please note that TA2 
allowance is £408

Grade 6

Grade 7 

Grade 8

Grade 9 

Grade 10 

Grade 11

Grade 12 

NJC Pay Scales - Dame Tipping - 2021/22

Grade

Grade 1/2

Grade 3

Grade 4

Grade 5

Grade 5

LIFE HR v1 September 2022
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Grade Spinal Point Annual Salary

Scale 1 1 £18,333

2 £18,516

3 £18,887

4 £19,264

5 £19,650

6 £20,043

7 £20,444

8 £20,852

9 £21,269

10 £21,695

11 £22,129

12 £22,571

13 £23,023

14 £23,484

15 £23,953

16 £24,432

17 £24,920

18

19 £25,927

20 £26,446

21 £26,975

22 £27,514

23 £28,226

24 £29,174

25 £30,095

26 £30,984

27 £31,895

28 £32,798

29 £33,486

30 £34,373

31 £35,336

32 £36,371

33 £37,568

34 £38,553

35 £39,571

36 £40,578

37 £41,591

38 £42,614

39 £43,570

40 £44,624

41 £45,648

42 £46,662

43 £47,665

44 £48,659

45 £50,066

46 £51,463

47 £52,835

48 £54,244

49 £56,745

50 £58,160

51 £59,579

52 £61,007

53 £62,416

54 £64,713

55 £66,339

56 £67,966

57 £69,579

58 £71,194

59 £72,458

60 £74,276

61 £76,085

62 £77,892

63 £79,706

64 £85,629

65 £87,778

66 £89,910

67 £92,046

68 £94,193

69 £96,708

70 £99,222

71 £101,727

72 £104,240

73 £106,753

74 £109,265

Scale 17

Scale 8

Scale 9

Scale 10

Scale 11

Scale 12

Scale 13

Scale 14

Scale 15

NJC Pay Scales - Essex Schools - 
2021/22

Scale 2

Scale 3

Scale 4

Scale 16

Scale 5

Scale 6

Scale 7

LIFE HR v1 September 2022
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EMPLOYEES WHO ARE CONTRACTED TO WORK LESS THAN 52 WEEKS PER YEAR 

The table below shows the number of weeks worked per annum and weeks paid inclusive of annual 
leave and bank holidays from 1 April 2022 to 31 March 2023 

YEARS OF CONTINUOUS SERVICE 

WEEKS 
WORKED 

PER 
YEAR 

Up to and including SCP 10 Above SCP 12 

Less than 5 
Years 

More than 5 
Years 

More than 
20 Years 

Less than 5 
Years 

More than 5 
Years 

More than 
20 Years 

38 43.6  44.1 44.7 43.9 44.5 45.1 

39 44.7 45.2 45.9 45.0 45.7 46.3 

40 45.8 46.4 47.0 46.2 46.8 47.5 

41 46.9 47.6 48.2 47.4 48.0 48.7 

42 48.1 48.7 49.4 48.5 49.2 49.8 

43 49.2 49.9 50.6 49.7 50.3 51.0 

44 50.4 51.0 51.7 50.8 51.5 * 

45 51.5 * * * * * 

*  In these circumstances the employee would be appointed on an all year (52 week) contract
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EMPLOYEES WHO ARE CONTRACTED TO WORK LESS THAN 52 WEEKS PER YEAR 

The table below shows the number of weeks worked per annum and weeks paid inclusive of annual 
leave and bank holidays from 1 April 2022 to 31 March 2023 

YEARS OF CONTINUOUS SERVICE 

WEEKS 
WORKED 
PER 
YEAR 

Up to & Including SCP22 From SCP23 to SCP 34 From & including SCP35 

Less than 5 
Years 

More than 5 
Years 

Less than 5 
Years 

More than 5 
Years 

Less than 5 
Years 

More than 5 
Years 

38 43.6  43.9 43.5 44.1 43.7 44.3 

39 44.5 45.0 44.7 45.2 44.8 45.5 

40 45.6 46.2 45.8 46.4 46.0 46.6 

41 46.7 47.4 46.9 47.6 47.1 47.8 

42 47.9 48.5 48.1 48.7 48.3 48.9 

43 49.0 49.7 49.2 49.9 49.4 50.1 

44 50.2 50.8 50.4 51.0 50.6 51.3 

45 51.3 * 51.5 * 51.7 * 

*  In these circumstances the employee would be appointed on an all year (52 week) contract
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