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PURPOSE OF THE CHECKLIST 

NASUWT believes that a fair, transparent and consistent pay policy, which recognises and rewards teachers 
as highly skilled professionals, is a key element in effective school improvement. 

School pay policies which accord with the provisions in this checklist will help to recruit, retain and motivate 
teachers, provide the basis for sound financial and personnel planning, and minimise the risk of grievance 
and discrimination. 

The checklist sets out the minimum requirements for an effective pay policy and is consistent with the 
statutory provisions for teachers’ pay effective from 1 September each year. 

The publication of the NASUWT checklist does not represent an acceptance of changes to the teachers’ 
pay system introduced or proposed by the Department for Education. 

NASUWT is committed to securing a national pay structure in England and Wales which applies statutorily 
to all maintained schools and academies. 

PAY DECISIONS FOR SEPTEMBER EACH YEAR 

Pay awards 

The school is committed to award the pay uplift, as detailed in the NASUWT model school pay policy, to all 
existing pay points and allowances for all teachers from September each year.

PAY DECISIONS FROM 1 SEPTEMBER 2024 

Performance management/appraisal of teachers 

• 	 Performance management/appraisal procedures at the school will operate in accordance with the 
NASUWT checklist. 

Salary determination 

• 	 The school will determine the salary of a teacher on an annual basis and notify the teacher in writing of 
the salary determination by 31 October each year, with effect from 1 September of that year. 

Determining the pay of appointees/maintaining ‘pay portability’ 

• 	 The school is committed to the principle of ‘pay portability’ and will apply this principle in practice when 
making all new appointments. 

Determining the pay ranges for vacant teaching posts 

• 	 The school will not restrict the pay available for appointees to vacant classroom teacher posts, other 
than the lower limit of the Main Pay Range and the upper limit of the Upper Pay Range. 

Main Pay Range – pay scale 

• 	 Teachers on the Main Pay Range will be paid on the six-point scale on the Main Pay Range below. 

Main Pay Range – pay progression 

•	 Teachers will be awarded pay progression annually of at least one point on the Main Pay Range – 
following a successful performance management/appraisal review. 

•	 The review will be deemed successful unless significant concerns about standards of performance  
have been raised in writing with the teacher during the annual performance management/appraisal 
cycle and have not been addressed through support provided by the school by the conclusion of  
that process. 

•	 Teachers in their induction year will be awarded pay progression on the successful completion  
of induction. 

Moving from the Main Pay Range to the Upper Pay Range 

•	 Teachers who apply to move to the Upper Pay Range will be awarded progression to that Range with 
regard to the most recent performance management/appraisal review. 



•	 The review will be deemed successful unless significant concerns about standards of performance 
have been raised in writing with the teacher during the annual performance management/appraisal 
cycle and have not been addressed through support provided by the school by the conclusion of  
that process.

Upper Pay Range – pay scale 

• 	 Teachers on the Upper Pay Range will be paid on the three-point scale on the Upper Pay Range below. 

Upper Pay Range – pay progression 

•	 Teachers will be awarded pay progression annually of at least one point on the Upper Pay Range – 
following a successful performance management/appraisal review.  

•	 The review will be deemed successful unless significant concerns about standards of performance 
have been raised in writing with the teacher during the annual performance management/appraisal 
cycle and have not been addressed through support provided by the school by the conclusion of  
that process. 

Teaching and Learning Responsibility (TLR) payments 

•	 TLR1 and TLR2 payments will be allocated in accordance with the criteria below. 

•	 Teachers will not be expected to undertake permanent additional responsibilities without a permanent 
TLR1 or TLR2 payment. 

•	 Clear criteria for the award, level and duration of time-limited TLR3 payments will be set out.  
There will be full consultation with union representatives and agreement with NASUWT before  
the decision is made to make any such payment. 

Appeals procedures 

• 	 Teachers have the right to make representations and to appeal about any aspect of their pay or pay 
progression in accordance with an appeals procedure within the policy which meets, as a minimum, 
the statutory requirements on disputes resolution. 

Monitoring and review of the policy 

• 	 The policy will be monitored and reviewed by the relevant body in conjunction with union 
representatives on an annual basis. An annual written report on the operation of the pay policy, 
recording pay decisions taken and equality impact, will be provided to union representatives.  

The salary values for all relevant teachers’ pay ranges (including Main Pay Range, Upper Pay Range, Lead 
Practitioner, Leadership, Unqualified Teachers, TLRs, Special Educational Needs (SEN), Allowances and 
Headteachers) must comply with the minimum expectations published on the NASUWT website at  
www.nasuwt.org.uk/payscales  

CRITERIA FOR TLR1 AND TLR2 PAYMENTS 

Before awarding a TLR1 or TLR2 payment, the school must be satisfied that the teacher’s duties include a 
significant responsibility that is not required of all classroom teachers and that: 

(a)	 is focused on teaching and learning; 

(b)	 requires the exercise of a teacher’s professional skills and judgement; 

(c)	 requires the teacher to lead, manage and develop a subject or curriculum area, or to lead and manage 
pupil development across the curriculum; 

(d)	 has an impact on the educational progress of pupils other than the teacher’s assigned classes or 
groups of pupils; and 

(e)	 involves leading, developing and enhancing the teaching practice of other staff. 

In addition, before awarding a TLR1 payment, the school must be satisfied that the significant responsibility 
referred to above includes line management responsibility for a significant number of people. 

https://www.nasuwt.org.uk/advice/pay-pensions/pay-scales.html


SEN payments

Before awarding a SEN payment, the relevant body must determine the spot value of the allowance – 
taking into account the structure of the school’s SEN provision and the following factors:

•	 whether any mandatory qualifications are required for the post;

•	 the qualifications or expertise of the teacher relevant to the post; and

•	 the relative demands of the post.

Acting allowances

When a teacher is assigned and carries out duties of anyone in receipt of a TLR or SEN payment or on the 
leadership scales, they must be paid the equivalent salary to whoever has assigned them such duties. This 
will occur when the duties have been carried out for more than four weeks and be backdated to the day 
when such duties commenced. The acting allowance will come to an end only when the assigned duties 
have ceased.

Additional payments

The relevant body will make payments to a teacher, other than a headteacher, in respect of:  

•	 continuing professional development undertaken outside the school day;

•	 activities relating to the provision of initial teacher training as part of the ordinary conduct of the school;  

•	 participation in out-of-school hours learning activity agreed between the teacher and the  
headteacher; and

•	 additional responsibilities and activities due to, or in respect of, the provision of services relating to the 
raising of educational standards to one or more additional schools.

Recruitment and retention incentives and benefits

The relevant body can make payments or provide such other financial assistance, support or benefits to 
a teacher as it considers necessary as an incentive for the recruitment of new teachers and the retention 
of existing teachers. A salary advance scheme for a rental deposit may be one of a number of tools that 
schools may wish to consider using to support recruitment or retention.

The relevant body will make clear at the outset the expected duration of any such incentives and benefits, 
and the review date after which they may be withdrawn.

Salary sacrifice arrangements

The term ‘salary sacrifice arrangement’ means any arrangement under which the teacher gives up the 
right to receive part of the teacher’s gross salary in return for the employer’s agreement to provide a 
benefit-in-kind (exempt from income tax) under any of the following schemes:

•	 a childcare voucher or other childcare benefit scheme;

•	 a car scheme/Electric Vehicle (EV) scheme; and

•	 a cycle or cyclist’s safety equipment scheme. 

The salary values for all relevant teachers’ pay ranges (including Main Pay Range, Upper Pay Range, Lead 
Practitioner, Leadership, Unqualified Teachers, TLRs, SEN, Allowances and Headteachers) must comply 
with the minimum expectations published on the NASUWT website at NASUWT Pay Scales England

Non-consolidated recognition award/bonus payment

NASUWT is opposed to the introduction of non-consolidated recognition awards. This proposal is a recipe 
for unfairness, would reduce transparency, and would produce discriminatory outcomes. Schools should 
not use such awards.

Where schools do introduce non-consolidated recognition awards, they will need to:

•	 consult on and negotiate clear criteria for what is an ‘additional contribution’ – something that is 
exceptional and not part of the teacher’s core role;

•	 consult and negotiate on what is a ‘modest cap’; 

https://www.nasuwt.org.uk/advice/pay-pensions/pay-scales/pay-scales-england.html


•	 transparency, in order to give confidence on consistent application of the payments and to celebrate 
examples of exceptional performance, will require schools to publicise the information; and

•	 governing bodies will require oversight to ensure senior accountability and that all matters related to 
equalities are adhered to.

Flexibility schools will have more flexibility with INSET days

Schools will have to define the number of hours for the equivalent of five working days, including the 
number of hours for a half day. 

Pro-rating for part-time teachers alone does not prevent detriment. A part-time teacher should not be 
required to attend outside the teacher’s normal working pattern without individual agreement and 
appropriate payment. 

Equivalent periods of INSET days must not create more attendance days, disproportionate travel or unpaid 
childcare costs for any teachers or leaders, whether they are full time or part time.

Protections on leaders’ working time 

Any weekend working must now be by exception and limited to urgent and unforeseen circumstances. 

Schools should be required to provide leaders with specified consecutive periods of uninterrupted and 
non-contactable leave during school holidays. 

They should maintain an equitable published holiday cover rota, subject to governor oversight, with formal 
delegation and adequate staffing.

Schools to insert their staffing structure and their pay values here.


