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‘…those who hope in the LORD will renew their strength.  

They will soar on wings like eagles; they will run and not grow 

weary,  

they will walk and not be faint.’  Isaiah 40:31 
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Definitions within this policy 

Headteacher: For the purpose of this policy, this refers to Executive Headteacher, Headteacher and Heads 
of School (where such powers have been devolved.) 

Teacher: includes all staff qualified and appointed to teach at the school. This includes the leadership team 
and the headteacher, unless otherwise stated  

Teaching and learning responsibility: This is a payment awarded to a classroom teacher for undertaking a 
sustained additional responsibility, for the purpose of ensuring the continued delivery of high-quality 
teaching and learning and for which the teacher is accountable  

Main and upper pay ranges: These are the ranges on which a classroom teacher’s salary will be set  

Leadership group: comprises of an executive headteacher, headteacher, head of school, deputy 
headteachers and assistant headteachers  

Unqualified teachers: where they are appointed they are able to demonstrate that they meet recognised 
standards in the schools in which they are employed. They can do so by learning how to teach with the 
support of skilled colleagues and by becoming a fully qualified professional through a school-based 
portfolio development and assessment process 
 
School: refers to all schools or academies however they are individually named. 
 
CFO: Chief Financial Officer 
 
CEO: Chief Executive Officer 
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Part A – Policy Statement 
 
1 Policy Statement 
This policy aims to set out a clear framework for the management of pay and grading issues for all teachers 
employed across Aquila, The Diocese of Canterbury Academies Trust.  
 
Adopting this policy will; 

- support the recruitment and retention of high-quality teachers  
- enable the Trust to recognise and reward staff for their contributions  
- ensure that pay decisions are made in a fair and transparent way  

 
This policy has been consulted on by staff and relevant trade unions. 
 
As a multi-academy trust, Aquila will use the discretions and flexibilities available within these terms and 
conditions to recruit, reward and retain staff with the skills, experience and aptitudes to meet the needs 
of all children in Aquila schools.   
 
Pay and reward decisions made within the framework set out in the School Teachers’ Pay and Conditions 
Document for Teachers (STPCD) As such, this policy complies with the STPCD..  
When implementing the pay policy, Aquila will abide by; 

 the Employment Relations Act 1999, which establishes a number of statutory work rights  

 the Part-time Workers (Prevention of Less Favourable Treatment) Regulations 2000 and the Fixed-
Term Employees (Prevention of Less Favourable Treatment) Regulations 2002, which requires 
Aquila to ensure part-time and fixed-term workers are treated fairly  

 the Equality Act 2010 which requires schools to have due regard to the need to eliminate 
discrimination and advance equality of opportunity and foster good relations between people who 
share a protected characteristic and those who do not share it  

 the principles of public life which require those conducting the procedures to be objective, open 
and accountable The procedures for addressing grievances in relation to pay are based on the ACAS 
grievance code of practice and are set out in the staff grievance procedures. 

 
Aquila requires all schools within the Academy Trust to ensure that all employees are treated fairly and 
equitably and that pay determinations are managed in an objective, transparent manner whilst taking 
account of the resources available to the school.  
 
Employees who transfer or have transferred into the Trust on more generous terms and conditions than 
those specified in this policy will be protected on those terms in accordance with TUPE regulations. 
 
AIMS OF THE POLICY 
The Aquila Trust Board aims to use the pay policy to; 

 maintain and improve the quality of teaching and learning across schools in the Aquila Trust 

 support individual school’s improvement plans 

 underpin the Aquila Appraisal Policy 

 ensure that all teachers are valued and appropriately rewarded for their work contribution in an 
Aquila school 

 ensure staff are well motivated, supported by positive recruitment and retention policies and staff 
development 

 demonstrate that decisions on pay are fair and equitable and recognise the principals of fair pay 
for like work and work of equal value 

 provide flexibility to recognize individual staff performance linked to pay decisions 
 
Aquila will also consider advice issued by the Department for Education, recognised trade unions and other 
national bodies as appropriate, along with relevant statutory legislation. 

https://www.legislation.gov.uk/ukpga/1999/26/contents
https://www.legislation.gov.uk/uksi/2000/1551/contents/made
https://www.legislation.gov.uk/uksi/2002/2034/contents
https://www.legislation.gov.uk/uksi/2002/2034/contents
https://www.legislation.gov.uk/ukpga/2010/15/contents?
https://www.gov.uk/government/publications/the-7-principles-of-public-life/the-7-principles-of-public-life--2
https://www.acas.org.uk/acas-code-of-practice-on-disciplinary-and-grievance-procedures
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JOB ROLES AND RESPONSIBILITIES 
All members of staff will be provided with a job description outlining the roles and responsibilities of the 
post. This will include the pay range and any additional payments or allowances covered by this policy. 
 
Any significant changes to duties and responsibilities of a post will be subject to a discussion with the 
member of staff with a view to reaching agreement. Where there is a significant change in duties and 
responsibilities of a post a new job description will be issued. 
 
Where the staffing structure of an individual school needs to be changed, resulting in broader changes to 
roles and responsibilities, this will be the subject of consultation (in accordance with the Trust policies on 
re-organisation, redundancy and redeployment) with staff and the recognised trade unions before any 
changes are made and with a view to seeking to agree the changes before new job descriptions are issued. 
 
PAY ASSESSMENT AND PAY REVIEW 
Pay on appointment will be determined with reference to the accountabilities of the role and the skills / 
knowledge required to fulfill the responsibilities of the post to which the individual has been appointed. 
 
All Schools in the Aquila Trust will ensure that every teacher’s salary is reviewed on an annual basis with 
effect from 1st September, no later than 31st October (See section 6) 
 
Any risk to a teacher’s pay progression should be signaled early and reported using the mid-year review 
paperwork including details of additional support to be put in place to support the teacher. 
 
The teacher’s appraisal report will contain a recommendation on pay. The headteacher will be responsible 
for submitting any pay recommendations to the Appraisal / Pay committee of the Local Governing Body, 
supported as appropriate by the review body formed by the CEO for review and moderation of awards to 
ensure consistency and transparency across the Trust. (See section 5) 
 
For 2021 the Government has announced a pay freeze for all public sector workers and it is therefore 
understood that all advisory points and ranges will remain as published for 2020. Should the STRB make a 
recommendation which is reflected in the STPCD, the Trust will honour its recommendation. 
 
Performance related increases, judged against appraisal objectives will be used in this assessment process 
as set out in the appendix to this policy.  In applying the criteria, the school will ensure there is a clear and 
robust link between evidence of performance, as demonstrated through the appraisal process and related 
arrangements. Performance related pay progression will only be made where the evidence demonstrates 
the employee fully meets the criteria unless there have been relevant factors outside the employee’s 
control. However, where good progress has been made against a challenging objective pay progression 
may be awarded. 
 
All employees have a responsibility to play a full and active role in the appraisal process, making positive 
use of coaching opportunities provided to ensure there is appropriate and sufficient evidence available on 
which effective pay decisions can be made.  A wide range of existing evidence from our in-school data, 
monitoring and coaching systems will be used to support our teachers to hold a successful review, staff are 
also welcome to bring any additional material they wish their reviewer to be made aware of 
 
Each school must ensure that employees are informed in a timely manner about any pay determination 
and where an employee lodges an appeal, the appeal process in appendix 5 is followed. 
 
Whilst we understand pay is an important element in the recruitment, recognition and retention of staff, 
Aquila is fully committed to developing effective reward strategies other than pay. In this respect Aquila 
has invested in making regular developmental coaching opportunities available to all staff across schools 
in our Academy Trust as part of a wider learning and development strategy for all.  
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This policy has been developed to comply with the provisions of the School Teachers’ Pay and Conditions 
Documents (STPCD), and , The Education (School Teacher’s Appraisal) (England) Regulations 2012 for 
Teachers and relevant equalities legislation. 
 
This policy explains:  

 The School’s adopted pay framework for Teachers  

 The criteria which will be considered when making pay decisions for teachers 

 The process by which pay determinations / decisions will be made 

 The role of Governors, and the Headteacher with regards to teachers pay decisions 
 
2 Scope 
This Policy applies to all current teaching staff of all schools in Aquila, The Diocese of Canterbury Academies 
Trust.  
 
3 Adoption Arrangements and Date 
All Aquila schools within the Academy Trust will adopt this policy and ensure pay decisions and 
arrangements are fully consistent with the provisions set out within it. 
 
This policy will be reviewed by the Board of Trustees annually or earlier if there is a need.  Where changes 
are proposed this will involve consultation with the recognised unions. 
 

Part B – Framework for Pay Decisions 
 
4 Delegation 

Guidance Note: 
 
Each Aquila school should determine which delegation arrangements apply from the two options 
below.  NOTE – Whichever option is applicable to the individual academy; ALL pay related 
decisions (except overtime/expenses) MUST be subject to minuted governor approval. 
 
In either option there must be clear and appropriate separation of roles, preferably confirmed in 
writing to the individual – the person/body making a pay recommendation must not also be 
responsible for making the pay decision for the same post.  

 
 
Option B 
 
In this School the Governing Body has delegated pay decisions for all employees to a Pay Committee of the 
Governing Body. The Pay Committee will be comprised of three members of a Governing Body who have 
had no previous involvement in the process. 
 
Pay recommendations will be made by the Headteacher for consideration by the Pay Committee. 
 
Pay recommendations for the Headteacher will be made by the Chair of the panel responsible for the 
Headteacher’s appraisal. 
 
Pay appeals will be heard by a panel of three members of a Governing Body who have had no previous 
involvement in the process. 
  
Staff Governors will not be appointed to serve on any Pay Committee or Appeal Committee. 
 

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/920904/2020_STPCD_FINAL_230920.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/920904/2020_STPCD_FINAL_230920.pdf
https://www.legislation.gov.uk/uksi/2012/115/contents/made
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The Terms of Reference for the Governing Body, Pay Committee and Headteacher with regards to pay 
decisions can be found in Appendix 1 of this policy. 
 
5 Moderation  
Aquila will establish a framework for cross-school moderation of pay decisions with a panel of 
representatives from schools within the Academy Trust with a chair appointed from its headteacher group. 
The brief for this panel will be to review all “no pay” progression decisions as well as a sample of proposed 
pay progression decisions and to reach an agreed position prior to confirmation. This is to ensure 
consistency and transparency of pay progression decisions across the Academy Trust.  The Trust will ensure 
sample material is anonymised to ensure confidentiality. 
 
6 Pay progression 
Within Aquila, teachers are employed in accordance with the provisions of the Schools Teacher’s Pay and 
Conditions Document. In reviewing pay ranges in the future the Trust Board will have regard to any changes 
to national pay range contained within contained within the STPCD. The following pay arrangements have 
been agreed by the Trust, using the flexibilities contained within the STPCD. 
 
The Trust will seek to apply any pay award agreed nationally to the pay ranges detailed in this policy. . 
 
All Schools in the Aquila Trust will ensure that every teacher’s salary is reviewed on an annual basis with 
effect from 1st September, and no later than 31st October in alignment with the annual appraisal period. 
Where they will receive a written notification of their pay award. 
 
Pay progression within Main Pay Range and Upper Pay Range will be subject to sustained performance 
towards the next higher pay point meeting the relevant Teacher Standards and appraisal objectives. Where 
a teacher’s performance does not demonstrate a sustained level and is below the Trusts expectation at 
that level of post, the Trust Board may determine that no incremental progression will be awarded in that 
year. (See section 8).  Should a teacher been subject to an in-year action plan but has made required 
improvement then pay progression will continue as expected. 
 
Progression within the Main Pay Range and Upper Pay Range will be subject to a review of the teacher’s 
performance set against the annual appraisal review and the Teachers Standards. (See appendix 3) The 
Trust Board may decide to award one increment for sustained high quality performance in line with Trust 
expectations or two increments where performance has exceeded Trust expectations. For teachers on the 
upper pay range, progression will normally be considered after two years of sustained high-quality 
performance or earlier where performance has exceeded school expectations. 
 
Pay progression will be achieved if the teacher provides evidence to support their request to go  the Upper 
Pay Range. (See section 15) 
 
From September 2021 onwards, teacher’s pay will be negotiated by Unions and School Teacher’s Review 
Body who will determine any increase to the advisory points. 
 
Teachers can reasonably expect to progress up the advisory points within the main range providing they 
meet all of the Teacher’s Professional Standards which includes meeting objectives set as part of 
performance management. 
 
The pay of all eligible Teachers will be reviewed annually * see below 

 
Pay reviews will be completed and individuals normally notified of their pay decision by 31st October for all 
Teachers, including Teachers paid on the Leadership range and by 31st December for Headteachers.  
 
Any pay determination will be backdated to 1st September. 
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(* Teachers are eligible for a pay review if they have completed a year of service.  This is defined as having been 
employed for a minimum of one session per week in 26 weeks in the preceding academic year up to 1st September.  
Periods of sick / maternity / paternity leave and other family statutory leave also qualify towards this service).  
See School teachers’ pay and conditions document 2020 and guidance on school teachers’ pay and conditions - “pay 
decisions must be clearly attributable to the performance of the teacher in question; (7) S.I. 2012/1115. 25 e) continued 
good performance as defined by an individual school’s pay policy should give a classroom or unqualified teacher an 
expectation of progression to the top of their respective pay range; f) a decision may be made not to award progression 

whether or not the teacher is subject to capability proceedings. 
 
7 Notification of pay determinations 
The Chair of the Pay Committee or Headteacher will confirm in writing the pay determination of all teachers 
and notify the school’s payroll /personnel provider of any salary increase.  This will take place after the LGB 
have ratified the pay decision.  In the case of pay decisions relating to the Leadership Team, this will be the 
responsibility of the Chair of the Pay Committee or their delegated representative governor.  This cannot 
be a staff governor. 
 
As required by the STPCD the school will provide teachers with a formal salary statement on an annual 
basis setting out the component elements of their salary.  A duplicate statement, signed by the teacher 
and must be filed in their personnel file and uploaded to their electronic personnel file. 
 
8 Withholding Pay Progression 
Schools should ensure that there is regular feedback to an employee during the course of the year and this 
should include any areas of performance where improvement is required for a positive assessment at the 
end of the appraisal cycle.  
 
Pay progression may be withheld where performance, as evidenced through the appraisal arrangements, 
does not meet the School’s criteria to receive a pay increase.  If a teacher has been subject to an action 
plan in year but has made the required improvement then pay progression will continue as expected. 
 
Employees who are receiving support within the formal stages of the capability procedure will not receive 
pay progression. 
 
Aquila expects all schools within the Academy Trust to have suitable arrangements in place for early 
conversations with employees during the assessment period where performance may not warrant pay 
progression so that this does not come as a surprise to employees.  The Trust CFO must be notified in 
writing of any employee not receiving a pay increment and the reason for this in order that the decision 
can be moderated by a panel (see section 5) 
9 Appeals 
An Employee may seek a review of any pay determination.  
 
Prior to making an appeal an Employee is encouraged to speak informally to their appraiser or Headteacher 
about any concerns they have with regard to the pay recommendation which has been made. 
 
Pay appeals will be heard by a committee of the Governing Body. The arrangements for pay appeals are 
set out in Appendix 5. 
 
10 Equality Considerations 
Aquila is committed to ensuring consistency of treatment and fairness and consequently requires schools 
within the Academy Trust to give full regard to equality and equal pay considerations when making pay 
determinations. The local governing body and the Trust board will monitor the outcomes and impact of 
this policy on an annual basis, including trends in progression across specific groups of staff to assess its 
effect and the school’s continued compliance with equalities legislation.  It is a requirement that the Trust 
report annually to the Government Equalities Office and publish our Gender Pay Gap report on our website. 
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Part C – Pay for Teachers 

 
11 Teachers’ Pay Ranges 
Aquila has determined the pay framework for all teachers employed in schools across the Academy Trust. 
This is attached at Appendix 2. Aquila will review this pay framework annually with effect from 1st 
September to reflect any changes to the national pay framework as set out in the STPCD. 
 
12 Pay on Appointment 
The Pay Committee or Headteacher will determine the appropriate pay range for a teaching post prior to 
advertising.  When determining the pay range consideration will be given to the responsibilities of the post 
and the need to ensure pay is fairly differentiated between roles across the school with differing levels of 
accountability. 
 
On appointment, the Headteacher will determine the starting salary within the pay range to be offered to 
the successful candidate.  Generally, it is anticipated that a teacher will be offered a starting salary in line 
with their existing point/value however schools within the Academy Trust may exercise reasonable 
discretion and take due account of the following factors:  

 The nature and responsibilities of the post 

 The qualifications, skills and experience required 

 The market conditions 

 The wider School context 
 
Where a school is considering an offer below or above the teacher’s existing point/value then full 
consideration of the implications for recruitment/retention and equalities issues will be taken into 
consideration. 
 
Consideration will be given to ensuring that teachers returning to the profession following a career break 
/ time out to care for a family are not placed at a disadvantage in terms of pay offered on appointment. 
 

12.1 Upper Pay Range (UPR) 
Where a teacher has been paid on the Upper Pay Range (UPR) in a previous school or made a successful 
application to move up to the UPR in a previous post there is no obligation for the school to honour this 
assessment and to appoint to the Upper Pay Range. However, full consideration will be given to this by the 
headteacher, within the context of the needs of the school, when determining the starting salary or range. 
 
 
12.2 Early Career Teachers 
Employment of an Early Career Teacher is subject to the satisfactory completion of an induction period in 
accordance with and subject to the Education (Induction Arrangements for School Teachers) 
(Consolidation) (England) Regulations 2001 (2001/2897) (as amended) and /or Educational (Induction 
Arrangements for School Teachers) (Wales) Regulations 2005 (2005/1818) (W.146) (as amended) 
 
Failure to complete the induction period to the satisfaction of the appropriate body as defined in the 
regulations would result in the termination of employment as prescribed in the relevant statutory provision 
as detailed above. 
 
Early Career Teachers (ECTs), in their first year of teaching, will usually be appointed at the minimum of the 
main pay range, however the Headteacher has discretion to appoint at a higher salary in recognition of 
prior skills and experience. 
 
Early Career Teachers who start employment with the school before receiving confirmation of their QTS 
status and completion of the basic skills test will initially be engaged as an Unqualified Teacher and paid 
within the unqualified teacher salary range. 

https://www.legislation.gov.uk/uksi/2001/2897/contents/made
https://www.legislation.gov.uk/uksi/2001/2897/contents/made
https://www.legislation.gov.uk/wsi/2005/1818/contents/made
https://www.legislation.gov.uk/wsi/2005/1818/contents/made
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12.3 Leading Practitioners 
Lead Practitioners will be appointed to roles within the English Hub under DfE guidance.  Other Lead 
Practitioners may be appointed in other school’s subject to the written agreement of the CEO and with 
suitable evidence provided of the role being undertaken. The Lead practitioner will be appointed to a salary 
range and full consideration will be given to the role within the context of the needs of the school and the 
Trust when determining the range. 
 
12.4 Unqualified Teachers 
Unqualified Teachers may be appointed by the school as trainees working towards Qualified Teacher 
status; as instructors with a particular skill, specialist qualification or experience; or, for a maximum of 4 
years only, as an overseas trained teacher (see the Aquila Trust policy on recruitment).  
 
An Unqualified Teacher who gains QTS whilst working within an Aquila school will be transferred  to a new 
contract and salary that equals or exceeds any previous salary and allowances they received as an 
Unqualified Teacher.  
 
12.5 Pay on Appointment (specific circumstances) 
A teacher transferring roles internally within the Trust will continue to be paid the same salary on the Main 
Range or the Upper Pay Range as paid in the previous role 
 
Where a teacher is engaged in two schools simultaneously there is no requirement for them to receive the 
same rate of pay for each employment. 
 
Where a teacher is appointed on a part time basis their salary, allowances and working time will be 
calculated in accordance with the pro rata principle save TLR3 which is paid in full. 
 
Teachers engaged on a supply basis will receive a daily rate equivalent to 1/195 of the annual pay they 
would be entitled to if they were engaged on a regular contract. Supply teachers who work less than a full 
day will receive a proportion of the daily rate pro rata to the hours for which they have been engaged. 
 
13 Discretionary Allowances and Payments for Teachers 
Allowances and additional payments will be determined in accordance with the provisions of the STPCD. 
The Pay Committee / Headteacher may determine on appointment or at any point during employment 
whether any allowance or additional payment is to be made to a Teacher.  Any decision must be ratified 
by the LGB, ensuring accordance with the provisions of the STPCD and provided in writing to the teacher.  
In the case of pay decisions relating to the Leadership Team, this will be the responsibility of the Chair of 
the Pay Committee or their delegated representative governor.  This cannot be a staff governor.  A 
duplicate copy of the letter, signed by the teacher must be filed in their personnel file and uploaded to 
their electronic personnel file. 
 
13.1 Teaching Learning and Responsibility Payments (TLR) 
TLR payments may be awarded to posts which require a teacher to undertake a sustained and significant 
additional responsibility for which s/he is accountable.   
 
The school must make reference to the current criteria and provisions within the STPCD in determining 
which posts will warrant a TLR. 
 
TLR 1 and 2 will be awarded for additional responsibilities undertaken on a permanent basis.  A TLR 3 
payment may be awarded on a temporary basis for clearly time limited School improvement projects or 
externally driven responsibilities.  No safeguarding will be paid when a TLR3 payment ends.  
 
The current values of TLR payments across the Trust are specified in Appendix 2: 
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Where a TLR is awarded the reason, additional payment, and in the case of a temporary TLR3, duration / 
reason will be confirmed in writing to the teacher. 
 
A teacher cannot be in receipt of both a TLR1 and TLR2 but can receive a TLR1 or TLR2 in addition to a TLR3. 
 
Teachers on the Leadership, Leading Practitioner or Unqualified Teacher ranges cannot receive a TLR 
payment. 
 
13.2 Recruitment and Retention Payments 
Additional payments may be awarded as an incentive for the recruitment or retention of a teacher in 
accordance with the criteria and provisions of the STPCD.  Such payments may be made as a lump sum or 
as a periodic / recurring payment.   
 
Other financial assistance may be awarded at the discretion of the school – for example full or partial 
reimbursement of travel / relocation costs. 
 
When awarding such additional payments the reason / duration and end or review date will be confirmed 
in writing to the employee. 
 
A school within the Academy Trust that is considering making a Recruitment and Retention payment, must 
first discuss the reason with the Chief Financial Officer at Aquila prior to making the offer. 
 
A Headteacher, Deputy, Assistant Headteacher or Unqualified Teacher, may not receive a recruitment and 
retention payment unless they are already in receipt of such a payment under previous STPCD, with the 
exception of reasonable housing or relocation expenses incurred by the Leadership Group. 
 
13.3 Special Educational Needs Payment (SEN) 
SEN allowances will be awarded in accordance with the criteria and provisions set out in the STPCD. 
 
The current value of SEN Payments in the Trust are specified in Appendix 2. 
 
A Leading Practitioner or Unqualified Teacher cannot receive a SEN payment. 
 
13.4 Additional Payments 
An Aquila school may, at its discretion, make additional payments to a teacher in respect of the following 
activities (any such agreement must be in writing, referring specifically to these points, to be effective): 
 

 Continuing professional development undertaken outside of the School day 

 Participation in out of School learning activities agreed between the teacher and Headteacher 

 Additional responsibilities and activities related to the provision of services to raise the educational 
standards in other Schools 

 Activities relating to the provision of Initial Teacher Training (ITT). 
 
Cash Awards 
The Governing Body / Headteacher may at its discretion make a cash award/ honorarium to recognise 
members of support staff who have undertaken a specific task or project. In our Trust cash awards can be 
awarded up to the value of £500  
 
Any decision must be ratified by the LGB, ensuring accordance with the provisions of the STPCD and 
provided in writing to the teacher.  In the case of pay decisions relating to the Leadership Team, this will 
be the responsibility of the Chair of the Pay Committee or their delegated representative governor.  This 
cannot be a staff governor.  A duplicate copy of the letter, signed by the teacher must be filed in their 
personnel file and uploaded into their electronic personnel file 
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13.5 Additional Payments to Unqualified Teachers  
An unqualified teacher will not be awarded any Teaching and Learning Responsibility payment in 
accordance with the School Teachers’ Pay and Conditions Document. They may however receive an 
additional payment if they possess qualifications or experience relevant to the role which they are asked 
to assume. Any decision surrounding this must be ratified by the LGB, ensuring accordance with the 
provisions of the STPCD and provided in writing. A duplicate copy of the letter, signed by the teacher must 
be filed in their personnel file and uploaded into their electronic personnel file. 
 
14 Pay Progression for Classroom Teachers 
Decisions regarding progression will be made with reference to the teacher’s appraisal report and the 
recommendations it contains.  Sustained good performance evidenced through the appraisal process, will 
give the teacher an expectation of progression to the top of their current pay range. 
 
The Trustees have determined the criteria for pay progression for each of the pay ranges. The criteria 
reflect the Teaching Standards and expectations appropriate to the career stage and seniority of the 
Teacher. 
 
Aquila’s criteria for pay progression for each of the pay ranges can be found in Appendix 3. 
 
Where the evidence demonstrates a teacher is meeting the performance expectations in their school it is 
usual that they will receive the appropriate pay progression.   
 
In the case of teachers paid on the upper pay range pay progression will be awarded subject to meeting 
and sustaining the performance expectations for pay progression over a  period as exampled in Appendix 
3. 
 
For September 2021 only in light of government pay announcements, in the case of ECTs whose appraisal 
arrangements are different, pay decisions will be made with reference to evidence from the statutory 
induction process.  Whilst ECTs have no automatic entitlement to pay progression on completion of their 
induction period if they have successfully completed their ECT year they will progress to the next advisory 
point, subject to a satisfactory completion of an induction period as outlined in section 12.2. 
 
The amount awarded in pay progression will be determined annually with reference to any pay uplift stated 
in the STPCD.  The schools pay progression arrangements are in Appendix 2. 
 
In circumstances where a teacher does not receive pay progression, it should not come as a surprise 
because the teacher will have received feedback and support to improve their performance prior to this 
point.   Further appropriate feedback will be provided explaining the reasons for this decision and how 
any developmental issues can be addressed (see section 5).  

 

15 Upper Pay Range (UPR) Applications 
A qualified teacher may apply to be paid on the Upper Pay Range (UPR) following pay progression to the 
maximum value of the Main Pay Range. 
 
Additionally, a teacher may also apply for progression to the Upper Pay Range without the requirement to 
have attained the maximum value of the Main Pay Range if they have met the criteria set out in section 
15.1.  
 
It is the responsibility of the teacher to decide whether they wish to apply to be considered for progression 
to the Upper Pay Range. Applications for the upper pay range will only be made once a year using the 
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Upper Pay Range Application Form which must be submitted to the Headteacher.  All Upper Pay Range 
decisions will be made by the Headteacher.   
 
Any decision must be ratified by the LGB, ensuring accordance with the provisions of the STPCD and 
provided in writing to the teacher.  A duplicate copy of the letter, signed by the teacher must be filed in 
their personnel file and uploaded into their electronic personnel file. 
 
A teacher may only submit one application in each academic year for progression to the Upper Pay Range 
(UPR) and this must be received by the 31st October in each year.  
 
In assessing the application, the Headteacher will have regard to all relevant evidence including the 
outcome of the two most recent appraisal reviews. Teachers who have had statutory family related leave 
and/or significant period of absence from work may submit additional evidence from the appraisal cycles 
immediately prior to their period of absence to demonstrate how they meet the criteria for progression. 
 
Where a teacher is simultaneously employed at two or more schools, they are required to submit separate 
applications for each employment.  An Aquila school will not be bound by any Upper Pay Range [UPR] 
progression decision made by another school whether within or outside Aquila as the expectations and 
responsibilities may be sufficiently different. 
 
15.1 Criteria for Progression to the Upper Pay Range [UPR] 
To progress to the Upper Pay Range in an Aquila school a teacher will be required to demonstrate that they 
have consistently made good progress towards their appraisal objectives over the two most recent 
appraisal cycles. 
 
In addition, s/he will need to demonstrate that: 

 S/he is highly competent in all elements of the professional standards 

 Their achievements and contributions to the school are substantial and sustained 
 
Appendix 3 sets out how the school will interpret whether a teacher meets the criteria to progress to the 
Upper Pay Range.  
 
15.2 Procedure for assessing Upper Pay Range [UPR] Applications 
The Headteacher will assess the teacher’s application against the school’s criteria and advise him / her in 
writing as soon as possible and usually within 15 working days whether the application has been successful. 
 
Where the application is successful the teacher will progress to the minimum value of the Upper pay range 
from the 1st September. In the event that the successful application was submitted after the start of the 
school year but before the 31st October, the award will be backdated to the 1st September of that year.  
 
Where an application is unsuccessful the teacher will receive feedback (as soon as reasonably practicable 
and usually within 10 working days) on the reasons for the decision from the Headteacher.  A teacher may 
appeal against an unsuccessful application by following the school’s pay appeal process detailed in 
Appendix 5. 
 
16 Absence during the pay review cycle 
A teacher returning from maternity leave will be given any pay increase they would have received had they 
not been on maternity leave.  The same approach is appropriate where an absence has been for disability 
related reasons. 
 
Adjustments will be made to the pay review process where a teacher has had a significant period of absence 
due to family related leave, long term sick leave or disability related absence. The exact adjustments will 
be made on a case-by-case basis, depending on the individual’s circumstances and the school’s 
circumstances following discussion with the teacher. 
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The length and impact of the absence on the teacher’s ability to achieve his/her objectives will be 
considered in the assessment at the end of the appraisal cycle. 
 
Where a teacher has been absent for some or all of the assessment period, an assessment may be based 
on performance during any periods of attendance and/or prior performance.  Evidence from the appraisal 
cycles immediately prior to the period of absence may also be considered.  
 
Appraisal objectives may also be reviewed prior to a planned period of absence to ensure that they are 
realistic for the period during which the teacher will be at work.   
 
17 Other Pay Considerations for Teachers  
 
17.1 Salary Safeguarding 
Where a TLR1 / TLR2 or other allowance is withdrawn as a result of organisational change, salary 
safeguarding will be paid for up to 3 years in accordance with the provisions of the STPCD. 
 
The Headteacher may require a Teacher in receipt of safeguarding to undertake reasonable duties 
commensurate with the value of the safeguarded sum. In line with the STPCD if the safeguarded sum 
exceeds £500 the teacher’s assigned duties must be reviewed and additional duties (as reasonably) 
assigned. If the teacher unreasonably refuses the assigned duties they risk losing their safeguarded sum. 

 
Part D – Pay for Leadership Teachers 
 
18 Leadership Pay Range 
The pay framework for teachers paid on the Leadership Pay Range is detailed in Appendix 2.  
 
The Trust Board of Trustees will review the pay framework for Leadership Teachers annually with effect 
from 1st September to reflect any changes to the national pay framework as set out in the STPCD. 
 
19 Pay on Appointment 
 
19.1 Headteacher/ Head of School 
The CEO and Local Governing Body will review the Headteacher group size whenever it proposes to appoint 
a new Headteacher.  The Headteacher group size will be calculated in accordance with the provisions of 
the STPCD. 
 
The Governing Body Headteacher Recruitment Panel, including the CEO, will identify a pay range, within 
the relevant Headteacher group size for the School taking into consideration the permanent 
accountabilities of the post to which the Headteacher will be appointed in line with the STPCD.   
 
In determining the pay range consideration will be given to: 

 The specific requirements of the post 

 The School context and challenge (e.g. a school causing concern) 

 The complexity of the post 

 The requirement to recruit and retain appropriate candidates 

 The headteacher has additional permanent responsibilities and activities due to, or in respect of, 
the provision or services relating to the raising of educational standards to one or more additional 
school 

 Affordability and comparable salary benchmarking 
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However, the Governing Body, in consultation with Aquila, may consider using its discretion to determine 
a range up to 25% greater in value than the maximum group size for the School should the circumstances 
warrant. 
 
Exceptionally the Local Governing Body, following consultation with Aquila may determine a pay range 
which exceeds the 25% ceiling but only after considering the full business case, having followed a robust, 
evidence-based process and are reflective of the individual’s role and responsibility, while also having 
sought external/ independent advice in consultation with the CFO. 
 
In determining the salary range for the Headteacher, the pay and ranges of other staff will also be taken 
into account to ensure appropriate differentials are maintained between posts of differing responsibility. 
 
On appointment, the Governing Body Headteacher Recruitment Panel will determine the appropriate 
starting salary and pay range to be offered to the successful candidate.   
 
19.2 Deputy and Assistant Headteacher 
The Governing Body / Pay Committee, in consultation with the CEO, will determine the appropriate pay 
range for other Leadership posts within the school prior to advertising in line with the STPCD. 
 
Consideration will be given to the accountabilities of the role, challenges of the post and any potential 
recruitment issues when determining the pay range. 
 
The maximum of the Deputy or Assistant’s range will not exceed the maximum of the Headteacher range 
and will only overlap that of the Headteacher in exceptional circumstances. 
 
When determining the pay ranges of Leadership posts, consideration will also be given to the respective 
levels of accountability and the need to ensure pay is fairly differentiated between Leadership roles across 
the School with differing levels of responsibility and between teaching and Leadership posts. 
 
On appointment the Governing Body / Pay Committee will determine the starting salary to be offered 
within the identified pay range ensuring there is appropriate scope for performance related pay 
progression over time 
 
 
 
20 Pay Progression for Leadership Teachers 
Decisions regarding the pay progression of Leadership Teachers will be made with reference to their 
appraisal report and the recommendations it contains. 
 
Sustained performance as evidenced through the appraisal arrangements should give the Leadership 
Teacher the expectation of progression through the range. 
 
Pay reviews will take place no later than 31st December for the Headteacher and by 31st October for all 
other Leadership Teachers. Any pay increase will be backdated to 1st September. 
 
The Pay Committee will seek the guidance of an external professional advisor or external reports with 
regards to the school’s overall progress when determining the appropriate pay progression for the 
Headteacher and other Leadership Teachers.  
Aquila has determined the criteria for pay progression for teachers paid on the Leadership pay range. The 
criteria reflect expectations appropriate to the career stage and seniority of the Leadership Teacher. These 
criteria are set out in Appendix 4. 
 
The amount awarded in pay progression will be determined annually with reference to any pay uplift stated 
in the STPCD.   
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The schools pay progression arrangements for the Leadership Pay Range are in Appendix 2. 
 
21 Absence during the pay review cycle 
Please refer to paragraph 16 above. 
 
22 Other considerations regarding the pay of Leadership Teachers 
All payments made under this section must be confirmed in writing with the reason for the payment and 
any relevant conditions such as temporary period clearly stated. 
 
Any decision must be ratified by the LGB, ensuring accordance with the provisions of the STPCD and 
provided in writing to the teacher.  A duplicate copy of the letter, signed by the teacher must be filed in 
their personnel file and uploaded into their electronic personnel file 
 
22.1 Re-determination of Leadership Ranges 
The Trustees may re-determine the pay range of any Leadership Teacher in post should it be considered 
necessary where there has been a significant change in the permanent accountabilities of the post. 
 
This may include circumstances where post holders take on additional accountabilities for more than one 
school on a permanent basis.  Details of these additional responsibilities will be covered in the variation of 
contract letter. 
 
Any decision must be ratified by the LGB, ensuring accordance with the provisions of the STPCD and 
provided in writing to the teacher.  A duplicate copy of the letter, signed by the teacher must be filed in 
their personnel file and uploaded into their electronic personnel file 
 
22.2 Temporary Payments to a Headteacher 
The Governing Body may determine that an additional temporary payment be made to a Headteacher for 
time limited responsibilities / duties additional to the substantive post for which their salary has been 
determined.  This may, following consultation with the appropriate Aquila Officer, include circumstances 
in which a Headteacher is temporarily accountable for the leadership of another school (e.g. as an Executive 
Headteacher). Details of these additional responsibilities will be covered in the variation of contract letter. 
 
Any such payment should not exceed 25% of the Headteacher’s annual salary.  The total of all discretionary 
payments in any one year should not be more than 25% above the ceiling of the Executive Headteacher 
group size for the School.   
 
It is envisaged that any such temporary payment will be within the 25% flexibility permitted by the STPCD.  
In the event it exceeds this, the Governing Body would seek external independent advice in line with the 
STPCD.  
 
Any decision must be ratified by the LGB, ensuring accordance with the provisions of the STPCD and 
provided in writing to the headteacher.  A duplicate copy of the letter, signed by the Headteacher must be 
filed in their personnel file and uploaded into their electronic personnel file 
 
22.3 Acting Allowances 
An Acting Allowance may be payable to individuals who are assigned to carry out the duties of an 
Executive/Headteacher, Deputy or Assistant Executive/Headteacher on a temporary basis.   Details of these 
additional responsibilities will be covered in the variation of contract letter. 
 
Payment of an acting allowance will be at the discretion of the Governing Body. Consideration as to 
whether to pay an acting allowance will be made within 4 weeks of the start of the additional duties.   
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Where it is determined that an acting allowance should be paid this will be at a rate no less than the 
minimum of the pay range of the substantive post holder and will be backdated to the start of the additional 
duties. 
 
Any decision must be ratified by the LGB, ensuring accordance with the provisions of the STPCD and 
provided in writing to the teacher.  A duplicate copy of the letter, signed by the staff member must be filed 
in their personnel file and uploaded into their electronic personnel file 
 
22.4 Discretionary Allowances for Leadership Teachers 
Leadership Teachers may not receive a recruitment and retention payment – any payments with regards 
to recruitment and retention should be taken into consideration when determining the individual’s 
substantive pay range and salary at the time of appointment. 
 
The Governing Body, following consultation with an appropriate Aquila officer may at its discretion 
consider reimbursing housing or relocation costs.  
 
Any decision must be ratified by the LGB, ensuring accordance with the provisions of the STPCD and 
provided in writing to the teacher.  A duplicate copy of the letter, signed by the staff member must be filed 
in their personnel file and uploaded into their electronic personnel file 
 
22.5 Salary Safeguarding 
Where the pay range of a Leadership Teacher is reduced as a result of organisational change, all salary 
safeguarding arrangements of the STPCD will apply. 
 
A Teacher in receipt of safeguarding is expected to undertake reasonable duties commensurate with the 
value of the safeguarded sum. In line with the STPCD if the safeguarded sum exceeds £500 the teacher’s 
assigned duties may be  reviewed and additional duties (as reasonably) assigned. If the teacher 
unreasonably refuses the assigned duties they risk losing their safeguarded sum. This does not apply to 
TLRs – see Section 17.1 

  



17 
 

Appendix 1: Terms of Reference 
 
Aquila 
It is the role of Aquila to:  

 establish the Academy Trust’s pay policy, including the criteria and framework for pay decisions 
including moderation across the Academy Trust and to review these provisions annually 

 determine the annual budget for pay and any uplift to be applied to the school’s pay ranges for 
teachers.  It will be assumed when the budget is set that every teacher might achieve pay 
progression.  

 
The Multi Academy Trust Board 
It is the role of the Trust Board to: 

 determine the pay policy for application across the Trust 

 determine which functions are to be delegated to the Pay Committee / Headteacher 

 monitor the application and effectiveness of the policy, ensuring pay decisions are linked to 
evidence of performance and the criteria for pay progression are applied consistently, fairly and 
objectively 

  ensure the schools across the Trust meet their statutory and contractual obligations with regards 
to pay 

 ensure all pay progression decisions are made within the budgets set for this purpose 
 
Pay Committee (or Local Governing Body where the authority to make pay decisions has been delegated) 
It is the role of the Pay Committee to: 

 determine the pay progression to be awarded to individual Employees 

 apply the criteria set out in this policy and consider fully any recommendations made by the 
Executive/Headteacher regarding an individual’s pay  

 ensure all employees are made aware of the outcome of their individual pay review in writing 

 record the reasons for the pay decisions taken  

 report summary information regarding pay decisions to the full Governing Body as required 
 
Where pay decisions are made by a Pay Committee – the Headteacher may provide professional advice 
and guidance to the panel to assist with decision making. 
 
Local Governing Body 
It is the role of the LGB to: 

 ensure employees are appraised in accordance with Trust policy 

 make written recommendation to the Pay Committee (if appropriate) or Headteacher where pay 
recommendations have been delegated to the line manager / appraiser regarding an individual’s 
pay with reference to the criteria for pay progression within the School 

 ensure that appropriate written records are kept of appraisal discussions – including targets set 
and any progress / review meetings 

 undertake moderation of pay recommendations to ensure consistency and fairness across staff 
groups 

 
In the case of the Headteacher, where pay decisions are made by a Pay Committee – to provide 
professional advice and guidance to assist with decision-making. 
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Appendix 2: Pay Framework for Teachers and Leadership Teachers 
The School Teachers Pay and Conditions Document states “…a teacher on the main pay range must be paid such salary 
within the minimum and maximum of the main pay range. At Annex 3, advisory pay points for the main pay range are 
set out to support decisions about pay for teachers on the pay range.  
While the advisory points are advisory and not mandatory and all decisions relating to pay progression must continue 
to be based on performance.”  
 

It is the decision of the Trust that from 1st September 2021, Teachers and Leadership Teachers will be paid 
in accordance within the framework of advisory points.  The salary details will be updated when the STPCD 
is published. 
 
The Trust has established the following six point and three point pay range for classroom teacher posts on 
the main pay range and the upper pay range: 
 

Classroom teacher pay scale 

Group England (£) 

Main pay range 

1 (min) 25,714 

2 27,600 

3 29,664 

4 31,778 

5 34,100 

6 (max) 36,961 

Upper pay range 

1 (min) 38,690 

2 40,124 

3 (max) 41,604 

 
The Trust has established the following 18 point pay scale range for leading practitioner posts: 

Leading practitioner pay scale 

Group England (£) 

1 (min) 42,402 

2 43,465 

3 44,550 

4 45,658 

5 46,796 

6 47,969 

7 49,261 

8 50,397 

9 51,656 

10 52,983 

11 54,357 

12 55,610 

13 57,000 

14 58,421 
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15 59,875 

16 61,467 

17 62,878 

18 (max) 64,461 

 
The Trust has established the following six point pay scale for unqualified teacher posts: 

Unqualified teacher pay scale (England) 

Group Amount (£) 

1 (min) 18,419 

2 20,532 

3 22,644 

4 24,507 

5 26,622 

6 (max) 28,735 

 
 
Leadership Group 
 
Guidance note: Schools, with Trust agreement, are to identify ranges for Headteacher, Head of School, 
Deputy and [where relevant] Assistant Headteacher appropriate to the group size of the school and taking 
account of appropriate differentials 
 
Staff members within the leadership group, including headteachers, deputy/assistant headteachers and 

members of the school’s SLT, will be paid within the following range: 

Leadership group pay range – annual salary (£) 

Minimum 42,195 

Maximum 117,197 

In accordance with section 6 of the STPCD, the headteacher’s salary will be calculated by using the number 

of pupils at the school (the total unit score) to determine the appropriate headteacher group.  

Ranges for Headteachers 

 Group Range of Spine points Salary range 

1 L6 – L18 £47,735 - £63,508 
2 L8 – L21 £50,151 - £68,347 
3 L11 – L24 £54,091 - £73,559 
4 L14 – L27 £58,135 - £79,167 
5 L18 – L31 £64,143 - £87,313 
6 L21 – L35 £69,031 - £96,310 
7 L24 – L39 £74,295 - £106,176 
8 L28 – L43 £81,942 - £117,197 
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SPINE POINT 
1 SEPT 2020 TO 31 
AUG 2021 

1 SEPT 2021 TO 31 
AUG 2022 

L1 £42,195 £42,195 

L2 £43,251 £43,251 

L3 £44,331 £44,331 

L4 £45,434 £45,434 

L5 £46,566 £46,566 

L6 £47,735 £47,735 

L7 £49,019 £49,019 

L8 £50,151 £50,151 

L9 £51,402 £51,402 

L10 £52,723 £52,723 

L11 £54,091 £54,091 

L12 £55,338 £55,338 

L13 £56,721 £56,721 

L14 £58,135 £58,135 

L15 £59,581 £59,581 

L16 £61,166 £61,166 

L17 £62,570 £62,570 

L18 £64,143 £64,143 

L19 £65,735 £65,735 

L20 £67,364 £67,364 

L21 £69,031 £69,031 

L22 £70,745 £70,745 

L23 £72,497 £72,497 

L24 £74,295 £74,295 

L25 £76,141 £76,141 

L26 £78,025 £78,025 

L27 £79,958 £79,958 

L28 £81,942 £81,942 

L29 £83,971 £83,971 
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L30 £86,061 £86,061 

L31 £88,187 £88,187 

L32 £90,379 £90,379 

L33 £92,624 £92,624 

L34 £94,914 £94,914 

L35 £97,273 £97,273 

L36 £99,681 £99,681 

L37 £102,159 £102,159 

L38 £104,687 £104,687 

L39 £107,239 £107,239 

L40 £109,914 £109,914 

L41 £112,660 £112,660 

L42 £115,483 £115,483 

L43 £117,197 £117,197 
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Allowances 
 
In Aquila schools the range and values for TLR payments and SEN allowances are set below.  Salary details 
will be updated when the STPCD is published: 
 

TLR 
 Minimum Maximum 

TLR1 Range £8291 £14030 

TLR2 Range £2873 £7017 

TLR3 Range £571 £2833 

 
 

SEN Allowance 
 Minimum Maximum 

Range  £2270 £4479 

 
Aquila will consider annually the increase to be applied to any allowances in payment.  Any increase will be 
consistent with the percentage increase applied to allowances as set out in the STPCD.  
 

Pay Progression 
 
Aquila will review the pay framework for all teachers with effect from 1st September annually to reflect the 
provisions of the STPCD and will increase the range in line with any uplift of the values stated in the STPCD. 
 
Any teacher paid on the minimum of the pay range will progress to the new minimum value. 
 
Any teacher paid the maximum of the pay range may progress to the new maximum subject to meeting 
the school’s criteria for pay progression. 
 
The above framework for progression applies to all teachers, including Leadership Teachers 
 
Progression will follow as an increase from one advisory point to the next each year until the top is 
reached unless the teacher is not meeting the teacher’s professional standards or is subject to capability 
(see section 8 – Withholding Pay Progression).  
 
 



 

 

Appendix 3: Pay Progression for the Main & Upper Pay Range - The Teachers Standards Career Stage Expectations Grid. 
 
Examples of Evidence 
To be fair and transparent, assessments of performance will be properly rooted in evidence.  
 

- The evidence we may use will include: 
- Assessment against Appraisal Objectives 
- Assessment against Teachers’ Standards 
- Classroom observations 
- Self-assessment and peer review 
- Relevant pupil progress/ attainment data 
- Relevant information relating to other pupil outcomes 
- Evidence of wider impact on school improvement 
- Significant contribution to development of school/ Trust policy and/ or practice 
- Significant support to colleagues in other Aquila schools 

 
Main and Upper Pay Range  
 

The purpose of the Teachers Standards Career Stage Expectations Grid is to provide a transparent method of determining pay progression through the Main and Upper Pay Ranges, via the use 

of each school’s ‘Coaching into Appraisal’ Process. 

 
The criteria are arranged under a number of subheadings which are taken directly from the DfE Teaching Standards 2012. The Teaching Standards are split into two parts: ‘Teaching’ and ‘Personal 

and Professional Conduct’. The criteria under each relevant career stage are consistent with what should reasonably be expected of a teacher at that stage of their career. These criteria will be 

evidenced using both quantitative and qualitative data which will be used in appraisal of teacher performance. It is assumed that teachers will have continued to meet existing criteria at previous 

stages. Any performance issues will be dealt with using the Trusts Capability Procedure. It is expected that teachers on the main range will have embedded all aspects to be achieving the higher 

band. 

 
Teachers make the education of their pupils their first concern, and are accountable for achieving the highest possible standards in work and conduct. Teachers act with honesty and integrity; 

have strong subject knowledge, keep their knowledge and skills as teachers up-to-date and are self-critical; forge positive professional relationships; and work with parents in the best interests 

of their pupils. In bold is the standard, the points under each are to help track progress against the standard. It is expected that all staff will strive to achieve the Trust’s vision and statement of 

purpose. 



 

 

 Standard 1 
Entry Stage Consolidating Stage Embedded Stage Exemplary Stage 

M1 M2 M3-4 M5-6 UPS1 UPS2 UPS3 

Part one: Teaching 

A teacher must: 
1.  Set high expectations 

which inspire, motivate and 
challenge pupils 

 
Establish a safe and stimulating 

environment for pupils, rooted 

in mutual respect 

 
Set goals that stretch and 

challenge pupils of all 

backgrounds, abilities and 

dispositions 

 
Demonstrate consistently the 

positive attitudes, values and 

behaviour which are expected of 

pupils. 

 
 

NB – the quality of teaching will be 
judged from evidence over time, not from 
individual lessons. 

   Majority of 

teaching will be 

good and all 

lessons will have 

good features. 

Some lessons may 

still require 

improvement and 

staff will be 

supported during 

their probationary 

year to achieve 

consistently good 

teaching. 

 
  All lessons will 

maintain a quick 

pace and will 

include active and 

collaborative 

learning 

techniques to 

involve all. 

  All teaching good. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
  All lessons will 

maintain a quick 

pace and will 

include active and 

collaborative 

learning 

techniques to 

involve all. 

   All teaching good 

with some regular 

emerging 

outstanding 

features. 

 

 

 

 

 

 

 

 

 

 
  All lessons will 

maintain a quick 

pace and will 

include active and 

collaborative 

learning 

techniques to 

involve all. 

  All teaching good 

with many 

outstanding 

features. 

 

 

 

 

 

 

 

 

 

 

 
  All lessons will 

maintain a quick 

pace and will 

include active and 

collaborative 

learning 

techniques to 

involve all. 

  All teaching good 

with some 

outstanding 

teaching. 

 

 

 

 

 

 

 

 

 

 

 
  All lessons will 

maintain a quick 

pace and will 

include active and 

collaborative 

learning 

techniques to 

involve all. 

 
  Wow factor - awe 

and wonder 

teaching 

  Many regular 

outstanding 

lessons with all 

teaching at least 

good. 

 

 

 

 

 

 

 

 

 

 
  All lessons will 

maintain a quick 

pace and will 

include active and 

collaborative 

learning 

techniques to 

involve all. 

 
  Wow factor - awe 

and wonder 

teaching 

  Majority teaching 

outstanding and 

every lesson at 

least good with 

outstanding 

features. 

 

 

 

 

 

 

 

 

 
  All lessons will 

maintain a quick 

pace and will 

include active and 

collaborative 

learning 

techniques to 

involve all. 

 
  Wow factor - awe 

and wonder 

teaching 



 

 

Standard 2 
Entry Stage Consolidating Stage Embedded Stage Exemplary Stage 

M1 M2 M3-4 M5-6 UPS1 UPS2 UPS3 

2.  Promote good progress 

and outcomes by pupils  

Be accountable for pupils’ 

attainment, progress and 

outcomes 

 
Be aware of pupils’ capabilities 

and their prior knowledge, and 

plan teaching to build on these 

 
Guide pupils to reflect on the 

progress they have made and 

their emerging needs 

 
Demonstrate knowledge and 

understanding of how pupils 

learn and how this impacts on 

teaching 

 
Encourage pupils to take a 

responsible and conscientious 

attitude to their own work and 

study. 

 
NB – pupil progress tracking point scores 
will be calculated without complex SEND 
children included 
Where the child carries ‘top up’ funding/ 

significant developmental needs identified. 

   Pupil progress will 

be good: all children 

in the class will 

make at least 

expected progress. 

  Pupil progress will 

be good: all children 

in the class will 

make at least 

expected progress 

with a minimum of 

10% making better 

than expected 

progress. 

 
 
 
  Take full 

responsibility for 

the progress of all 

pupils in the class, 

reflecting on 

success of 

provision and 

adapting to 

achieve progress. 

  Pupil progress will 
be good: all 
children in the 
class will make at 
least expected 
progress with a 
minimum of 20% 
making better 
than expected 
progress. 

 
 
  Take full 

responsibility for 
the progress of all 
pupils in the class, 
reflecting on 
success of provision 
and adapting to 
achieve progress. 

 
 
   Where gaps in 

attainment between 
different groups of 
pupils exist, these 
will be narrowed as 
per cohort targets in 
the Pupil Progress 
and Target Setting 
Discussion minutes. 

  Pupil progress will 
be good: all children 
in the class will 
make at least 
expected progress 
with a minimum of 
20% making better 
than expected 
progress. 

 
 
 
  Take full 

responsibility for 
the progress of all 
pupils in the class, 
reflecting on 
success of 
provision and 
adapting to 
achieve progress. 

 
   Where gaps in 

attainment between 
different groups of 
pupils exist, these 
will be narrowed as 
per cohort targets in 
the Pupil Progress 
and Target Setting 
Discussion minutes. 

  Pupil progress will 

be outstanding: all 

children in the class 

will make at least 

expected progress 

with a minimum of 

30% making better 

than expected 

progress. 

 

 

  Take full 

responsibility for 

the progress of all 

pupils in the class, 

reflecting on 

success of 

provision and 

adapting to 

achieve progress. 

 
   Where gaps in 

attainment between 

different groups of 

pupils exist, these 

will be narrowed as 

per cohort targets in 

the Pupil Progress 

and Target Setting 

Discussion minutes. 

  Pupil progress will 

be outstanding: all 

children in the class 

will make at least 

expected progress 

with a minimum of 

30% making better 

than expected 

progress. 

 

 

  Take full 

responsibility for 

the progress of all 

pupils in the class, 

reflecting on 

success of provision 

and adapting to 

achieve progress. 

 
 
   Where gaps in 

attainment between 

different groups of 

pupils exist, these 

will be narrowed as 

per cohort targets in 

the Pupil Progress 

and Target Setting 

Discussion minutes. 

  Pupil progress will 

be outstanding: all 

children in the class 

will make at least 

expected progress 

with a minimum of 

30% making better 

than expected 

progress. 

 

 

  Take full 

responsibility for the 

progress of all 

pupils in the class, 

reflecting on 

success of provision 

and adapting to 

achieve progress. 

 
 
   Where gaps in 

attainment between 

different groups of 

pupils exist, these 

will be narrowed as 

per cohort targets in 

the Pupil Progress 

and Target Setting 

Discussion minutes. 



  

 

 

Standard 3 
Entry Stage Consolidating Stage Embedded Stage Exemplary Stage 

M1 M2 M3-4 M5-6 UPS1 UPS2 UPS3 

3 Demonstrate good subject and 

curriculum knowledge  

    Have a secure knowledge of the 

relevant subject(s) and 

curriculum areas, foster and 

maintain pupils’ interest in the 

subject, and address 

misunderstandings 

Good knowledge of 

the national 

curriculum and 

relevant 

frameworks. 

Good knowledge of 

the national 

curriculum and 

relevant 

frameworks. 

Outstanding 

knowledge of the 

national curriculum 

and relevant 

frameworks. 

Outstanding 

knowledge of the 

national curriculum 

and relevant 

frameworks. 

Outstanding 

knowledge of the 

national curriculum 

and relevant 

frameworks. 

Outstanding 

knowledge of the 

national curriculum 

and relevant 

frameworks. 

Outstanding 

knowledge of the 

national curriculum 

and relevant 

frameworks. 

    Demonstrate a critical 

understanding of developments 

in the subject and curriculum      

areas, and promote the value of 

scholarship 

       

   Demonstrate an understanding 

of and take responsibility for 

promoting high standards of 

literacy, articulacy and the 

correct use of standard 

English, whatever the teacher’s 

specialist subject 

       

    If teaching early reading, 

demonstrate a clear 

understanding of systematic 

synthetic phonics 

       

    If teaching early mathematics, 

demonstrate a clear 

understanding of appropriate 

teaching strategies. 

       



  

 

Standard 4 
Entry Stage Consolidating Stage Embedded Stage Exemplary Stage 

M1 M2 M3-4 M5-6 UPS1 UPS2 UPS3 

4 Plan and teach well-

structured lessons 

Impart knowledge and 

develop understanding 

through effective use of 

lesson time 

 
Promote a love of learning and 

children’s intellectual curiosity 

Planning follows 

academy policies. 

 
Homework and out of 

class activities 

consolidate, extend 

and promote a love 

of learning. 

 

 

 
A rapidly increasing 

proficiency in 

planning for and 

delivering accurate 

differentiation 

throughout every 

lesson, using a range 

of approaches. 

Planning follows 

academy policies. 

 
Homework and out of 

class activities 

consolidate, extend 

and promote a love 
of learning. 

Planning follows 

academy policies. 

 
Homework and out of 

class activities 

consolidate, extend 

and promote a love 
of learning. 

Planning follows 

academy policies. 

 
Homework and out of 

class activities 

consolidate, extend 

and promote a love 
of learning. 

Planning follows 

academy policies. 

 
Homework and out of 

class activities 

consolidate, extend 

and promote a love 
of learning. 

Planning follows 

academy policies. 

 
Homework and out of 

class activities 

consolidate, extend 

and promote a love 
of learning. 

Planning follows 

academy policies. 

 
Homework and out of 

class activities 

consolidate, extend 

and promote a love 
of learning. 

Set homework and plan other 

out-of-class activities* to 

consolidate and extend the 

knowledge and understanding 

pupils have acquired 

 
Reflect systematically on the 

effectiveness of lessons and 

approaches to teaching 

 
Proficient in planning 

for and delivering 

accurate 

differentiation 

throughout every 

lesson, using a range 

of approaches. 

 
Highly proficient in 

planning for and 

delivering accurate 

differentiation 

throughout every 

lesson, using a range 

of approaches. 

 
Highly proficient in 

planning for and 

delivering accurate 

differentiation 

throughout every 

lesson, using a range 

of approaches. 

 
Highly proficient in 

planning for and 

delivering accurate 

differentiation 

throughout every 

lesson, using a range 

of approaches. 

 
Highly proficient in 

planning for and 

delivering accurate 

differentiation 

throughout every 

lesson, using a range 

of approaches. 

 
Highly proficient in 

planning for and 

delivering accurate 

differentiation 

throughout every 

lesson, using a range 

of approaches. 

Contribute to the design and 

provision of an engaging curriculum 

within the relevant subject area(s). 

 

 Not necessarily meaning extra 

hours/clubs 

   
Planning is used as a 

model of good 

practice for 

colleagues. 

Planning is used as a 

model of good 

practice for 

colleagues. 

Planning is used as a 

model of good 

practice for 

colleagues. 



  

 

Standard 5 
Entry Stage Consolidating Stage Embedded Stage Exemplary Stage 

M1 M2 M3-4 M5-6 UPS1 UPS2 UPS3 

5 Adapt teaching to respond to the 
strengths and needs of all pupils 

Know when and how to 

differentiate appropriately, using 

approaches which enable pupils 

to be taught effectively 

 
Have a secure understanding of 

how a range of factors can inhibit 

pupils’ ability to learn, and how 

best to overcome these 

 
Demonstrate an awareness of the 

physical, social and intellectual 

development of children, and 

know how to adapt teaching to 

support pupils’ education at 

different stages of development 

 
Have a clear understanding of the 

needs of all pupils, including those 

with special educational needs; 

those of high ability; those with 

English as an additional language; 

those with 

disabilities; and be able to use and 

evaluate distinctive teaching 

approaches to engage and support 

them. 

 
Deploy support staff effectively 

With support from 

the SENCO, set IEP 

targets, plan 

appropriate provision 

for SEND pupils and 

monitor the success 

of this provision by 

tracking progress 

against targets 

 
Deploy support staff 

effectively 

throughout every 

lesson, ensuring that 

pupils’ progress is 

maximised. 

Pupils with 1:1 TA 

support will achieve 

their challenging 

targets. 

 
With support monitor 
& track identified 
groups for appraisal 
cycle leading to a 
narrowing of the gap. 

Set IEP targets, plan 

appropriate provision 

for SEND pupils and 

monitor the success 

of this provision by 

tracking progress 

against targets 

 

 

 
Deploy support staff 

effectively 

throughout every 

lesson, ensuring that 

pupils’ progress is 

maximised. 

Pupils with 1:1 TA 

support will achieve 

their challenging 

targets. 

 
With support monitor 

& track identified 

groups for appraisal 

cycle leading to a 
narrowing of the gap. 

Set IEP targets, plan 

appropriate provision 

for SEND pupils and 

monitor the success 

of this provision by 

tracking progress 

against targets 

 

 

 
Deploy support staff 

effectively 

throughout every 

lesson, ensuring that 

pupils’ progress is 

maximised. 

Pupils with 1:1 TA 

support will achieve 

their challenging 

targets. 

 
Monitor & track 

identified groups for 

appraisal cycle 

leading to good 

progress 

and a narrowing of 

the gap. 
 

Take full 

responsibility for the 

education of all SEND 

pupils in the class. 

 

 

 

 

 

 
Set IEP targets, plan 

appropriate provision 

for SEND pupils and 

monitor the success 

of this provision by 

tracking progress 

against targets. 

 

 
Deploy support staff 

effectively 

throughout every 

lesson, ensuring that 

pupils’ progress is 

maximised. 

 

Pupils with 1:1 TA 

support will achieve 

their challenging 

targets. 

Champion the needs 

of SEND pupils. 

 
Take full 

responsibility for the 

education of all SEND 

pupils in the class 

 

 

 
Set IEP targets, plan 

appropriate provision 

for SEND pupils and 

monitor the success 

of this provision by 

tracking progress 

against targets. 

 
 

Deploy support staff 

effectively 

throughout every 

lesson, ensuring that 

pupils’ progress is 

maximised. 

 
Pupils with 1:1 
TA support will 

achieve accelerated 

progress due to 

outstanding support 

Champion the needs 

of SEND pupils. 

 
Take full 

responsibility for the 

education of all SEND 

pupils in the class 

 

 

 
Set IEP targets, plan 

appropriate provision 

for SEND pupils and 

monitor the success 

of this provision by 

tracking progress 

against targets. 

 

 

Deploy support staff 

effectively 

throughout every 

lesson, ensuring that 

pupils’ progress is 

maximised. 

 
Pupils with 1:1 
TA support will 

achieve accelerated 

progress due to 

outstanding support. 

Champion the needs 

of SEND pupils. 

 
Take full 

responsibility for the 

education of all SEND 

pupils in the class 

 

 

 
Set IEP targets, plan 

appropriate provision 

for SEND pupils and 

monitor the success 

of this provision by 

tracking progress 

against targets. 

 

 
Deploy support staff 

effectively 

throughout every 

lesson, ensuring that 

pupils’ progress is 

maximised. 

 
Pupils with 1:1 
TA support will 

achieve accelerated 

progress due to 

outstanding support. 



  

 

5. continued   Be proactive in 

alerting the SENCO 

to pupils not making 

expected 

progress/pupils 

displaying additional 

needs. 

Monitor & track 

identified groups 

for appraisal cycle 

leading to good 

progress and a 

narrowing of the 

gap. 

 
Be proactive in 

alerting the SENCO 

to pupils not making 

expected 

progress/pupils 

displaying additional 

needs. 

Monitor & track 

identified groups 

for appraisal cycle 

leading to good 

progress and a 

rapid narrowing of 

the gap. 

 
Be proactive in 

alerting the SENCO 

to pupils not making 

expected 

progress/pupils 

displaying additional 
needs. 

Monitor & track 

identified groups 

for appraisal cycle 

leading to good 

progress and a 

rapid narrowing of 

the gap. 

 
Be proactive in 

alerting the SENCO 

to pupils not making 

expected 

progress/pupils 

displaying additional 
needs. 

Monitor & track 

identified groups 

for appraisal cycle 

leading to good 

progress and a 

rapid narrowing of 

the gap. 

 
Be proactive in 

alerting the SENCO 

to pupils not making 

expected 

progress/pupils 

displaying additional 
needs. 



  

 

  
Standard 6 

Entry Stage Consolidating Stage Embedded Stage Exemplary Stage 

M1 M2 M3-4 M5-6 UPS1 UPS2 UPS3 

6 Make accurate and productive 
use of assessment 

Know and understand how to 

assess the relevant subject and 

curriculum areas, including 

statutory assessment 

requirements 

Assessment follows 

academy policies. 

 
Assessment has a 
major impact upon 
planning and 
delivery. 

Assessment follows 

academy policies. 

 
Assessment has a 
major impact upon 
planning and 
delivery. 

Assessment follows 

academy policies. 

 
Assessment has a 
major impact upon 
planning and 
delivery. 

Assessment follows 

academy policies. 

 
Assessment has a 
major impact upon 
planning and 
delivery. 

Assessment follows 

academy policies. 

 
Assessment has a 
major impact upon 
planning and 
delivery. 

Assessment follows 

academy policies. 

 
Assessment has a 
major impact upon 
planning and 
delivery. 

Assessment follows 

academy policies. 

 
Assessment has a 
major impact upon 
planning and 
delivery. 

Make use of formative and 

summative assessment to secure 

pupils’ progress 

 
Use relevant data to monitor 

progress, set targets, and plan 

subsequent lessons 

 
Give pupils regular feedback, 

both orally and through accurate 

marking, and encourage pupils to 

respond to the feedback. 

 
Assessed levels 

show an increasing 

accuracy when 

moderated. 

 
All pupil work must 

be responded to by 

the teacher, and 

follow the 

academy’s Marking 

Policy. 

 
Assessed levels are 

generally accurate 

when moderated. 

 
All pupil work must 

be responded to by 

the teacher, and 

follow the 

academy’s Marking 

Policy. 

 
Assessed levels are 

accurate when 

moderated. 

 
All pupil work must 

be responded to by 

the teacher, and 

follow the 

academy’s Marking 

Policy. 

 
Assessed levels are 

accurate when 

moderated. 

 
All pupil work must 

be responded to by 

the teacher, and 

follow the 

academy’s Marking 

Policy. 

 
Assessed levels are 

accurate when 

moderated and 

teacher takes a lead 

role in supporting 

less experienced 

colleagues in 

making assessments 

and in whole school 

moderation. 

 
Assessed levels are 

accurate when 

moderated and 

teacher takes a lead 

role in supporting 

less experienced 

colleagues in 

making assessments 

and in whole school 

moderation. 

 
Assessed levels are 

accurate when 

moderated and 

teacher takes a lead 

role in supporting 

less experienced 

colleagues in 

making assessments 

and in whole school 

moderation. 

     
All pupil work must 

be responded to by 

the teacher, and 

follow the 

academy’s Marking 

Policy. 

All pupil work must 

be responded to by 

the teacher, and 

follow the 

academy’s Marking 

Policy. 

All pupil work must 

be responded to by 

the teacher, and 

follow the 

academy’s Marking 

Policy. 



  

 

Standard 7 
Entry Stage Consolidating Stage Embedded Stage Exemplary Stage 

M1 M2 M3-4 M5-6 UPS1 UPS2 UPS3 

7 Manage behaviour effectively 
to ensure a good and safe 
learning environment 
Have clear rules and routines for 

behaviour in classrooms, and take 

responsibility for promoting good 

and courteous behaviour both in 

classrooms and around the school, 

in accordance with the school’s 

behaviour policy 

 
Have high expectations of 

behaviour, and establish a 

framework for discipline with a 

range of strategies, using praise, 

sanctions and rewards 

consistently and fairly 

 
Manage classes effectively, using 

approaches which are appropriate 

to pupils’ needs in order to involve 

and motivate them 

 
Maintain good relationships with 

pupils, exercise appropriate 

authority, and act decisively when 

necessary. 
 

Behaviour is well 

managed so that all 

pupils’ access 

learning and pace is 

not lost, with advice 

sought from the Lead 

Behaviour 

Professional when 

required. 

 
Pupils achieve good 

standards of 

attendance (+95%) 

and punctuality is 

good. 

 

 

 
Developing 

communication with 

parents/ carers to 

improve attendance 

and punctuality. 

Pupils’ behaviour is 

good and 

interventions are put 

in place to promote 

good behaviour. 

 

 

 

 

 
Pupils achieve good 

standards of 

attendance (+95%) 

and punctuality is 

good. 

 

 

 
Developing 

communication with 

parents/ carers to 

improve attendance 

and punctuality. 

Behaviour is good and 

an excellent 

relationship exists 

between teacher and 

the class. 

 

 

 

 

 
Pupils achieve higher 

than national 

standards of 

attendance (+95.5%) 

and punctuality is 

very good. 

 

 
Developing 

communication with 

parents/ carers to 

improve attendance 

and punctuality. 

Behaviour is 

exemplary and an 

excellent relationship 

exists between 

teacher and the class. 

 
The teacher supports 

good behaviour 

management across 

the school and 

attends to behaviour 

outside of the 

classroom and school 

lesson times. 

 

 
Pupils achieve higher 

than national 

standards of 

attendance (+96%) 

and punctuality is 

very good. 

 
 

Behaviour is 

exemplary and an 

excellent relationship 

exists between 

teacher and the class. 

 
The teacher is central 

in ensuring good 

behaviour 

management across 

the school and 

attends to behaviour 

outside of the 

classroom and school 

lesson times, acting 

as a support to less 

experienced 

colleagues. 

 
Pupils achieve 

exemplary standards 

of attendance (+96%) 

and punctuality is 

excellent. 
 

Behaviour is 

exemplary and an 

excellent relationship 

exists between 

teacher and the class. 

 
The teacher is central 

in ensuring good 

behaviour 

management across 

the school and 

attends to behaviour 

outside of the 

classroom and school 

lesson times, acting 

as a support to less 

experienced 

colleagues. 

 
Pupils achieve 

exemplary standards 

of attendance (+96%) 

and punctuality is 

excellent. 
 

Behaviour is 

exemplary and an 

excellent relationship 

exists between 

teacher and the class. 

 
The teacher is central 

in ensuring good 

behaviour 

management across 

the school and 

attends to behaviour 

outside of the 

classroom and school 

lesson times, acting 

as a support to less 

experienced 

colleagues. 

 
Pupils achieve 

exemplary standards 

of attendance (+96%) 

and punctuality is 

excellent. 
 



  

 

NB Attendance figures will be calculated 
without pupils with medical issues that have 
an impact on their attendance at school, 
children that are non- statutory school age 
and those on re-integration plans.  
 
All children may require some flexibility, for 
example if a pupil has high levels of 
absence. 

   Developing 

communication with 

parents/ carers to 

improve 

attendance and 

punctuality. 

There is regular 

communication with 

parents/ carers to 

improve 

attendance and 

punctuality. 

 
Monitor PA children 

or those causing 

concerns, contact 

parents and keep in 

regular contact with 

parents about their 

child’s attendance 

and liaise with HT. 

There is regular 

communication with 

parents/ carers to 

improve 

attendance and 

punctuality. 

 
Monitor PA children 

or those causing 

concerns, contact 

parents and keep in 

regular contact with 

parents about their 

child’s attendance 

and liaise with HT. 

There is regular 

communication with 

parents/ carers to 

improve 

attendance and 

punctuality. 

 
Monitor PA children 

or those causing 

concerns, contact 

parents and keep in 

regular contact with 

parents about their 

child’s attendance 

and liaise with HT. 



  

 

Standard 8 
Entry Stage Consolidating Stage Embedded Stage Exemplary Stage 

M1 M2 M3-4 M5-6 UPS1 UPS2 UPS3 

8 Fulfil wider professional 
responsibilities 

Make a positive contribution to the 

wider life and ethos of the school 

 
Develop effective professional 

relationships with colleagues, 

knowing how and when to draw 

on advice and specialist support 

 
Take responsibility for improving 

teaching through appropriate 

professional development, 

responding to advice and feedback 

from colleagues 

 
Communicate effectively with 

parents with regard to pupils’ 

achievements and well-being. 

Take a full part in 

the life of the 

academy, for 

example: 

attendance at PTA 

events and 

involvement in at 

least two day trips 

per year and if 

appropriate 

residential trips with 

their class. 

 
Communicate 

effectively with 

colleagues, the 

leadership team 

and the governing 

body. 

 

 
Assist with an 

extra-curricular 

club for one half 

term (6 weeks) 

during each year. 

Take a full part in 

the life of the 

academy, for 

example: 

attendance at PTA 

events and 

involvement in at 

least two day trips 

per year and if 

appropriate 

residential trips with 

their class. 

 
Communicate 

effectively with 

colleagues, the 

leadership team 

and the governing 

body. 

 

 
Lead an extra- 

curricular club for 

at least one half 

term (6 weeks) 

during each year. 

Take a full part in 

the life of the 

academy, for 

example: 

attendance at PTA 

events and 

involvement in at 

least two day trips 

per year and if 

appropriate 

residential trips with 

their class. 

 
Communicate 

effectively with 

colleagues, the 

leadership team 

and the governing 

body. 

 

 
Lead an extra- 

curricular club for at 

least one term (12 

weeks) during each 

year. 

Take a full part in 

the life of the 

academy, for 

example: 

attendance at PTA 

events and 

involvement in at 

least two day trips 

per year and if 

appropriate 

residential trips with 

their class. 

 
Communicate 

effectively with 

colleagues, the 

leadership team 

and the governing 

body. 

 

 

Lead an extra- 

curricular club for at 

least one term (12 

weeks) during each 

year. 

Take a full part in 

the life of the 

academy, for 

example: 

attendance at PTA 

events and 

involvement in at 

least two day trips 

per year and if 

appropriate 

residential trips with 

their class or other 

classes. 

 
Communicate 

effectively with 

colleagues, the 

leadership team 

and the governing 

body. 

 
Lead an extra- 

curricular club for at 

least one term (12 

weeks) during each 

year. 

Take a full part in 

the life of the 

academy, for 

example: 

attendance at PTA 

events and 

involvement in at 

least two day trips 

per year and if 

appropriate 

residential trips with 

their class or other 

classes. 

 
Communicate 

effectively with 

colleagues, the 

leadership team 

and the governing 

body. 

 
Lead an extra- 

curricular club for at 

least one term (12 

weeks) during each 

year. 

Take a full part in 

the life of the 

academy for 

example:  

attendance at PTA 

events and 

involvement in at 

least two day trips 

per year and if 

appropriate 

residential trips with 

their class or other 

classes. 

 
Communicate 

effectively with 

colleagues, the 

leadership team 

and the governing 

body. 

 
Lead an extra- 

curricular club for at 

least one term (12 

weeks) during each 

year. 



  

 

 Reflect on practice 

and seek 

appropriate support 

from colleagues, 

external providers 

and own reading. 

 
Take responsibility 

for and initiate own 

CPD. 

Reflect on practice 

and seek 

appropriate support 

from colleagues, 

external providers 

and own reading. 

 
Take responsibility 

for and initiate own 

CPD. 

 
Lead Key Stage 

assemblies as 

required to cover 

other staff absence. 

Reflect on practice 

and seek 

appropriate support 

from colleagues, 

external providers 

and own reading. 

 
Take responsibility 

for and initiate own 

CPD. 

 
Begin to support 

others and 

mentor students. 

 
Lead Key Stage 

assemblies on a 

rota. 

 

Reflect on practice 

and seek 

appropriate support 

from colleagues, 

external providers 

and own reading. 

 
Take responsibility 

for and initiate own 

CPD. 

 
Support colleagues 

and mentor 

students. 

 

 
Lead Key Stage 

assemblies on a 

rota. 

Reflect on practice 

and seek 

appropriate support 

from colleagues, 

external providers 

and own reading. 

 
Take responsibility 

for and initiate own 

CPD and also 

responsibility for 

the CPD of others, 

including whole 

staff CPD. 

 
Support colleagues 

and students and 

mentor 

students/ECTs. 

 

 

 

 

 
Lead Key Stage 

assemblies on a 

rota and whole 

school assemblies 

when required. 

Reflect on practice 

and seek 

appropriate support 

from colleagues, 

external providers 

and own reading. 

 
Take responsibility 

for and initiate own 

CPD and also 

responsibility for 

the CPD of others, 

including whole 

staff CPD. 

 
Support colleagues 

and students and 

mentor 

students/ECTs 

 
Provide support for 

others beyond the 

school. 

 
Lead Key Stage 

assemblies on a rota 

and whole 
school assemblies 
when required. 

Reflect on practice 

and seek 

appropriate support 

from colleagues, 

external providers 

and own reading. 

 
Take responsibility 

for and initiate own 

CPD and also 

responsibility for 

the CPD of others, 

including whole 

staff CPD. 

 
Support colleagues 

and students and 

mentor 

students/ECTs 

 
Provide support for 

others beyond the 

school. 

 
Lead Key Stage 

assemblies on a rota 

and whole 
school assemblies 
when required. 



  

 

Standard 
Entry Stage 

Consolidating Stage Embedded Stage 
Exemplary Stage 

M1 M2 M3-4 M5-6 UPS1 UPS2 UPS3 

Other – Leadership and 
Management 

Shadow an 

experienced 

subject leader. 

Develop 

responsibility and 

expertise for a 

foundation subject 

area, with the 

support of a 

member of the 

leadership team. 

 
Begin to initiate 

developments. 

Responsibility and 

expertise for a 

subject area /or 

aspect of school 

improvement. 

 

 

 

 
Lead on curriculum 

developments. 

Responsibility and 

expertise for a 

subject area 

and/or aspect of 

school 

improvement. 

 

 

 
Lead on curriculum 

developments. 

Take a leading role 

in school and lead a 

curriculum area and 

key priority from 

the SSDP. 

 
Make a significant 

contribution to 

whole school 

improvement. 

 

Take a leading role 

in school and lead a 

curriculum area and 

key priority from 

the SSDP. 

 
Make a significant 

contribution to 

whole school 

improvement. 

 

Undertake 

appraisal of 

support staff. 

Take a leading role 

in school and lead a 

curriculum area and 

key priority from 

the SSDP. 

 
Make a significant 

contribution to 

whole school 

improvement. 

 
Undertake 

appraisal of 

support staff. 



  

 

Standard 
Entry Stage Consolidating Stage Embedded Stage Exemplary Stage 

M1 M2 M3-4 M5-6 UPS1 UPS2 UPS3 

Part two: Personal and professional 
conduct 

A teacher is expected to 

demonstrate consistently high 

standards of personal and 

professional conduct. The 

following statements define the 

behaviour and attitudes which 

set the required standard for 

conduct throughout a 

teacher’s career. 

Meet all standards Meet all standards Meet all standards Meet all standards Meet all standards Meet all standards Meet all standards. 

Teachers uphold public trust in the 

profession and maintain high 

standards of ethics and behaviour, 

within and outside school, by: 

 

Treating pupils with dignity, 

building relationships rooted in 

mutual respect, and at all times 

observing proper boundaries 

appropriate to a teacher’s 

professional position 

Identify and support 

children whose 

progress, 

development or 

well-being is 

affected by 

difficulties in their 

personal 

circumstances, 

having regard to 

legal requirements 

and academy and 

Trust policies. 

Identify and support 

children whose 

progress, 

development or 

well-being is 

affected by 

difficulties in their 

personal 

circumstances, 

having regard to 

legal requirements 

and academy and 

Trust policies. 

Identify and support 

children whose 

progress, 

development or 

well-being is 

affected by 

difficulties in their 

personal 

circumstances, 

having regard to 

legal requirements 

and academy and 

Trust policies. 

Identify and support 

children whose 

progress, 

development or 

well-being is 

affected by 

difficulties in their 

personal 

circumstances, 

having regard to 

legal requirements 

and academy and 

Trust policies. 

Identify and support 

children whose 

progress, 

development or 

well-being is 

affected by 

difficulties in their 

personal 

circumstances, 

having regard to 

legal requirements 

and academy and 

Trust policies. 

Identify and support 

children whose 

progress, 

development or 

well-being is 

affected by 

difficulties in their 

personal 

circumstances, 

having regard to 

legal requirements 

and academy and 

Trust policies. 

Identify and support 

children whose 

progress, 

development or 

well-being is 

affected by 

difficulties in their 

personal 

circumstances, 

having regard to 

legal requirements 

and academy and 

Trust policies. 



  

 

Having regard for the need to 

safeguard pupils’ well- being, in 

accordance with statutory 

provisions Showing tolerance of 

and respect for the rights of 

others 

 
Not undermining fundamental 

British values, including 

democracy, the rule of law, 

individual liberty and mutual 

respect, and tolerance of those 

with different faiths and beliefs 

 
Ensuring that personal beliefs are 

not expressed in ways which exploit 

pupils’ vulnerability or might lead 

them to break the law. 

    Have sufficient 

depth of knowledge 

and experience to 

be able to give 

advice on the 

Safeguarding, 

development and 

well-being of 

children. 

Have sufficient 

depth of knowledge 

and experience to 

be able to give 

advice on the 

Safeguarding, 

development and 

well-being of 

children. 

Have sufficient 

depth of knowledge 

and experience to 

be able to give 

advice on the 

Safeguarding, 

development and 

well-being of 

children. 

Teachers must have proper and 

professional regard for the ethos, 

policies and practices of the 

school in which they teach, and 

maintain high standards in their 

own attendance and punctuality. 

 
Teachers must have an 

understanding of, and always act 

within, the statutory frameworks 

which 
set out their professional duties and 
responsibilities. 

Contribute to and 

promote the 

positive ethos of 

the academy and 

Trust. 

Contribute to and 

promote the 

positive ethos of 

the academy and 

Trust 

Contribute to and 

promote the 

positive ethos of 

the academy and 

Trust 

Contribute to and 

promote the 

positive ethos of 

the academy and 

Trust 

Contribute to and 

promote the 

positive ethos of 

the academy and 

Trust 

 
Embed and develop 

policies and 

practices across the 

academy and Trust. 

Contribute to and 

promote the 

positive ethos of 

the academy and 

Trust. 

 
Embed and develop 

policies and 

practices across the 

academy and Trust. 

Contribute to and 

promote the 

positive ethos of 

the academy and 

Trust. 

 
Embed and develop 

policies and 

practices across the 

academy and Trust. 

 
Unqualified Pay Range 
Members of staff on the UPS are to work towards the outcomes expected in the core entry standards for the ITT provider they are working with



  

 

Appendix 4: Pay Progression Criteria for Leadership Teachers 
 
4.1 Headteacher – Evaluation against the National Standards of Excellence for Headteachers 
 
The Headteachers' Standards, published on 13 October 2020, replace the former National Standards of Excellence for Headteachers from 2015. Like the 2015 version, 
the 2020 Headteachers' Standards are non-statutory. 
 
The standards are divided into 2 sections (see below). They are intended to be relevant to all headteachers and cover the full breadth of leadership responsibility within 
a school.  
 

The Headteachers' Standards build on the Teachers' Standards 
You should use the standards alongside the Teachers' Standards, which your headteacher is expected to continue to meet. The Headteachers' Standards lays out how 
headteachers can meet both:  

1. The requirements of the Teachers’ Standards, and 
2. The additional responsibilities of headship  

The Headteachers' Standards should be used to: 
 Shape the headteacher's own practice and professional development, within and beyond the school 
 Support the recruitment and appointment of headteachers, including the development of job descriptions and person specifications 
 Develop frameworks to train current and aspiring headteachers 
 Inform our assessment of the headteacher's performance 

Other contexts in which the standards may be used include: 
 The headteacher's role they are working within a group, 
 Where the headteacher is responsible for leading more than 1 school, also 
 Co-headships 

In Aquila schools the following criteria will be considered when assessing whether pay progression should be awarded to the Headteacher: 

 

 

https://www.gov.uk/government/publications/national-standards-of-excellence-for-headteachers/headteachers-standards-2020
https://schoolgovernors.thekeysupport.com/school-staff/headteacher-appraisal-pay-wellbeing/headteacher-performance-appraisal/teachers-standards-what-they-are-and-how-use-them/?marker=content-body


  

 

Domain 1: qualities and knowledge 

Excellent headteachers: Headteachers meet the standards by: 

1. Hold and articulate clear values and moral purpose, focused on providing a 
world-class education for the pupils they serve 

 Exemplifying the school’s aims, principles and policies 

 Being a role model for children and adults  

 Having a relentless drive for school improvement   

2. Demonstrate optimistic personal behaviour, positive relationships and attitudes 
towards their pupils and staff, and towards parents, governors and members of 
the local community 

 Involving staff in decision-making and valuing their contributions 

 Being flexible and sensitive to staff needs  

 Consulting with parents and community members 

 Supporting governors to improve their accountability 

3. Lead by example – with integrity, creativity, resilience, and clarity – drawing on 
their own scholarship, expertise and skills, and that of those around them 

 Conveying creative initiatives to all and achieving widespread support 

 Learning from others in different roles 

4. Sustain wide, current knowledge and understanding of education and school 
systems locally, nationally and globally, and pursue continuous professional 
development 

 Being up to date with education initiatives, and actively and visibly planning 
and implementing any necessary changes in the school as a result 

5. Work with political and financial astuteness, within a clear set of principles 
centred on the school’s vision, ably translating local and national policy into the 
school’s context 

 Keeping everyone informed of relevant local and national policy changes 

 Making budget decisions based on an awareness of the political climate 

6. Communicate compellingly the school’s vision and drive the strategic 
leadership, empowering all pupils and staff to excel 
 

 Having regard to pupil progress at all times 

 Establishing non-negotiables for pupil and staff performance and having high 
expectations for all 

 Leading a mutually supportive and highly effective whole-school community 

Domain 2: pupils and staff 

Excellent headteachers: Headteachers meet the standards by: 



  

 

1. Demand ambitious standards for all pupils, overcoming disadvantage and 
advancing equality, instilling a strong sense of accountability in staff for the 
impact of their work on pupils’ outcomes 

 Demonstrating an uncompromising and highly successful drive to improve 
achievement for all pupils over a sustained period of time 

2. Secure excellent teaching through an analytical understanding of how pupils 
learn and of the core features of successful classroom practice and curriculum 
design, leading to rich curriculum opportunities and pupils’ wellbeing 

 Working to improve teaching, enthusing staff and channeling efforts to good 
effect so that teaching is outstanding or at least consistently good 

3. Establish an educational culture of ‘open classrooms’ as a basis for sharing 
best practice within and between schools, drawing on and conducting relevant 
research and robust data analysis 

 Sharing best practice and promoting a culture of learning  

 Using action research to improve teaching and learning 

4. Create an ethos within which all staff are motivated and supported to develop 
their own skills and subject knowledge, and to support each other 

 Inspiring commitment and giving direction and purpose to what staff and 
pupils are trying to achieve 

5. Identify emerging talents, coaching current and aspiring leaders in a climate 
where excellence is the standard, leading to clear succession planning  

 Promoting a culture where all leaders and governors are highly ambitious 
and lead by example 

6. Hold all staff to account for their professional conduct and practice  Holding all staff to account through rigorous appraisal systems 

Domain 3: systems and process 

Excellent headteachers: Headteachers meet the standards by: 

1. Ensure that the school’s systems, organisation and processes are well 
considered, efficient and fit for purpose, upholding the principles of transparency, 
integrity and probity 

 Publishing all school policies  

 Publishing financial information  

2. Provide a safe, calm and well-ordered environment for all pupils and staff, 
focused on safeguarding pupils and developing their exemplary behaviour in 
school and in the wider society 

 Demonstrating the positive attitudes and behaviour expected of pupils 

3. Establish rigorous, fair and transparent systems and measures for managing 
the performance of all staff, addressing any under-performance, supporting staff 
to improve and valuing excellent practice 

 Implementing rigorous appraisal systems  

 Recognising that support and encouragement are needed for everyone to 
produce their best  

4. Welcome strong governance and actively support the governing board to 
understand its role and deliver its functions effectively – in particular its functions 

 Ensuring governors regularly receive and understand comprehensive data 
that illustrates key performance indicators (progress, attendance, quality of 
teaching) 



  

 

to set school strategy and hold the headteacher to account for pupil, staff and 
financial performance 

 Building on and embedding new structures and systems to support 
governors 

 Using the work of governors to secure improved outcomes for learners 

5. Exercise strategic, curriculum-led financial planning to ensure the equitable 
deployment of budgets and resources, in the best interests of pupils’ 
achievements and the school’s sustainability 

 Keeping learning outcomes in mind when making financial decisions 

 Financially planning for the school in collaboration with governors and school 
leaders 

6. Distribute leadership throughout the organisation, forging teams of colleagues 
who have distinct roles and responsibilities and hold each other to account for 
their decision making 

 Co-ordinating the work that needs to be done through the allocation of roles 
and delegation of responsibility 

Domain 4: the self-improving school system 

Excellent headteachers: Headteachers meet the standards by: 

1. Create outward-facing schools which work with other schools and 
organisations – in a climate of mutual challenge – to champion best practice and 
secure excellent achievements for all pupils 

 Providing training for staff from other schools 

2. Develop effective relationships with fellow professionals and colleagues in 
other public services to improve academic and social outcomes for all pupils 

 Establishing clear agendas and goals with partners  

 Inspiring commitment and giving direction to colleagues in partner schools  

3. Challenge educational orthodoxies in the best interests of achieving 
excellence, harnessing the findings of well-evidenced research to frame self-
regulating and self-improving schools 

 Being prepared to trial new ideas and do things differently 

4. Shape the current and future quality of the teaching profession through high-
quality training and sustained professional development for all staff 

 Providing high-quality continuing professional development for staff 

5. Model entrepreneurial and innovative approaches to school improvement, 
leadership and governance, confident of the vital contribution of internal and 
external accountability 

 Providing ongoing support for staff in all roles, including peer support for 
those in other leadership positions in order to help them achieve the best for 
the school 



  

 

6. Inspire and influence others – within and beyond schools – to believe in the 
fundamental importance of education in young people’s lives and to promote the 
value of education 

 Always leading with learners in mind 

 Demonstrating an uncompromising and highly successful drive to improve 
achievement for all pupils 

 

If there is inadequate performance demonstrated by failure to meet key objectives, resolve conflict, manage the budget, poor educational standards and failure to create 

a safe, calm and well-ordered working environment then the performance of the Headteacher will be managed through the performance management policy. 

 
4.2 Leadership Teachers 
 
In Aquila schools the expert criteria will be considered when assessing whether pay progression should be awarded to a Leadership Teacher, other than the 
Executive/Headteacher: 
 

 The Leadership Teacher must have met or made good progress towards challenging appraisal objectives 

 The Leadership Teacher must be able to evidence that they are highly competent in the Teachers’ Standards to a level consistent with their Leadership 

responsibilities 

 The Leadership Teacher must be able to demonstrate sustained high quality performance with particular regard to strategic leadership and management practice 

and their positive impact on whole School standards, pupil progress and outcomes or operational areas in the school for which they have responsibility. 

 

Criteria for Pay Progression - Leadership 

SKILL 

1.  Set high expectations that inspire, motivate and challenge pupils 

At standard: Establishes a safe and stimulating environment for pupils, rooted in mutual respect 

 

Secure: The classroom provides a very safe and stimulating environment for pupils, and all behaviours demonstrate mutual respect 

 

Expert: Has sufficient depth of knowledge and experience to be able to give advice on the best environments to promote the well-being of children and young 
people 



  

 

SKILL 

At standard: Sets goals that stretch and challenge pupils of all backgrounds, abilities and dispositions 
 

Secure: All pupils are well-motivated and extend their understanding through appropriate teacher expectations 
 

Expert: The knowledge and skills of all pupils are extended by high teacher expectations, so all make exceptional progress 

At standard: Demonstrates consistently the positive attitudes, values and behaviour expected of pupils 

 

Secure: Provides a strong role model for teaching and learning 

 

Expert: Provides an excellent role model for teaching and learning 

2. Promote good progress and outcomes by pupils 

At standard: Is accountable for pupils’ attainment, progress and outcomes 

 

Secure: Teaching skills lead to learners achieving well relative to their prior attainment, making progress as good as, or better than, similar learners nationally  

 

Expert: Teaching skills lead to excellent results and outcomes that can provide a role model for others 

At standard: Plans teaching to build on pupils' capabilities and prior knowledge 

 

Secure: Planning is a model for others in raising of pupil standards 

 

Expert: Planning makes a distinctive contribution to the raising of pupil standards across the school 



  

 

SKILL 

At standard: Guides pupils to reflect on the progress they have made and their emerging needs 

 

Secure: Creative and innovative models of pupil reflection are used 

 

Expert: Provides model for guiding pupils to reflect on the progress they have made and their emerging needs 

At standard: Demonstrates knowledge and understanding of how pupils learn and how this impacts on teaching  

 

Secure: Pupils’ enthusiasm for learning is fostered by effective and inclusive teaching strategies  

 

Expert: Pupils’ enthusiasm and depth of learning is fostered by well-paced and highly effective inclusive teaching strategies 

At standard: Encourages pupils to take a responsible and conscientious attitude to their own work and study 

 

Secure: All pupils take a responsible and conscientious attitude to their own learning 

 

Expert: Demonstrates excellent and innovative pedagogical practice that inspires pupil independence 

3. Demonstrate good subject and curriculum knowledge 

At standard: Has a secure knowledge of the relevant subject(s) and curriculum areas, fosters and maintains pupils’ interest in the subject, and addresses 
misunderstandings 

 

Secure: All pupils are enthused and challenged by teachers’ strong subject knowledge, contributing to their good progress 

 

Expert: Pupils are challenged and inspired by teachers’ excellent subject knowledge and consistently applied expertise 



  

 

SKILL 

At standard: Demonstrates a critical understanding of developments in the subject and curriculum areas, and promotes the value of scholarship 

 

Secure: Has a more developed knowledge and understanding of their subjects/curriculum areas and related pedagogy, including how learning progresses with 
them 

 

Expert: Extensive and deep knowledge and understanding of their subjects/curriculum areas and related pedagogy gained, for example, through involvement in 
wider professional networks associated with their subjects/curriculum areas 

At standard: Demonstrates an understanding of and takes responsibility for promoting high standards of literacy, articulacy and the correct use of standard 
English, whatever the teacher’s specialist subject 

 

Secure: Pupils have good opportunities to develop and use their skills in reading, writing, communication and/or mathematics 

 

Expert: Pupils have excellent opportunities to develop and use effective skills in reading, writing, communication and/or mathematics 

At standard: If teaching early reading, demonstrates a clear understanding of systematic synthetic phonics 

 

Secure: Has a clear understanding of systematic synthetic phonics 

 

Expert: Has an excellent understanding of systematic synthetic phonics 

At standard: If teaching early mathematics, demonstrates a clear understanding of appropriate teaching strategies. 

 

Secure: Has a clear understanding of appropriate teaching strategies 

 

Expert: Has an excellent understanding of appropriate teaching strategies 

4. Plan and teach well-structured lessons 



  

 

SKILL 

At standard: Imparts knowledge and develops understanding through effective use of lesson time 

 

Secure: Excellent planning and assessment for learning procedures meets the needs of pupils and enables pupils to clearly understand how to improve 

 

Expert: Excellent planning and assessment for learning procedures provides a role model for other teachers 

At standard: Promotes a love of learning and stimulates children’s intellectual curiosity 

 

Secure: Pupils are challenged and inspired by teacher’s passion for learning and intellectual curiosity 

 

Expert: Passion for learning and intellectual curiosity provides a role model for others 

At standard: Sets homework and plans other out-of-class activities to consolidate and extend the knowledge and understanding pupils have acquired 

 

Secure: Homework activities are well-matched to pupil needs and use innovative practice 

 

Expert: Homework activities are very well-matched to pupil needs and set role model for others 

At standard: Reflects systematically on the effectiveness of lessons and approaches to teaching 

 

Secure: Flexible, creative and adept at designing learning sequences within and across lessons that are consistently well matched to learning objectives and 
learners’ needs 

 

Expert: Takes a lead in planning collaboratively with colleagues in order to promote effective practice 



  

 

SKILL 

At standard: Contributes to the design and provision of an engaging curriculum within the relevant subject area(s) 

 

Secure: Integrates recent developments, including those relating to subjects/curriculum knowledge 

 

Expert: Identifies and explores links within and between subjects/curriculum areas in his or her planning 

5. Adapt teaching to respond to the strengths and needs of all pupils 

At standard: Knows when and how to differentiate appropriately, using approaches that enable pupils to be taught effectively 

 

Secure: Uses a range of approaches that enable pupils to be taught effectively 

 

Expert: Can model differentiation and use of a range of approaches for others 

At standard: Has a secure understanding of how a range of factors can inhibit pupils’ ability to learn, and how best to overcome these 

 

Secure: Demonstrates good understanding of barriers to learning and has good pedagogical practice 

 

Expert: Demonstrates excellent understanding of barriers to learning and has excellent pedagogical practice 

At standard: Demonstrates an awareness of the physical, social and intellectual development of children, and know how to adapt teaching to support pupils’ 
education at different stages of development 

 

Secure: Demonstrates good understanding of phases and has good pedagogical practice 

 

Expert: Demonstrates excellent and innovative pedagogical practice to support pupils’ education at different stages of development 



  

 

SKILL 

At standard: Has a clear understanding of the needs of all pupils, including those with special educational needs; those of high ability; those with English as an 
additional language; and those with disabilities; and be able to use and evaluate distinctive teaching approaches to engage and support them 

 

Secure: Has extensive knowledge of matters concerning equality, inclusion and diversity in teaching 

 

Expert: Has an extensive knowledge of matters concerning equality, inclusion and diversity in teaching and can act as a role model to lead the practice of others 

6. Make accurate and productive use of assessment 

At standard: Knows and understands how to assess the relevant subject and curriculum areas, including statutory assessment requirements  

 

Secure: Has advanced knowledge and understanding of how to assess the relevant subject and curriculum areas, including statutory assessment requirements 

 

Expert: Uses advanced knowledge and understanding of how to assess the relevant subject and curriculum areas, including statutory assessment requirements to 
coach others 

At standard: Makes use of formative and summative assessment to secure pupils’ progress 

 

Secure: Pupils make very good use of marking and oral feedback to demonstrate good progress 

 

Expert: Pupils make excellent use of consistent high-quality marking and oral feedback. This acts as a model for other classes 



  

 

SKILL 

At standard: Uses relevant data to monitor progress, set targets, and plan subsequent lessons 

 

Secure: Has extensive knowledge and well-informed understanding of assessment requirements and arrangements for the subjects/curriculum areas they teach, 
including those related to public examinations and qualifications 

 

Expert: Knows how to improve the effectiveness of assessment practice in the workplace, including how to analyse statistical information to evaluate the 
effectiveness of teaching and learning across the school 

At standard: Gives pupils regular feedback, both orally and through accurate marking, and encourages pupils to respond to the feedback 

 

Secure: Pupil understanding is checked through good use of questioning 

 

Expert: Pupil understanding is extended and challenged through highly effective questioning 

7. Manage behaviour effectively to ensure a good and safe learning environment 

At standard: Has clear rules and routines for behaviour in classrooms, and takes responsibility for promoting good and courteous behaviour both in classrooms 
and around the school, in accordance with the school’s behaviour policy 

 

Secure: Has extensive knowledge and understanding of how to use and adapt a range of teaching, learning and behaviour management strategies 

 

Expert: Has a critical understanding of the most effective teaching, learning and behaviour management strategies 



  

 

SKILL 

At standard: Has high expectations of behaviour, and establishes a framework for discipline with a range of strategies, using praise, sanctions and rewards 
consistently and fairly 

 

Secure: Able to personalise learning and behaviour codes to provide opportunities for all learners to achieve their potential 

 

Expert: Demonstrates how to select and use approaches that personalise learning to provide opportunities for all learners to achieve their potential 

At standard: Manages classes effectively, using approaches appropriate to pupils’ needs in order to involve and motivate them 

 

Secure: Manages classes very effectively, using approaches appropriate to pupils’ needs in order to fully involve and motivate them 

 

Expert: Models management of classes effectively, using approaches appropriate to pupils’ needs in order to involve and motivate all 

At standard: Maintains good relationships with pupils, exercises appropriate authority, and acts decisively when necessary 

 

Secure: Maintains excellent relationships with pupils, exercises appropriate authority and acts decisively 

 

Expert: Models and coaches others to exercise appropriate authority and to act decisively 

8. Fulfil wider professional responsibilities 

At standard: Makes a positive contribution to the wider life and ethos of the school 

 

Secure: Makes a very positive contribution to the wider life and ethos of the school 

 

Expert: Takes a lead in the wider life and positive ethos of the school 



  

 

SKILL 

At standard: Develops effective professional relationships with colleagues, knowing how and when to draw on advice and specialist support 

 

Secure: Promotes collaboration and works effectively as a team member 

 

Expert: Contributes effectively to the work of the wider school team 

At standard: Deploys support staff effectively 

 

Secure: Contributes significantly to implementing workplace policies and practice and in promoting collective responsibility for their implementation 

 

Expert: Takes a leading role in developing workplace policies and practice and in promoting collective responsibility for their implementation 

At standard: Takes responsibility for improving teaching through appropriate professional development, responding to advice and feedback from colleagues 

 

Secure: Takes advantage of appropriate opportunities for professional development and uses the outcomes effectively to improve pupils’ learning 

 

Expert: Researches and evaluates innovative curricular practices and draws on research outcomes and other sources of external evidence to inform their own 
practice and that of colleagues 

At standard: Communicates effectively with parents with regard to pupils’ achievements and wellbeing 

 

Secure: Communicates very effectively with parents with regard to pupils’ achievements and wellbeing and with regard to areas for development that promote 
pupil progress 

 

Expert: Excellent ability to provide learners, colleagues and parents with timely, accurate and constructive feedback on learners’ attainment, progress and areas 
for development that promote pupil progress 

 



  

 

If there is inadequate performance demonstrated by failure to meet key objectives, poor or failing educational standards in area of responsibility, failure to resolve 

conflict, poor educational standards and failure to take personal ownership or responsibility, then the Senior Leader will be subject to formal capability procedures. 

Sources of Evidence 

 Assessment against Appraisal Objectives 

 Assessment against relevant standards including National Standards of Excellence for Executive/Headteachers and the relevant Ofsted Framework  

 SIP / SEF 

 Classroom Observations (where relevant) 

 Relevant Pupil Progress/Attainment Data 

 Impact on other pupil outcomes 

 Where included as a specific objective within the appraisal system, wider support for the Academy Trust including impact on school improvement and/or pupil 
outcomes in other Aquila schools  



  

 

Appendix 5: Pay Appeals 
 
Prior to making an appeal an employee is encouraged to speak informally to their appraiser / Headteacher 
about any concerns they have about the pay decision that has been made. 
 
An employee may register a formal appeal against a decision regarding their pay. Appeals should be made 
in writing to the Headteacher / Chair of the Pay Committee within 10 working days of receipt of written 
confirmation of the pay decision. 
 
An appeal may be made on one or more of the following grounds – that the school has: 

 incorrectly applied the pay policy 

 failed to have proper regard for statutory guidance (which applies directly to the school or which 
the school has chosen to follow) 

 failed to take proper account of relevant evidence 

 taken account of irrelevant or inaccurate evidence 

 failed to act objectively or fairly in making the pay assessment 

 was biased 
 
The letter of appeal should include full details of the reasons why the employee is making an appeal on the 
stated grounds. 
 
The employee must submit to the Chair of the Appeal Committee any documentation in support of their 
appeal together with a summary of their case at least five working days prior to the Appeal Hearing. 
 
Appeals will be considered by a panel of one or more governors normally within 20 working days of the 
receipt of the appeal. 
 
The role of the Committee is to review the original pay decision on the basis of the grounds of appeal 
presented by the employee. 
 
The outcome may be to: 

 To uphold the original pay decision 

 To uphold the Employee’s appeal 

 To refer the matter for reassessment by the Executive/Headteacher / Pay Committee who made 
the original decision or to seek the advice of an additional independent advisor  

 
The employee will be advised of the outcome of the appeal hearing in writing, including reasons for the 
decision, usually within 5 working days of the Committee’s decision being made. There is no further right 
of appeal. 
 
The employee is entitled to be accompanied at the Appeal Hearing by a workplace colleague or trade union 
/ professional association representative. A postponement of up to 5 working days may be requested to 
allow the Employee’s trade union or workplace colleague of choice to attend. 
 
Procedure for an Appeal Hearing  
 

 The Chair of the Appeal Committee will introduce those present and their roles, explain the case 
to be considered, the procedure to be followed and the format of the meeting. 

 

 The employee or their representative shall put the case in support of the grounds for appeal. This 
may include referring to written submissions and evidence. The school’s representative and panel 
and their respective advisors may ask questions of the employee and their representative.  Any 
questions put to the employee should be answered by the employee.  

 



  

 

 The school’s representative (Headteacher / Chair of the Pay Committee) presents the case for 
upholding the original pay decision and refers to written documentation. The employee, their 
representative and the panel may ask relevant questions of the school’s representative. 

 

 The Committee will invite both parties to sum up their cases, with the employee or his/her 
representative having the final word. The hearing will then be adjourned whilst the panel 
deliberates over the evidence 

 

 Adjournments may be requested by both parties or by the Committee during the appeal hearing.  
If new evidence is presented the appeal may need to be adjourned while this is investigated. 

 

 The appeal hearing will be adjourned whilst the panel deliberates over the evidence.  If further 
clarity is required both parties may be recalled and the hearing reconvened so that all parties may 
hear any additional evidence. 

 
The appeal hearing is reconvened and the outcome is communicated verbally to the employee. This should 
also be confirmed in writing.  On occasion it may not be possible for the panel to reach a decision on the 
day of the hearing in which case the appeal may be reconvened or all parties may agree for the outcome 
to be communicated in writing normally within 5 working days of the decision being made.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



  

 

Appendix 6: Upper Pay Range Application Form 

Upper Pay Range Application Form 

This form is to be used when applying for the upper pay range, as outlined in the Aquila Trust 

Teachers’ Pay Policy. Before completing this form, you should make yourself fully aware of the  

policy and procedures concerning pay and teachers’ standards, and be certain you meet the 

relevant criteria for assessment.  

A copy of the Teachers’ Pay Policy can be obtained from the school office. 

Declaration 

Teacher’s name:  

Teacher reference number:  

I hereby certify that I understand that the decision on my progression will be based on my 

performance against the relevant teacher standards and whether my achievements and 

contribution to the school are substantial and sustained. 

I have provided a summary of the evidence from my teaching practice that I believe 

demonstrates I have met the required threshold standards.  

I have used evidence from past appraisals and reviews where possible to complete the 

relevant section of the application form.  

I have provided a summary of the evidence from my teaching practice that demonstrates 

how I believe I have met the threshold standards.  

Teacher’s signature:  Date:  

When completing the form, you should consider carefully whether your statements satisfy the 

following: 

 Relevant 

 Concise 

 Representative 

 Supported by strong evidence 

 Time-specific 

 Demonstrating impact 

  



  

 

Teaching standard 1.1: Set high expectations which inspire, motivate and challenge 

pupils 

Possible sources of evidence include: Planning files and records, feedback from lesson 

observations, performance data, performance management evidence, pupil progress 

records, annotated pupils’ work, and records of homework set. 

Explain below how you have set high expectations and inspired, motivated, and 

challenged pupils. You may wish to include how you have established a safe environment 

rooted in respect, set goals that stretched pupils’ abilities and demonstrated the values 

and behaviour you expect from your pupils. Provide evidence where possible: 

Assessment by headteacher: 

Standard:              Met            Not yet met       

 

  



  

 

Teaching standard 1.2: Promote good progress and outcomes by pupils  

Possible sources of evidence include: Planning files and records, feedback from lesson 

observations, performance data, performance management evidence, pupil progress 

records, annotated pupils’ work, and records of homework set. 

Explain below how you have promoted good progress and outcomes for your pupils. You 

may wish to include: How you are accountable for pupils’ attainment and outcomes? How 

you stay aware of pupils’ capabilities and plan your lessons with these in mind? How do 

you guide pupils to reflect on progress and identify areas of weakness? You should also 

demonstrate here your knowledge and understanding of how pupils learn and how this 

impacts your teaching. In addition, provide evidence of how you encourage pupils to take 

responsibility for their own work and study. Provide evidence where possible: 

Assessment by headteacher: 

Standard:              Met            Not yet met       

 

  



  

 

Teaching standard 1.3: Demonstrate good subject and curriculum knowledge. 

Possible sources of evidence include: Lesson observations, CPD records, planning 

records, performance management evidence, personal research and INSET records. 

Demonstrate below how you have good subject and curriculum knowledge and how you 

have improved this over recent years. You may wish to highlight how you foster and 

maintain pupils’ interest in the subject and how you address misunderstandings. You should 

also demonstrate a critical understanding of developments in the subject. In addition, 

demonstrate how you have promoted high standards of literacy, articulacy and the correct 

use of standard English, regardless of your specialism. Provide evidence where possible: 

 

Assessment by headteacher: 

Standard:              Met            Not yet met       

 

  



  

 

Teaching standard 1.4: Plan and teach well-structured lessons 

Possible sources of evidence include: Lesson observations, CPD records, planning 

records, performance management evidence, monitoring management information, 

behaviour logs and pupil progress records. 

Explain below how you have planned and taught well-structured lessons imparting 

knowledge and developing understanding through effective use of lesson time. 

Demonstrate how you have promoted a love of learning and intellectual curiosity. How has 

the homework you set consolidated and extended pupils’ understanding? Do you reflect on 

the effectiveness of lessons and approaches to teaching? How do you contribute to the 

design and provision of an engaging curriculum within the relevant subject area? Provide 

evidence where possible: 

Assessment by headteacher: 

Standard:              Met            Not yet met       

 

  



  

 

Teaching standard 1.5: Adapt teaching to respond to the strengths and needs of all 

pupils 

Possible sources of evidence include: Assessment records, lesson plans, records of 

achievement, monitoring data, records of target setting discussions, pupils’ reports, 

annotated pupils’ work, feedback from lesson observations and parent consultation 

records. 

Explain below how you adapt your teaching to the strengths and needs of pupils. How do 

you differentiate appropriately? Demonstrate how you can overcome a range of factors that 

can inhibit pupils’ progress. Provide evidence of awareness of the physical, social and 

intellectual development of children and how your teaching supports this. Demonstrate how 

you respond to the specific needs of all pupils, including those with special educational 

needs or disabilities, high ability or English as an additional language. Provide evidence 

where possible: 

Assessment by headteacher: 

Standard:              Met            Not yet met       

 

  



  

 

Teaching standard 1.6: Make accurate and productive use of assessment 

Possible sources of evidence include: Assessment records, lesson plans, records of 

achievement, monitoring data, records of target setting discussions, pupils’ reports, 

annotated pupils’ work, feedback from lesson observations and parent consultation 

records. 

Explain how you have developed your knowledge and understanding of how to effectively 

assess the relevant subject and curriculum areas, including the statutory assessment 

requirements. Provide examples of when you have made use of both formative and 

summative assessment to secure pupils’ progress. Explain how you use relevant data to 

monitor progress, set targets and plan subsequent lessons. Demonstrate how you give 

pupils regular feedback, both orally and through accurate marking, and how you encourage 

pupils to respond to the feedback. 

Assessment by headteacher: 

Standard:              Met            Not yet met       

  



  

 

Teaching standard 1.7: Manage behaviour effectively to ensure a good and safe 

learning environment 

Possible sources of evidence include: Lesson observations, teaching assessments, 

behaviour logs and records of rewards and sanctions. 

Demonstrate below how you have managed behaviour effectively to ensure a good and 

safe learning environment. You may wish to include how you have established clear rules 

and routines and taken responsibility for promoting good behaviour both in your classroom 

and throughout the school. How have you established a framework for discipline using a 

range of consistent and fair strategies? Explain your strategy for managing classes 

effectively and motivating pupils. How have you maintained good relationships with pupils, 

exercised appropriate authority and acted decisively when necessary? Provide evidence 

where possible: 

Assessment by headteacher: 

Standard:              Met            Not yet met       

 

  



  

 

Teaching standard 1.8: Fulfil wider professional responsibilities 

Possible sources of evidence include: Planning records, School Development Plan, 

action plans, performance management evidence, contribution to extra-curricular 

activities, curriculum working parties, departmental team work, evidence referenced in 

previous answers. 

Explain below how you have made a positive contribution to the wider community and ethos 

of the school. How have you developed effective professional relationships? How have you 

deployed support staff effectively? When have you taken responsibility for improving 

teaching through appropriate professional development? How have you communicated 

effectively with parents with regards to pupils’ achievements and wellbeing? Provide 

evidence where possible: 

 

Assessment by headteacher: 

Standard:              Met            Not yet met       

 

  



  

 

Teaching standard 2: Personal and professional conduct 

Possible sources of evidence include: CPD records or any other relevant information 

about professional development, performance management evidence, supportive 

documentation, comments from staff, pupils and parents, feedback from lesson 

observations, planning records and evidence referenced in previous answers. 

Explain below how you have met the personal and professional standards expected of a 

teacher. These include maintaining high standards, building relationships, treating pupils 

with dignity, safeguarding pupils’ wellbeing, showing tolerance and respect, not undermining 

fundamental British values, and ensuring personal beliefs are not expressed in ways which 

exploit pupils’ vulnerability. Demonstrate how you have paid regard to the policies and 

practices of the school and that you understand your professional duties and 

responsibilities. Provide evidence where possible: 

Assessment by headteacher: 

Standard:              Met            Not yet met       

 

 
 
 
 
 


