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1: INTRODUCTION  

 
The NASUWT welcomes the opportunity to make a submission to E-ACT in respect 
of the 2018/19 teachers’ pay award. 

 
The NASUWT shares the ambition of E-ACT to secure high standards of education 
for pupils.  

 
In order to achieve this aim, the 2018/19 pay award should have a threefold purpose: 
to attract teachers, to retain teachers and to motivate teachers. The NASUWT 
contends that a pay award which assumes pay restraint will not fulfil any of these 
objectives and will demoralise and demotivate teachers at E-ACT.         
 
E-ACT will be making its 2018/19 pay award in the context of a teacher shortage 
which has reached embedded crisis proportions and which is putting at risk 
educational standards in E-ACT academies.  

 
E-ACT will also be cognisant of the need to ensure that the pay of its teaching staff is 
competitive with the pay of teachers elsewhere, including teachers employed in the 
maintained sector, other academy trusts and the independent sector.  

 
E-ACT will further need to take account of wider trends in relation to the employment 
of graduates and be in a position to compete with overall pay levels, pay awards and 
pay progression opportunities and working conditions in other graduate professions. 
 
The NASUWT’s pay claim is for a substantial and above-inflation increase to all 
teacher salary points and allowances in 2018/19, ensuring that all teachers in E-ACT 
receive the increase. The NASUWT has presented detailed evidence relating to E-
ACT and the wider context in which E-ACT operates to support this claim.     
 
2: THE POSITION ON TEACHERS’ PAY 
 
Teachers in E-ACT are employed in accordance with the School Teachers’ Pay and 
Conditions Document (STPCD) and have been subject to the Government’s policy of 
public sector pay restraint since 2010. This has had a seriously adverse impact on 
teachers’ living standards.  
 

The increased cost of living for teachers since 2010 
 

The impact of past inflation 
 
The NASUWT asks E-ACT to use the Retail Prices Index (RPI) as the inflation 
measure which most accurately measures increases in prices for teachers. Incomes 
Data Research (IDR) indicates that two thirds of employers use the RPI inflation 
index when calculating pay awards for their workforces, because the range of prices 
which are included in the index makes it a much more reliable indicator of the 
increases in prices which impact on their workforce than alternative inflation indices. 
The RPI is the one which is most directly relevant to teachers, although for other 
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social or even occupational groups an alternative inflation index may be more 
relevant.  
 
In the last five years, E-ACT teachers have fared particularly badly. Teachers’ pay in 
E-ACT has risen by between three per cent and seven per cent whereas inflation 
has been over 20%. The following table illustrates the disparity between annual pay 
increases for teachers in E-ACT and inflation. The totals to date are aggregated total 
figures – if the figures were calculated to show cumulative loss, the disparity would 
be even greater.     
 
    

Year ending: 
E-ACT pay 
increases 

Inflation as 
measured by 

RPI 

           01 September 2011 0% 5.6% 

01 September 2012 0% 2.6% 

01 September 2013 1%  3.2% 

01 September 2014 1% 2.3% 

01 September 2015 

1% (with 2% on 
the maximum of 

the main pay 
range, as 

appropriate)  0.8% 

01 September 2016 0% to 1% 2% 

01 September 2017 

1% (with 2% to 
teachers on the 
main pay range)  3.9% 

Total to date 4% to 7% 20.4% 

 
The NASUWT regrets that the annual pay awards for teachers at E-ACT have been 
limited in line with the minimum uplift recommended for teachers in maintained 
schools. In practical terms, this means that many teachers have not received pay 
increases, even in cash terms, because pay awards may have been limited to the 
minima and the maxima of the teachers’ pay ranges in the STPCD.  
 
In addition, the NASUWT draws to the attention of E-ACT the fact that pay awards in 
the maintained sector over the same period have been criticised, including by the 
independent School Teachers’ Review Body (STRB), on the grounds that they have 
not remained competitive with other graduate employment sectors: 
 
‘In our 26th report (July 2016) we said that, based on our assessment of recruitment 
and retention alone, there was a case for a higher than 1% uplift to the national pay 
framework. We therefore advised the Department and other consultees that they 
should help schools to prepare for this. Our analysis of the evidence for the current 
pay round shows that the trends in recruitment and retention evident last year have 
continued – teacher retention rates continued to fall, particularly for those in the early 
stages of their career, and targets for ITT recruitment continue to be missed. We are 
deeply concerned about the cumulative effect of these trends on teacher supply. We 
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consider that this presents a substantial risk to the functioning of an effective 
education system.’ 1 
 
It was further welcome that the STRB has made it clear that schools must focus their 
budgets on rewarding teachers, and that this is a key prerequisite of maintaining 
educational standards, stating that: 
 
‘Pupil achievements are largely dependent on schools maintaining a strong cadre of 
teachers. This will require school leaders and governing bodies to make best use of 
their people and give the necessary priority to teachers’ pay within their schools’ 
budgets.’ 
 
The School Teachers’ Review Body’s 28th Report was published on 24 July 2018 
and has recommended that, backdated to 1 September 2018, all pay and 
allowance ranges for teachers and school leaders are uplifted by 3.5%.  
 
The Review Body has summarised the rationale for the 3.5% pay increase as 
follows: 
‘The decline in the position of the teachers’ pay framework in the labour market for 
graduate professions needs to be addressed as a matter of priority. With the 
prospects for wage growth in the wider economy better than for several years, a 
significant uplift to teachers’ pay is required to forestall a further weakening in the 
competitive position of the teaching profession.’  

The Review Body stated that it is not recommending a targeted award: ‘In light of the 
evidence of widespread teacher supply problems, we decided against targeting this 
year.’  
  
The Review Body has reminded education employers that they have a responsibility 
to ensure ‘suitable priority to teachers’ pay when setting their budgets to help ensure 
that an effective workforce is maintained.’  

The Government has announced additional funding for schools and academy trusts 
in England to support them in paying teachers the 2018/19 pay increase. In the light 
of this, the NASUWT will expect all teachers to receive at least the level of the 
annual pay award.   

The independent analysts, IDR, indicate that two thirds of employers use the RPI 
inflation index when calculating pay awards for their workforces, because the range 
of prices which are included in the index makes this a much more reliable indicator of 
the increases in prices which impact on their workforce. This also makes the RPI 
index the one which is most directly relevant to teachers, although for other social or 
even occupational groups an alternative inflation index may be more relevant. 
 
In May 2018 12 month RPI inflation reached 3.3%. It was as high as 4.1% in 
December 2017.2   
 

                                            
1
 School Teachers’ Review Body’s 27

th
 Report, 2017, paragraph 5.23.  

2
 Office for National Statistics, UK Consumer Price Inflation December 2017, January  2018  
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The following charts show the widening gap between teachers’ salaries and price 
increases since 2010, both for teachers who received a two per cent pay increase in 
September 2017 and for teachers who received a one per cent pay increase. The 
NASUWT has included the Consumer Prices Index (CPI) inflation measure in the 
charts in order to demonstrate the significant cuts in teachers’ real terms pay, even 
using the more inaccurate CPI inflation measure. 
 
 
 
One per cent increase to pay levels in September 2017 
 

 
 
Two per cent increase to pay levels in September 2017 
 

 
 

For teachers who received a two per cent pay increase, as with those who received 
a one per cent pay increase, this has not compensated for increasing inflation during 
2017/18. For those teachers who received no pay increase, their pay has fallen 
behind the cost of living even further. 
 
When teachers’ salary increases are compared with price inflation since 2010, the 
extent to which teachers’ salaries have fallen in real terms becomes clear: 
 
 
1% increase to pay levels in September 2017 
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2% increase to pay levels in September 2017 
 

 
 
 
For illustrative purposes, the NASUWT has calculated the cumulative shortfall in a 
teacher’s salary since 2010, when comparing the amount different salary levels have 
lost in real terms since public sector pay austerity became Government policy in 
2010. 
 
The first assumption which the NASUWT has modelled is that of a two per cent 
increase to the minimum and maximum of the main pay range and a one per cent 
increase to all other pay values in September 2017. The shortfalls against salary 
levels which would have kept pace with inflation from 2010 to 2017 are also 
expressed in percentage terms. 
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England and 
Wales 

Salary 2017/18 
(Uplifted by 2% on 

Min and Max 
points of pay 
ranges only) 

Shortfall in 
2017/18 (£) 

% shortfall 
in 2017/18 

2010/11-2017/18  
Cumulative 
shortfall (£) 

Main Pay Range 

Minimum £22,917 -£3,462 15.1  -£17,045 

M2 £24,486 -£3,979 16.2  -£18,638 

M3 £26,454 -£4,299 16.3  -£20,137 

M4 £28,490 -£4,629 16.2  -£21,684 

M5 £30,735 -£4,994 16.2  -£23,393 

Maximum £33,824 -£4,730 14.0  -£23,940 

Upper Pay Range 

UPS1 £35,927 -£5,839 16.3  -£27,351 

UPS2 £37,258 -£6,055 16.3  -£28,362 

UPS3 £38,633 -£6,280 16.3  -£29,412 

Leadership Pay Range 

L6 £44,544 -£7,240 16.3  -£33,911 

L8 £46,799 -£7,607 16.3  -£35,628 

L11 £50,476 -£8,205 16.3  -£38,429 

L28 £76,466 -£12,431 16.3  -£58,222 

L43 £109,366 -£19,054 17.4  -£87,362 

 

This modelling indicates that these cumulative shortfalls range from over £17k to 
£87k, with a reduction in classroom teachers’ pay of at least 16 per cent generally, 
on both main and upper pay ranges. 
  
The second assumption which the NASUWT has modelled awards a two per cent 
September 2017 pay award to all teachers on the main pay range: 
 

England and 
Wales 

Salary 2017/18 
(Uplifted by 2% on 

all MPR) 

Shortfall in 
2017/18 (£) 

% shortfall 
in 2017/18 

2010/11-2017/18  
Cumulative 
shortfall (£) 

Main Pay Range 

Minimum £22,917 -£3,462 15.1  -£17,045 

M2 £24,728 -£3,737 15.1  -£18,396 

M3 £26,716 -£4,037 15.1  -£19,875 

M4 £28,772 -£4,347 15.1  -£21,402 
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M5 £31,039 -£4,690 15.1  -£23,089 

Maximum £33,824 -£4,730 14.0  -£23,940 

Upper Pay Range 

UPS1 £35,927 -£5,839 16.3  -£27,351 

UPS2 £37,258 -£6,055 16.3  -£28,362 

UPS3 £38,633 -£6,280 16.3  -£29,412 

Leadership Pay Range 

L6 £44,544 -£7,240 16.3  -£33,911 

L8 £46,799 -£7,607 16.3  -£35,628 

L11 £50,476 -£8,205 16.3  -£38,429 

L28 £76,466 -£12,431 16.3  -£58,222 

L43 £109,366 -£19,054 17.4  -£87,362 

 
 
In this case, salary values on the main pay range have still fallen by over 15% since 
2010. 
 
Under both of these models, a teacher who has not moved from the maximum of the 
main pay range will have lost £23,940 since 2010 through the failure of their salary to 
keep pace with inflation. This makes the assumption that the teacher received a two 
per cent uplift to their pay in September 2015 and a two per cent uplift to their pay in 
September 2017. The NASUWT’s research indicates that this was far from universal 
and, for teachers who did not receive these two per cent increases, the real terms 
loss of salary will have been greater. 
 
A teacher on the maximum of the upper pay range will have lost £29,412 through the 
failure of their salary to keep pace with inflation from 2010 to 2017. 
 
Pension contribution increases 
 
Failure of salary to keep pace with inflation is not the only reason why teachers’ 
salaries have fallen since 2010. 
 
From 2012 to 2014, teachers have suffered increased deductions from their salaries, 
including an increase in their pension contributions of an average of 3.2%, which 
eventually translated into an employee contribution structure with an average 
contribution of 9.6% from 2014 onwards. This higher level of contributions has been 
maintained from 2015 to 2019, and, for illustrative purposes, the cumulative impact 
of the higher pension contributions is set out below. As is the case above, two 
assumptions are modelled here – one which awards a two per cent September 2017 
pay award to the minimum and maximum of the main pay range only, and one which 
awards a two per cent September 2017 pay award to all pay values on the main pay 
range. 
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Example A: Two per cent increase to the minima and maxima of the main pay 
range and a one per cent increase to all other pay values in 2017/18 
 

Total 
increase in 

pension 
contribution

s 

Salary at 1 
September 
2017 (2% 

increase to 
Min and Max 
on MPR, 1% 

increase to all 
other pay 
values) 

% Increase 
(over 6.4% 

rate) 

Additional Pension 
Contributions (over 

6.4%) paid in 2017/18 

Additional Pension 
Contributions (over 6.4%) 

paid between 2012/13-
2017/18 

    

£pa 
£pa with 
tax relief 

£ 
£ with tax 

relief 

Main Pay Range 

Minimum £22,917 1.0 229.17 183.34 1,112.82 890.25 

       

       

       

       

Maximum £33,824 2.2 744.13 595.30 3,955.72 3,164.57 

Upper Pay Range 

UPS1 £35,927 3.2 1,149.66 919.73 5,734.58 4,587.66 

       

UPS3 £38,633 3.2 1,236.26 989.00 6,166.55 4,933.24 

 
 
Example B: Two per cent increase on Main Pay Range and one per cent 
increase on all other pay values in 2017/18 
 

Total increase 
in pension 

contributions 

Salary at 1 
September 
2017 (2% 

increase to 
MPR, 1% 

increase all 
other pay 
values) 

% Increase 
(over 6.4% 

rate) 

Additional Pension 
Contributions (over 6.4%) 

paid in 2017/18 

Additional Pension 
Contributions (over 6.4%) 

paid between 2012/13-
2017/18 

        

£pa 
£pa with 
tax relief 

£ 
£ with tax 

relief 

Main Pay Range 

Minimum £22,917 1.0 229.17 183.34 1,112.82 890.25 

       

       

       

       

Maximum £33,824 2.2 744.13 595.30 3,955.72 3,164.57 

Upper Pay Range 

UPS1 £35,927 3.2 1,149.66 919.73 5,734.58 4,587.66 

       

UPS3 £38,633 3.2 1,236.26 989.00 6,166.55 4,933.24 

 
Changes to National Insurance contributions for employees in previously contracted- 
out pension schemes from April 2016 onwards cut the take-home pay of teachers 
even further. The following two tables illustrate the impact of the higher National 
Insurance contributions on the 2017/18 salary. These increased contributions have 
wiped out the benefit of the one per cent pay increase for many teachers who only 
received a pay increase at this level: 
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Two per cent increase to the minimum and maximum of the main pay range 
and a one per cent increase to all other pay values in 2017/18 
 

England and Wales 
Salary 

2016/17 

Salary 
2017/18 

(Uplifted by 
2% on Min 
and Max 
points of 

MPR only)* 

Difference 
in Salary £ 

Additional NI 
contribution on 
2017/18 salary 

Difference 
£ 

Main Pay Range 

Minimum £22,467 £22,917 £450 £239 £211 

      

      

      

      

Maximum £33,160 £33,824 £664 £392 £272 

Upper Pay Range 

UPS1 £35,571 £35,927 £356 £421 -£65 

      

UPS3 £38,250 £38,633 £383 £459 -£76 

 
The NASUWT has commissioned independent research of trends in teachers’ pay 
from IDR. The research concludes the following about teachers’ pay in England: 
 
‘Official data on pay movements demonstrates clearly that teachers in England have 
not had significant real-terms pay increases since before the recession. In addition, 
pay increases for teachers in England have mostly trailed those received by other 
occupational groups since 2011. At that time, the profession was subject to the two-
year public sector pay freeze and since then schools have mostly had to work within 
a 1% pay cap.’ 3 
 
 
Forecast inflation for 2018/19 
 
As of September 2017, teachers’ pay had fallen by 16% in real terms since 2010. It 
will continue to fall further in real terms during 2018, as the high level of inflation 
during 2017 is not a blip and a range of forecasters predict that it will remain high 
through to September 2018. 
 
The IDR panel of City Economists4 has an average inflation forecast of 3.5% RPI by 
September 2018, with Capital Economics forecasting inflation as high as 3.8% on 

                                            
3
 A review of school teachers’ pay in England compared with other graduate professions, A Report for NASUWT by Incomes 

Data Research, paragraph 1.3, December 2017  
4
 IDR Pay Climate, December 2017, with a panel comprising Scotia Bank, NatWest Markets, JP Morgan, Heteronomics, 

Capital Economics, Goldman Sachs and Morgan Stanley.   
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that date. Even those teachers who receive a two per cent pay increase in 
September 2017 will see their pay fall behind price increases even further. 
 
The Bank of England’s forecasting predicts that there will be continuing inflationary 
pressures, including growing domestic inflationary pressures, through to 2019. CPI 
Inflation will remain well above the Monetary Policy Committee’s (MPC’s) two per 
cent target:5 
 
The following chart illustrates the Bank of England’s forecast that high inflation will 
continue through to 2019 and beyond: 

 
The more heavily the area is shaded, the stronger the forecasting for that level of 
inflation.6 The Review Body will wish to be mindful that the Bank of England’s chart 
forecasts CPI inflation and that RPI inflation tends to be at least one percentage 
point higher. 
 
Teachers’ pay cuts have had a significant impact. The NASUWT’s Big Question 
Survey, March 2017, reveals how great this is for teachers in England. 
 
30% of teachers in England find their pension costs unaffordable; 48% have cut back 
expenditure on clothing; 32% have cut back expenditure on food and 20% have cut 
back expenditure on essential household outgoings. 
 
 
 
 
 
Comparable graduate pay 
 
Pay is today one of the main factors cited by teachers for leaving the profession, and 
there is strong evidence that relatively low pay levels in teaching as compared with 
other graduate occupations is impacting adversely on graduates’ decisions to 

                                            
5
 Bank of England Inflation Report, November 2017, Page 43.   

6
 Ibid, page 36. 
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choose teaching as a career.7 E-ACT is not immune from these wider contextual 
challenges.  

 
The NASUWT has commissioned independent research from Incomes Data 
Research (IDR) into the pay of teachers in England and Wales.8 Both of the reports 
present a picture of how teachers’ earnings have varied in relation to those for other 
graduate occupations. By focusing on data drawn from the Office for National 
Statistics’ Annual Survey of Hours and Earnings (ASHE), this report examines 
earnings for school teachers and earnings for comparable graduates in 2016. 
 
England 
 
In 2016, average gross earnings for all comparator professions were 15.5% above 
those of secondary school teachers and 27.3% ahead of average earnings for 
primary school teachers. 
 
The following table shows the pay differentials between teachers’ pay and the pay of 
comparable graduate employers. For the purposes of the IDR Report, ‘mean 
average pay’ is described as ‘average pay’.  
 
As IDR has explained: 
 

‘The table is colour-coded with differentials shaded blue where teachers’ 
earnings are relatively lower and red where they are higher than for the other 
professions. It is clear that the table is predominantly blue – 85% – and also 
that, in many cases, the differentials are significant, especially when the 
average levels are considered. In fact, when average differentials are 
considered just one of the professions – chemical scientists – trailed a 
teaching group. In this case the gap was just 5% below the equivalent 
average for secondary teachers while the science group still out-earned 
primary teachers by 4.4%.’ 9 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

                                            
7
 Institute LKMCo (2015) ‘Why Teach?; NASUWT (2017) ‘The Big Question Survey’; High Fliers Research (2017) ‘The 

Graduate Market in 2017’.  
8
 NASUWT/Incomes Data Research, A review of school teachers’ pay in England compared with other graduate professions, 

2017 
9
 Ibid, paragraph 1.6  
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Table 3: Median and average gross weekly pay differentials of 10 graduate 
professions versus teachers in England 2016 
 

Group   

Average 
gross 
weekly 
pay £PW   

Differential with 
secondary 
teachers  

Differential 
with primary 
and nursery 
teachers  

Median 
gross 
weekly 
pay £PW   

Differential 
with 
secondary 
teachers  

Differential 
with 
primary 
and 
nursery 
teachers  

Secondary education teaching 
professionals  741.6      733.7       

Primary and nursery education 
teaching professionals  672.9      672.9       

Chemical scientists   704.2 -5.0 4.4 652.0 -11.1 -3.1 

Biological scientists and 
biochemists  812.7 9.6 19.9 751.9 2.5 11.7 

Physical scientists   815.2 9.9 20.2 663.2 -9.6 -1.4 

Engineering professionals  809.2 9.1 19.4 775.1 5.6 15.2 

Health professionals   1,099.9 48.3 60.6 896.8 22.2 33.3 

Pharmacists   784.7 5.8 15.9 800.2 9.1 18.9 

Legal professionals   1,094.2 47.5 59.8 910.6 24.1 35.3 

Chartered and certified 
accountants  807.9 8.9 19.2 756.8 3.1 12.5 

Management consultants and 
business analysts  881.9 18.9 29.7 801.7 9.3 19.1 

Chartered surveyors   754.5 1.7 11.6 699.4 -4.7 3.9 

Source: ASHE 
 
When average pay of teachers in England for 2016 is considered, pay is at the 
bottom of the earnings comparison league, being 10th out of 12 comparable graduate 
professions for secondary teachers and 12th out of 12 comparable professions for 
primary teachers. 
 
The following chart demonstrates the gulf between teachers’ and comparable 
graduate professionals’ pay10: 
 

 

                                            
10

 Ibid. 
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Starting salaries 
 
Starting salaries for teachers in England, compared with those of other graduate 
employers, are also uncompetitive. 
 
The median graduate starting salary for England in 2017 was £27,358, while the 
average is slightly lower at £27,033. These figures are significantly ahead – 19% in 
the case of the median and 17.7% at the average – of the current minimum salary for 
teachers on the main scale in E-ACT. 
 
Three and five-year progression 
 
IDR also researched how salary progression for teachers compares with that for 
other graduates and how non-teaching graduate salaries compare to specific points 
on the school teachers’ main pay range. 
 
The findings on progression are based on a comparison of salaries for graduates in 
England, excluding London and the South East, with pay points 4 and 6 on the 
national reference main pay range for teachers in England and Wales, which E-ACT 
has adopted. Pay reference points 4 and 6 represent salaries for teachers three and 
five years after they commence on the first point of the scale, providing that they 
have received annual pay progression increases on the scale and that none of these 
have been withheld. 
 
Non-teaching graduates recruited just over three years ago, in 2014, have current 
salaries worth £34,393 at the median. For graduates hired just over five years ago, in 
2012, the current median salary stands at £39,500, a non-teacher premium of over 
£5,100 per year.  
 

Even if teachers do receive annual pay progression in accordance with the 
NASUWT’s national main reference point pay scale, teachers’ salaries increase by 
less than those of other graduates. After three years, teachers’ salaries increase by 
25.5%, compared with a 25.7% increase at the median for other graduates over the 
same period. 
 
According to The Graduate Market in 2017, an annual UK review of the graduate job 

market, graduates continue to be in high demand with employers, who are 
expected to continue to expand their graduate recruitment for a fifth year 
running. The report published by High Fliers Research, concludes that: 

 

 the country’s top employers planned to expand their graduate 
 recruitment by 4.3% in 2017, the fifth consecutive year that graduate 
 vacancies have increased; 
 

 the number of graduates recruited by the top employers has risen by 
 more than 13% over the last three years, intensifying the competition 
 between organisations to recruit the best graduates; 
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 there was a 3.3% increase in graduates appointed in 2016. This 
 significant rise took recruitment beyond the pre-recession peak in the 
 graduate job market in 2007, to its highest-ever level; 

  

 employers in six out of 13 key industries and employment areas are 
 expecting to take on more new graduates than they did in 2016.11 
 
 
The salaries offered to graduates across the UK in 2017 are much higher than 
teachers’ salaries in E-ACT. According to the research, the median starting salary for 
graduates across the UK is £30,000. This represents a 30% pay premium over 
teachers in England starting on the £22,917 minimum of the STPCD’s main pay 
range, which E-ACT has adopted. 
 
As can be seen from the table below, teachers’ starting salaries in England and 
Wales are set within the range of the lowest paying 10% of UK employers: 
 

 
 
At least a sixth of places on the top graduate programmes now provide starting 
salaries of more than £40,000 and 13 of the country’s best-known graduate 
employers are paying salaries of at least £45,000 this year.  
 
Graduate starting salaries of more than £40,000 are increasingly found in a wider 
range of graduate roles in different sectors. For example, Aldi pays graduates 
training to become area managers a first-year salary of £42,000 and provides a 
company car. Moreover, employers within the two highest paying sectors – City 
investment banks and law firms – have opted to increase their graduate starting 
salaries this year.  The median starting salary available to new graduates has also 
risen at the top engineering and industrial companies, oil and energy companies, 
and at high street and online retailers. 
 

                                            
11

 High Fliers Research,The Graduate Market in 2017, London 2017 
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To reinforce the difference between starting salaries in teaching and in other 
professions, the NASUWT’s Big Question Survey 2017 found significant concern 
amongst current teachers about the competitiveness of teachers’ salaries.  
 
In England, the percentage of teachers who think that teaching is not competitive 
with other professions has risen from 2011 to 2017 from 68% to 79%; 66% of 
teachers do not believe that they are paid at a pay level commensurate with their 
skills and experiences; and 69% of teachers believe that people are put off a career 
in teaching because of pay. 
 
Providing further evidence of the crisis in teacher retention and its immediate impact 
on new teachers, a real-time electronic poll of the Newly Qualified Teachers (NQTs) 
attending the Union’s NQT seminar in November 2017 found that over a quarter of 
NQTs say they do not intend to stay in teaching for longer than five years. 
 
The difficulties in recruiting to E-ACT will be affected by the national trends in relation 
to teachers’ pay overall, and also by local labour market pressures. The NASUWT 
invited E-ACT to examine local data on pay levels and pay awards in graduate 
occupations. Nevertheless, the NASUWT remains concerned about the disparities 
between the pay of teachers at E-ACT and the pay in other graduate professions 
and of teachers employed elsewhere. 

 
The data provided by E-ACT in respect of teachers’ pay progression in 2016 
indicates the following:   

 
Teachers who are eligible for pay progression consist of 67 part-time teachers and 
530 full time teachers. However, there is a disparity between full-time and part-time 
teachers. 68% of eligible full-time teachers progressed and 51% of eligible part-time 
teachers progressed. In the case of teachers on fixed term contracts, only 40% of 
these progressed. 
 
Pay progression on the upper pay range was only 51%, indicating that nearly half of 
teachers on the upper pay range did not achieve pay progression. Only 40% of 
leading practitioners achieved pay progression.  
 
The success rate of teachers achieving progression on the main pay range is only 
39%. The pay progression data provided by E-ACT indicates that: 
 

 overall rates of pay progression are low; 

 pay progression for part-time teachers is less than for full-time teachers, 
with only half of part-time teachers accessing pay progression; 

 only two fifths of teachers on fixed-term contracts achieved pay 
progression; 

 only half of teachers progress to the upper pay range. Of those teachers 
who do progress, just over one third achieve pay progression on the range. 

 
The evidence provided by E-ACT indicates that, in addition to low rates of pay 
progression across the board, there is a barrier to pay progression for teachers at 
the point of progression to the upper pay range and up the upper pay range. 
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The NASUWT draws E-ACT’s attention to the low rates of pay progression for 
teachers on fixed-term contracts and that it is unlawful to treat an employee less 
favourably because they are employed on a fixed-term contract.  
 
E-ACT has provided sparse data in respect of the pay progression of teachers with 
protected characteristics. However, it is highly concerning that only 13% of teachers 
with disabilities achieved pay progression and only 25% of lesbian, gay and bisexual 
teachers achieved pay progression. 
 
The DfE has provided the following advice to academy trusts about their Public 
Sector Equality Duty (PSED): 
 
   
‘The duty to have due regard to the needs set out above [the PSED] means in the 
context of teachers’ pay that, whenever pay policies are amended or pay decisions 
made for individuals, decision-makers and appraisers in schools should assess 
whether there are implications for people with particular protected characteristics. In 
particular, equality should be considered in relation to:  

• Objective setting – the nature and weighting of performance objectives 
agreed during a teacher’s appraisal should be non-discriminatory and 
should provide teachers with an equal opportunity to access pay 
progression. This will have implications for the training of appraisers and 
for the moderation of the appraisal arrangements at the school;  

• Pay progression criteria – the nature and degree of challenge of pay 
progression criteria should be considered to avoid indirect discrimination.  

• Recommendations and decisions on teachers’ pay progression – the 
outcomes should be recorded and reported, taking account of the 
profile/characteristics of those who are granted pay progression and those 
who do not receive pay progression;  

• The nature and scale of pay progression of teachers at the school – in 
particular, where some teachers receive accelerated pay progression (e.g. 
double-jumping), the governing body should look at the 
profile/characteristics of the teachers concerned as against other teachers 
not in receipt of accelerated progression;  

• Appeals – both in terms of teachers accessing the appeals process and the 
outcome of pay appeals at the school (the Department has produced 
additional departmental advice aimed at supporting schools with the 
appeals process).  

6. In that regard it is good practice for schools to record what steps they 
undertake to avoid discrimination before and at the time that they develop 
policy and take decisions, and monitor the effectiveness of those steps in 
eliminating discrimination - they should also keep these under review on a 
continuing basis. Equality monitoring is the most effective and efficient 
method of identifying potential inequality in workplace policies and 
procedures.’ 12  

                                            
12

 Equalities considerations as part of the appraisal and pay determination process, June 2014 
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E-ACT has clearly failed to have regard to the content of the DfE’s advice. The wider 
issue is that E-ACT is not discharging adequately its PSED in respect of the teacher 
workforce.                 
 
3: TRENDS IN TEACHER SUPPLY  
 
The teacher shortage in England has reached embedded crisis proportions and E-
ACT is not immune from this. E-ACT has provided the NASUWT with the following 
data about teacher vacancies and teacher supply within the Trust: 
 
 
Teacher supply 
 
 

 The number of current vacant posts in E-ACT is 24. 

 The number of non-permanent appointments in the past 12 months is 64. 

 E-ACT has had to readvertise 70 posts in the past twelve months. 

 59 unqualified teachers are employed by E-ACT, at 6 per cent of the teaching 
workforce. 

 47 teachers are teaching outside their subject specialism, which is 5 per cent 
of the teaching workforce. 

 50 teachers are teaching a subject without having a relevant ‘A’-level 
qualification themselves, which is 5 per cent of the teaching workforce. 

 
Teacher retention 
 
The evidence provided by E-ACT indicates that it is struggling to retain those 
teachers which it does recruit:  
 

 328 teachers have been employed by E-ACT for more than 3 years, which is 
just one third (33 per cent) of the workforce; 

 only 217 teachers have been employed by E-ACT for more than 5 years, just 
over one fifth (22 per cent of the workforce).                

 
Applications for Initial Teacher Training (ITT) continue to decline. The most recent 
data from the Universities and Colleges Admissions Service (UCAS) End of Cycle 
Report 2016 confirms that there were approximately 46,000 applicants to 
postgraduate teacher training through the UCAS Teacher Training (UTT) scheme in 
2016.13  
 
This figure represents a two per cent year-on-year decline in the number of 
applicants. The total number of applicants per year has fallen by over 21,000 since 
2010.  
 
Provisional in-year data published in March 2017 indicates that the crisis in teacher 
recruitment is intensifying. Compared to the same point in the cycle in 2016, the 

                                            
13

 Universities and Colleges Admissions Service (UCAS) (2017). End of Cycle Report 2016. Available 
at (https://www.ucas.com/file/98926/download?token=_GuUTkV8), accessed on 19.04.17. 

https://www.ucas.com/file/98926/download?token=_GuUTkV8
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overall number of applicants has fallen by almost 8% from 33,540 to 30,890.14 Data 
for applicants in selected subjects are set out in the table below. 
 
 

Subject Applicants by March 
2016 

Applicants by March 
2017 

Percentage 
change  

Art or Art and 
Design 

1,760 1,430 -23% 

Computer Studies 1,020 860 -16% 

Chemistry 1,930 1,510 -22% 

English 6,310 5,380 -15% 

French 2,290 1,760 -23% 

Physics 1,430 1,150 -20% 

 
 
The DfE’s data on teacher supply also indicates the profound shortage of entrants to 
the teaching profession. The DfE Statistical First Release (SFR) for the academic 
year 2015/16, which is the most recent dataset provided by the DfE, gives 
provisional data on the number of new entrants who have started, or expect to start, 
an ITT programme in England. The SFR confirms that the number of new entrants 
into training programmes only met 94% of the central target. Despite the slight 
increase in the overall proportion of applications accepted into ITT in 2015/16, many 
courses remain significantly undersubscribed. Overall recruitment into secondary 
programmes only met 82% of the number identified as necessary by the DfE.  
 
The SFR data further confirms that the majority of subjects did not recruit sufficient 
trainee teachers to meet the targets set by the DfE. 
 
The most recent data from the UCAS End of Cycle Analysis Report 2016 confirms 
that approximately 46,100 people applied to postgraduate teacher training through 
the UCAS Teacher Training (UTT) application scheme in 2016.15 This represents a 
14% decline on the equivalent figure for 2014. 
 
This figure confirms a sharp fall in the number of applications since the peak of 
67,289 applicants for courses starting in 2010, a decrease in applications of over 
21% between 2010 and 2015. The Review Body will note that this period coincides 
with that during which the teaching workforce has been subject to pay freezes and 
restraints. 
 
Interim data from UCAS for the 2017/18 UTT application round indicates that 
declines in applications appear to have become even more alarming. By 20 
November 2017, 18,960 individuals had applied for an ITT place through the UCAS 
UTT process. At the equivalent stage in the 2016/17 cycle, 33,840 applicants had 
entered the process, a decline of over 44%. Declines in selected subject and phase 
areas are set out in the table below. 

                                            
14

 UCAS (2017). UCAS Teacher Training applicants at Monday 20 March 2017. Available at; 
(https://www.ucas.com/corporate/data-and-analysis/ucas-teacher-training-releases), accessed on 
19.04.17. 
15

 Universities and Colleges Admissions Service (UCAS) (2017). Report A: UCAS Teacher Training applicants at End of Cycle 

2016. Available at: (https://www.ucas.com/file/98921/download?token=zsEKoT_e), accessed on 03.01.2018. 

https://www.ucas.com/corporate/data-and-analysis/ucas-teacher-training-releases
https://www.ucas.com/file/98921/download?token=zsEKoT_e
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Table 1: Total number of applicants to UCAS UTT process by mid-September 
2017 and mid-September 2016 
 

Subject/phase Total applicants by 
mid-November 2017 

Total applicants by 
mid-November 2016 

Primary 9,750 18,240 

Secondary (overall) 9,150 15,840 

Biology 430 660 

Chemistry 180 300 

English 1,220 1,870 

History 800 1,830 

Music 120 210 

Mathematics 640 1,140 

Physics 110 240 

Languages (European) 260 440 

 
Source: UCAS 

 
It is important to recognise that the significant fall in recruitment into teaching, 
evident since 2010, contrasts starkly with experience during previous periods of 
economic contraction or constrained growth, which have been strongly correlated 
with increases in applications for courses of ITT. 
 
This decline in applications suggests that, despite the DfE's considerable investment 
in financial incentive schemes focused on attracting graduates into teaching, this 
strategy has failed.  
 
The DfE SFR for the academic year 2017/18 provides provisional data on the 
number of new entrants who have started, or expect to start, an ITT programme in 
England. The SFR confirms that the number of new entrants into training 
programmes only met 90% of the central target in 2017/18, a decline from the 94% 
of target figure achieved in 2016/17. The SFR confirms that many courses remain 
significantly undersubscribed. Overall recruitment into secondary programmes only 
met 80% of the number of applicants identified as necessary by the DfE, down from 
82% in 2016/17.16 
 
The SFR data further confirms that the majority of subjects did not recruit sufficient 
trainee teachers to meet the targets set by the DfE. 
 
 
New entrants to postgraduate initial teacher training by subject and phase, 
percentage of Teacher Supply Model 2017/18. 
 

                                            
16

 Department for Education (DfE) (2017a). Initial Teacher Training (ITT) Census for the academic year 2017 to 2018, England - 
SFR 68/2017. Available at: 
(https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/663141/SFR68_2017_Text.pdf), accessed on 
04.01.18. 

https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/663141/SFR68_2017_Text.pdf
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Source: DfE: Initial Teacher Training Census 2017/18 
 
In light of this evidence, it is clear that problems with recruitment into teaching are 
intensifying and creating significant barriers to ensuring adequacy of teacher supply, 
underlining the status of the current teacher supply position as a ‘crisis’ rather than a 
‘challenge'. 
 
Interim data published in January 2018 serves to emphasise the extent of these 
concerns. For example, in January 2014, there had been 37,080 applications for 
primary ITT courses. At the same stage in the current cycle, only 20,590 applications 
had been made, a decline of 44%. Between 2011 and 2018, the number of individual 
applicants to ITT programmes by the January checkpoint had fallen from 37,016 to 
14,210, or by 62 per cent.  
 
Teacher wastage 
 

Levels of wastage from the teaching profession, other than for reasons of retirement 
or death-in-service, have risen significantly. The School Workforce Census (SWC) 
confirms that between 2011 and 2016, the number of teachers leaving teaching for 
reasons other than retirement rose from 29,090 to 39,980.17 
 
 

                                            
17

 DfE (2017b). School Workforce in England: November 2016. Available at: 
(https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/620825/SFR25_2017_MainText.pdf), accessed 
on 05.01.18. 

https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/620825/SFR25_2017_MainText.pdf
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Retirements 
 

The current demographic composition of the teacher and school leader workforce 
highlights the implications of retirements for the supply of teachers in future. 
 
Between 1993 and 2015, the number of retirements per year by teachers of pension 
age increased from 3,310 to 11,140 despite the increased restrictions placed on the 
ability of teachers to access retirements imposed over this period.  
 
It is, therefore, important to note that the SWC confirms that approximately 83,300 
full-time equivalent (FTE) teachers, 18.2% of the total teacher population, are aged 
50 or over and that, as a result, age-related retirements are likely to continue to exert 
pressure on maintaining the sufficiency of the pool of active teachers. 
 
In addition to age-related retirements, evidence suggests that a significant proportion 
of teachers will continue to seek early exit from the profession, including through the 
use of actuarially reduced pensions. 
 
Data from the DfE study, Characteristics of ill-health retirement, demonstrate that 
between 2010 and 2015, of those teachers retiring from the profession: 
 

 44.4% took actuarially reduced pensions before their normal pension 
age; 

 6.3% of teachers took age benefits (i.e. waited until their normal pension 
age); 

 3.7% of teachers took premature retirement benefits because of 
redundancy; 

 3.5% of teachers were awarded ill-health benefits; and 

 2.2% of teachers took phased retirement. 
 

Therefore, between 2010 and 2015, fewer than half of teachers worked to their 
normal pension age, which would be at age 60 for almost all of this cohort. This 
trend, if continued, is likely to increase pressures on teacher supply still further. 
 
E-ACT has provided data which indicates the following pattern in teacher retirements 
within the Trust: 
 

 5 teachers took actuarially reduced pensions before their normal pension 
age; 

 1 teacher took age benefits (i.e. waited until their normal pension age); 

 1 teacher was awarded ill-health benefits. 
 
Given the size of the workforce, this does seem to be a low number of teachers who 
are retiring from the profession and the NASUWT asks E-ACT to check its data.       
 
Vacancy rates 
 
The issues described above in relation to teacher recruitment and retention are 
reflected in current vacancy rate data, although it is important to note that in its 
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present form, this data may not capture the full extent of issues across the education 
system in respect of teacher supply. 
 
Teacher vacancy data provides clear evidence that teacher supply issues are 
becoming more acute. The SWC confirms that the vacancy rate for state funded 
secondary schools is now at 1.1%, an increase from 0.3% in 2011 and the 0.9% 
level reported in 2015. The current rate is approaching the 1.4% teacher vacancy 
rate calculated on the pre-2010 basis, reached in 2000, acknowledged at the time by 
the Review Body as indicative of substantial teacher supply problems. 
 
As the National Audit Office has reported, the proportion of secondary schools 
reporting at least one teacher vacancy rose from 15.9% in 2010 to 23.0% in 2015, 
while for primary schools, the proportion rose from 4.2% to 6.9% over the same 
period.  
 
Further evidence of increasing barriers to filling vacancies is confirmed by the rise in 
the number of FTE unqualified teachers working in teaching roles in schools from 
16,620 to 24,000 between 2013/14 and 2015/16.18 
 
Recruitment trends in the regions where E-ACT academies/schools are based 
indicate particular difficulties with regard to teacher supply and vacancies. 
 
An assumption is often made that the teacher shortage is focused on the South of 
England, particularly London and the South East. However, Sir Nick Weller, in A 
Northern Powerhouse Schools Strategy,19 has stated the following about teacher 
supply:  
  
‘Raising educational standards in the North requires us to attract, train and retain 
high-quality teachers and leaders in the region so that every child is taught by an 
effective teacher.  

‘While entrants to the profession and the overall workforce have increased, schools 
in some areas still find it difficult to recruit enough good teachers and at the same 
time the number of teachers leaving the profession has increased. Teacher supply is 
challenging across the country and national targets for Initial Teacher Training (ITT) 
recruitment have been missed in several subjects for the past four years.  

‘In my view, the most important step we can take to address educational 
underperformance in the North is to meet the challenge of teacher supply.’  
 
24 teacher posts have not been filled across E-ACT schools in the last 12 months. 
 
70 teacher posts had to be readvertised at least once by E-ACT in the last 12 
months, suggesting that E-ACT is experiencing some challenges in respect of staff 
recruitment. 
 
Statistical data also confirms that teacher retention is an issue.  
 

                                            
18

 DfE (2017b). op.cit. 
19

 Nick Weller, A Northern Powerhouse Schools Strategy, 2016.   
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The NASUWT Big Question Survey confirms that around two thirds of teachers are 
seriously considering leaving the teaching profession. Four out of five teachers are 
considering changing their employer. 
 
The demographic profile of teaching staff at E-ACT indicates that there may be 
further pressures relating to the recruitment of teachers in the coming period. 
 
Further evidence of increasing barriers to filling vacancies is suggested by the 
number of unqualified staff working in teaching roles. Currently, 59 unqualified staff 
are timetabled to teach pupils across all E-ACT schools.  
 
It is also suggested that E-ACT is deploying teachers to teach in subject areas which 
is not their specialism or for which they were not previously trained. 50 teachers at E-
ACT are teaching subjects where they do not have a relevant A-level qualification, 
and 49 teachers do not have a relevant degree qualification. 
 
In E-ACT’s annual report and accounts, the Trust states that ‘The recruitment of the 
best staff to work in the academy trust is an ongoing challenge. Without the right 
people it will be harder to meet E-ACT’s objectives.’ 20   
 
Given the national and the Trust-wide context, it is clear that E-ACT must develop 
and maintain a competitive pay framework if it is to successfully recruit and retain 
teachers. Awarding a substantial above-inflation pay increase to teachers is a 
necessity for E-ACT.      
 
4: AFFORDABILITY 

 

The NASUWT believes that E-ACT can meet the costs of a substantial above 
inflation pay award for all teachers, including headteachers/principals.  
 
E-ACT is a relatively large employer, responsible for 24 academies, and employing 
1006 teachers. E-ACT’s annual total revenue funds for 2017 stood at over 93.24 
million, with a revenue reserve of £3.51 million21. In 2017, the Company held £3.66 
million unspent in unrestricted funds or reserves.22 E-ACT raised £1.88 million in 
2017 in income from sales and other curriculum funding.23     
 
There is ample evidence in E-ACT’s annual report and accounts that the Trust is 
able to afford to increase remuneration for teachers. E-ACT has spent £3.707 million 
on Trust leadership and trustee pay in 2017, an increase on £3.449 million in 2016 
(an increase of over a quarter of a million pounds or 7.5 per cent.24 This involved 
paying the following salaries and bonuses (2017 payments are compared with the 
2016 payments) is: 

                                            
20

 E-ACT Annual Report and Accounts 2017, page 46.   
21

 https://schools-financial-
benchmarking.service.gov.uk/trust/index?code=0&matno=MAT010a&name=E-
ACT&tab=Balance&unit=AbsoluteMoney&financing=TrustAndAcademies&format=Charts  
 
22

 E-ACT 2017 Annual Report and Accounts, page 62. 
23

 Ibid, page 70 
24

 Ibid, page 74 

https://schools-financial-benchmarking.service.gov.uk/trust/index?code=0&matno=MAT010a&name=E-ACT&tab=Balance&unit=AbsoluteMoney&financing=TrustAndAcademies&format=Charts
https://schools-financial-benchmarking.service.gov.uk/trust/index?code=0&matno=MAT010a&name=E-ACT&tab=Balance&unit=AbsoluteMoney&financing=TrustAndAcademies&format=Charts
https://schools-financial-benchmarking.service.gov.uk/trust/index?code=0&matno=MAT010a&name=E-ACT&tab=Balance&unit=AbsoluteMoney&financing=TrustAndAcademies&format=Charts
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 2017 (number) 2016 (number) 

£60,001 - £70,000 45 28 

£70,001 - £80,000 25 12 

£80,001 - £90,000 11 7 

£90,001 - £100,000 9 5 

£100,001 - £110,000 2 3 

£110,000 - £120,000 5 5 

£120,001 - £130,000 3 0 

£130,001 - £140,000 1 0 

£140,001 - £150,000 2 1 

£150,001 - £160,000 1 1 

£160,001 - £170,000 0 0 

 104 62 

      
 
The number of high salaries paid by E-ACT has increased from 62 to 104 in a 12 
month period. Significantly, the number of salaries between £120k and £130k has 
increased from 0 to 3. A salary of between £130k and £140k is being paid when this 
was not the case before and the number of salaries being paid between £140k and 
£150k has doubled. All in all, the number of salaries over £120k which are paid 
within the Trust has increased from 2 to 7.     
 
The ratio between the salary of the E-ACT CEO and a teacher on the minimum of 
the main pay range is approximately 7:1.    
 
There is evidence that E-ACT is choosing to focus its resources away from teaching 
and learning, rather than investing in teaching and learning and the teaching 
workforce. 
 
E-ACT’s expenditure under the following budget headings in 2016/17 is as follows: 
 

 back office costs – £15.16 million, which is 15.7% of the total E-ACT budget; 

 administrative expenditure - £6.44 million, which is 6.5% of the total E-ACT 
budget. 

 
In terms of related party transactions, E-ACT’s 2016/17 annual report and accounts 
indicates that it made the following payments to individuals and companies: 
 
‘In the year, one related party transaction took place. A company carries out 
refurbishment work at the academy for the cost of £12,299.92 where the owner of 
the company is father-in-law to the Vice Principal.’ 25 
 
E-ACT must focus its budget on teachers’ salaries if it is to be successful, in 
accordance with the recommendations of the STRB.     
          
The NASUWT has presented detailed evidence of the need for teachers’ pay in E-
ACT to be competitive in order for the Trust to be successful. The NASUWT 

                                            
25

 E-ACT Annual Report and Accounts 2016-17, page 88   
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contends that, given the challenges which E-ACT faces to recruit, retain and 
motivate its teaching workforce, the Trust cannot afford not to award a substantial 
above-inflation pay increase to its teachers. 

 
A substantial above-inflation pay award, as part of a planned process to close the 
gap between the pay of teachers and comparable graduate professions, is needed. 
A single-figure award for one year, outside a planned process, will be insufficient. 
The NASUWT therefore calls on E-ACT to ensure that teachers’ pay will increase to 
at least the real-terms pay levels which this evidence demonstrates is required. 
 




