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1.1 Introduction

This policy sets out the framework for making decisions on staff pay. It has been developed to comply with
current legislation and the requirements of the School Teachers’ Pay and Conditions Document (STPCD)
and has been consulted on with staff and/or recognised trade unions.

In adopting this pay policy the aim is to:
e Maximise the quality of teaching and learning at the school
Support the recruitment and retention of a high quality teacher workforce
Enable the school to recognise and reward teachers appropriately for their contribution to the school
e Help to ensure that decisions on pay are managed in a fair, just and transparent way

Pay decisions at this school are made by the Pay Committee of the Governing Body.

1.2 Pay Reviews for teachers

The Governing Body will ensure that each teacher’s salary is reviewed annually, with effect from 1st
September and no later than 31st October each year, and that all teachers are given a written statement
setting out their salary and any other financial benefits to which they are entitled. For the headteacher the
review will take place, with effect from 1st September and no later than 31stDecember each year.

Reviews may take place at other times of the year to reflect any changes in circumstances or job
description that lead to a change in the basis for calculating an individual’s pay. A written statement will be
given after any review and where applicable will give information about the basis on which it was made.

Where a pay determination leads or may lead to the start of a period of safeguarding, the Governing Body
will give the required notification as soon as possible and no later than one month after the date of the
determination.

1.3 Pay Structure for teachers
Our pay structure for all grades and responsibility points in based on the agreed union rates attached as an
Appendix 1 to this policy

Each band has skill descriptions and performance expectations as outlined in the ‘Framework for Tracking
and Judging a Teacher’s Overall Performance against the Teaching Standards'.

1.4 Basic Pay Determination on Appointment

The Governing Body will determine the pay range for a vacancy prior to advertising it. On appointment it
will determine the starting salary within that range to be offered to the successful candidate.

In making such determinations, the Governing Body may take into account a range of factors, including:

o the nature of the post

o the level of qualifications, skills and experience required
o market conditions

¢ the wider school context

There is no assumption that a teacher will be paid at the same rate as they were being paid in a previous
school.

1.5 Pay Progression based on Performance

In this school all teachers can expect to receive regular, constructive feedback on their performance and
are subject to annual appraisal that recognises their strengths, informs plans for their future development,
and helps to enhance their professional practice. The arrangements for teacher appraisal are set out in the
school's Teacher’s Performance Appraisal Policy and Handbook.



Decisions regarding pay progression will be made with reference to the teachers’ annual appraisal reports
and the pay recommendations they contain. In the case of NQTs, whose appraisal arrangements are
different, pay decisions will be made by means of the statutory induction process. It will be possible for a
‘no progression’ determination to be made without recourse to the capability procedure.

To be fair and transparent, assessments of performance will be properly rooted in evidence referencing the
‘Framework for Tracking and Judging a Teacher’s overall Performance against the Teaching Standards'
Appendix 1. In this school we will ensure fairness by the headteacher moderating objectives, performance
assessment and initial pay recommendations.

The evidence we will use will include self-assessment, peer monitoring and evaluation, tracking pupil
progress, lesson observations, completed teacher overviews and the views of pupils.

Teachers’ appraisal reports will contain pay recommendations. Final decisions about whether or not to
accept a pay recommendation will be made by the Pay Committee, having regard to the appraisal report
and taking into account evidence related to the performance management review and advice from the
senior leadership team. The Personnel Committee will consider its approach in the light of the school’s
budget and ensure that appropriate funding is allocated for pay progression at all levels.

In this school, judgements of performance will be made against the extent to which teachers have met their
individual objectives and all the relevant standards. It is expected that Performance Management
objectives covering Teachers Standards relate to a higher standard than the teacher's current pay band.
The rate of progression will be differentiated according to an individual teacher’s performance. Teachers
will be eligible to move up to the next pay point within their pay band where they meet all their objectives
and are assessed as fully meeting the relevant standards and all teaching is assessed as consistently
good.

Teachers will be eligible for accelerated progress of up to two pay points within their band if they exceed
all of their objectives, are assessed as fully meeting the relevant higher standards and all of their teaching
is assessed as outstanding.

1.5.1 Pay Committee

No member of the governing body who is employed to work in the school shall be eligible for membership
of the pay committee. The remit of the pay committee is to agree teacher pay progression and make
recommendations to the governing body in relation to the head teacher’s pay.

1.6 Movement to the Upper Pay Range

1.6.1 Applications and Evidence

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

Applications may be made once a year. The closing date for applications is normally 31 September each
year; however exceptions will be made in particular circumstances, e.g. those teachers who are on
maternity leave or who are currently on sick leave.

If a teacher is simultaneously employed at another school(s), they may submit separate applications if they
wish to apply to be paid on the upper pay range in that school or schools. This school will not be bound by
any pay decision made by another school.

All applications should include the results of reviews or appraisals under the 2011 or 2012 regulations,
including any recommendation on pay. Applications should contain the results of the two most recent
appraisals. Where that information is not applicable or available, e.g. for those returning from maternity or



sickness absence, a written statement and summary of evidence designed to demonstrate that the
applicant has met the assessment criteria should be submitted. Applications, together with the supporting
evidence, should be submitted on the school’s standard application form and submitted to the headteacher
by the cut-off date of 315 September.

1.6.2. The Assessment

An application from a qualified teacher to join the upper pay band or progress within it will be successful
where the Governing Body is satisfied that:

a) The teacher is highly competent in all elements of the relevant standards; and

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

For the purposes of this pay policy:

¢ ‘highly competent’ means performance which is not only good but also good enough to provide
coaching and mentoring to other teachers, give advice to them and demonstrate to them effective
teaching practice and how to make a wider contribution to the work of the school, in order to help
them meet the relevant standards and develop their teaching practice

e ‘substantial’ means of real importance, validity or value to the school; play a critical role in the life of
the school; provide a role model for teaching and learning; make a distinctive contribution to the
raising of pupil standards; take advantage of appropriate opportunities for professional
development and use the outcomes effectively to improve pupils’ learning; and

e ‘sustained’ means good to outstanding teaching is maintained continuously over a long period e.g.
at least 2 school years

The application will be assessed robustly, transparently and equitably by the headteacher who will make
recommendations to the Pay Committee, who will make the final decision.

1.6.3 Processes

The assessment will be made within 20 working days and all applicants will be informed of the outcome at
the end of that period. Teachers will receive written notification of the outcome of their application by the
end of the term in which the application was made.

If successful, applicants will move to the minimum of the upper pay range on the 1% September of the
current academic year.

If unsuccessful, written notification will include the areas where it was felt that the teachers’ performance
did not satisfy the relevant criteria set out in this policy

Any appeal against a decision not to move the teacher to the upper pay range will be heard under the
school’s general appeals arrangements.

1.7 Regression
Teachers may relinquish TLR’s and UPS posts by writing to the headteacher with one term’s notice and
return to the main pay range but the governing body will review its position from time to time.

1.8 Teaching Roles

1.8.1 Leading Practitioner Roles
The school has discretion to create posts for qualified teachers whose primary purpose is modelling and
leading improvement of teaching skills.

Teachers on the pay range for leading practitioners must be an exemplar of teaching skills, lead the
improvement of teaching skills in the school and carry out the professional responsibilities of a teacher
other than a Headteacher, including those responsibilities delegated by the Headteacher.

A teacher on the pay range for leading practitioners must take a leadership role in developing,
implementing, and evaluating policies and practice in the school that contribute to school improvement.
This may include:

e Coaching, mentoring and induction of teachers, including trainees and NQTs



¢ Disseminating materials and advice on practice, research and continuing professional development
provision

o Assessment and impact evaluation, including through demonstration lessons and classroom
observation

¢ Helping teachers who are experiencing difficulties

e Providing outreach for teachers in other schools with whom we are in alliance e.g Hillingdon
Deanery Catholic Schools, Hillingdon Small Schools network.

Where the school decides to appoint a Leading Practitioner, it will advertise the vacancy and appoint in the
same way as for other vacancies, satisfying itself that the successful candidate can demonstrate excellence
in teaching and will be able to contribute to leading the improvement of teaching skills.

When setting the individual post range for teachers on the pay range for leading practitioners, the
Governing Body will have regard to the challenge and demands of the individual post and the school’s pay
structure.

Where the school creates more than one such post, the individual post ranges for each post will be
determined separately and can differ to reflect the different demands and challenges of each post.

The Governing Body will determine a pay range on the Leading Practitioner pay range within the minimum
and maximum range as set out in the agreed pay scale (see Appendix 1).

1.8.2 Unqualified Teachers
The school’s Unqualified Teachers Pay Range is as Appendix 1

Unqualified teachers will be paid on a point within the above range as determined by the Governing Body
and subject to the appropriate performance appraisal process.

Upon obtaining qualified teacher status, an unqualified teacher will be transferred to a salary within the
Main Pay Range which is the same or higher than the sum of salary paid on the Unqualified Teachers Pay
Range.

1.8.3 Part-time Teachers

Teachers employed on an ongoing basis at the school but who work less than a full working week are
deemed to be part-time. The Governing Body will give them a written statement detailing their working time
obligations and the standard mechanism used to determine their pay, subject to the provisions of the
statutory pay and working time arrangements and by comparison with the school’s timetabled teaching
week for a full-time teacher in an equivalent post. The salary of any pay allowances, except TLR3'’s for part
time staff will be pro rata.

1.8.4 Short Notice/Supply Teachers

Teachers employed on a day-to-day or other short notice basis will be paid on a daily basis calculated on
the assumption that a full working year consists of 195 days; periods of employment for less than a day
being calculated pro-rata.

It is the school’s responsibility to determine the pay point an individual teacher will be paid.

1.9 Leadership Teacher Posts

1.9.1 Headteacher

The pay range for the Headteacher will be determined in accordance with criteria specified in the 2022
Document.



The Governing Body will determine a pay range (ISR) for the Headteacher taking into account the school’s
Headteacher Group and the related pay range. The Governing Body will ensure that the Headteacher, is
paid within the minimum and the maximum of the school group size pay range.

The Headteacher must demonstrate sustained high quality of performance in respect of school leadership
and management and pupil progress at the school, and will be subject to a review of performance against
performance objectives before any incremental progression is awarded.

The Governing Body have discretion to consider movement by more than one reference point within the
range in the following circumstances:
o The headteacher has far exceeded the targets set down in the previous year’s performance
management
e The headteacher has helped the school move from good to outstanding in both Section 5 and 48
inspections, or has maintained previous outstanding grades.

1.9.2 Determination of Discretionary Payments to Headteachers

Where the Governing Body makes a determination to pay the Headteacher additional payments, the total
sum of these payments in any school year must not exceed 25% of the amount that corresponds to the
Headteacher salary.

The Governing Body may make a determination to pay an additional payment where the Headteacher has
reached the maximum point of their pay range, the Governing Body can consider a pay increase within the
25% discretionary amount.

1.9.3 Deputy and Assistant Headteachers

The pay range for Deputy and Assistant Headteachers will be determined in accordance with criteria
specified in the 2022 Document.

The Deputy or Assistant Headteacher’s pay range will be based on the Leadership Group pay range and
must not exceed the maximum reference point of the Headteacher group for the school.

In determining the pay range for the Deputy or Assistant Headteacher, the Governing Body will ensure:

¢ that the maximum of the Deputy or Assistant Headteacher’s pay range must not exceed the
maximum of the school group range.

Deputy and Assistant Headteachers must demonstrate sustained high quality of performance in respect of
school leadership and management and pupil progress and will be subject to a review of performance
against their performance objectives before any incremental progression is awarded.

The Governing Body will consider movement by more than one point in the following circumstances:
o has far exceeded the targets set down in the previous year’s performance management
has taken lead responsibility in a whole school project that has in part contributed to the school
moving from good to outstanding in both Section 5 and 48 inspections, or has maintained previous
outstanding grades.

1.10 Allowances
1.10.1 Teaching and Learning Responsibility (TLR) Payments
The Governing Body can award a TLR1 or TLR2 to a classroom teacher for undertaking a sustained

additional responsibility in the context of its staff structure to ensure the continued delivery of high-quality
teaching and learning and for which the teacher is made accountable.



The values of the TLRs to be awarded are set out in appendix 1.

A TLR3 will be awarded to a classroom teacher undertaking a clearly time-limited school improvement
project or one-off externally driven responsibilities.

The duration of the fixed term will be established at the outset and payment will be made on a monthly
basis for the duration of the fixed term.

A teacher cannot be in receipt of both TLR1 and TLR2 at the same time, however they can receive a TLR3
in addition to either TLR1 or TLR2.

Before awarding any TLR the Governing Body must be satisfied that the teacher’s duties include a
significant responsibility that is not required of all classroom teachers and that:

e s focused on teaching and learning

e requires the exercise of a teacher’s professional skills and judgement

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

¢ has an impact on the educational progress of pupils other than the teachers’ assigned classes or
groups of pupils; and

¢ involves leading, developing and enhancing the teaching practice of other staff

For payment of TLR1, the significant responsibilities must include line management responsibility for a
significant number of people.

Posts attracting the level of TLR1 or TLR2 will be identified in the school’s staffing structure.
1.10.2 Special Educational Needs (SEN) Allowance
An SEN allowance , as Appendix 1, is payable to:

e The SENCO, where they are also a class teacher

Where a SEN allowance is to be paid, the Governing Body will determine the spot value of the allowance,
taking into account the structure of the school’s SEN provision and following factors:

a) Whether any mandatory qualifications are required for the post;
b) The qualifications or expertise of the teacher relevant to the post; and
c) The relative demands of the post

SEN allowances can be held at the same time as TLRs. The Governing Body will, when keeping their
staffing structures under review:

a) Ensure that, in the light of remodelling and the move of administrative tasks from teachers to
support staff, holders of SEN allowances are not carrying out tasks that would be more
appropriately undertaken by support staff;

b) (if a mainstream school) Consider whether, if teachers have responsibilities that meet all the criteria
for the award of TLR payments, it would be more appropriate to award a TLR payment instead of a
SEN allowance of a lower value;

c) not continue to award new SEN payments solely for the purposes of recruitment and retention; and

d) ensure that any SEN responsibilities are clearly specified in individual teachers’ job descriptions

In establishing appropriate values for SEN allowances, the Governing Body will ensure that values chosen
are properly positioned between the established minimum and maximum values. Differential values
relating to SEN roles in the school will be established to properly reflect the significant differences in the
nature and challenge of the work entailed so that the different payment levels can be objectively justified.
e The SENCO shall be given the lowest payment on the scale and time out to carry out duties
e OR



¢ The SENCO will be given the highest payment on the scale and no extra time out of class to carry
out duties

o Where the SENCO is not classroom based, no SENCO allowance will be paid

The teacher will be given written notification at the time of the award specifying the amount of the award
and the reason for the award.

1.10.3 Allowances payable to Unqualified Teachers

The Governing Body may award an additional allowance to an unqualified teacher where it considers that,
in the context of its staffing structure, the teacher has:

a) taken on a sustained additional responsibility which:-

i. isfocused on teaching and learning; and
ii.  requires the exercise of a teachers’ professional skills and judgement; or

b) qualifications or experience which bring added value to the role being undertaken

Unqualified teachers may not hold TLRs or SEN allowances.

1.10.4 Acting Allowance

Subiject to the provisions set out in the 2022 Document, an acting allowance may be paid to a teacher who
is assigned and carries out duties of a headteacher, deputy headteacher or assistant headteacher but has
not been appointed as an acting headteacher, deputy headteacher or assistant headteacher.

The Governing Body must determine within four weeks if an Acting Allowance should be paid to anyone
who is covering an absence. The acting allowance must provide a salary which is the equivalent to at least
the minimum of the pay range for post.

1.12 Additional Payments

The Governing Body may make such payment as it sees fit to a teacher, including a headteacher, in
respect of:

e Continuing professional development undertaken outside the school day

e Activities relating to the provision of initial teacher training as part of the ordinary conduct of the
school, including: supervising and observing teaching practice; giving feedback to students on their
performance and acting as professional mentors; and formally assessing students’ competences.

¢ Teachers who undertake initial teacher training activities which are not seen as part of the ordinary
running of the school will be given separate contracts of employment to cover areas of work that are
not part of their substantive teaching job or contract of employment: including planning and
preparing materials for an ITT course, and taking responsibility for the well-being and tuition of ITT
students.

e Qut-of-school Learning Activities. Payment to classroom teachers will only be made in respect of
activities undertaken outside of either the 1265 hours of directed time for full-time teachers; or the
appropriate proportion of the 1265 hours of directed time for part-time teachers. The related
activities will require the exercise of the teacher’s professional skills or judgement. Some



possibilities of activities include: breakfast clubs, homework clubs, summer schools (study support,
literacy and gifted and talented), sporting activities, other outdoor activities and clubs linked to
curricular, arts and hobby interest areas.

All additional payments would be made as flat rate payment in line with the teacher’s level of responsibility
and size of the commitment

1.13 Recruitment and Retention Incentive Benefits

The governing body can award lump sum payments, periodic payments, or provide other financial
assistance, support or benefits for a recruitment or retention incentive. Incentives may, for example, include
a cash sum, a percentage uplift of salary, or defined benefits such as childcare costs or health care
provision.

The pay committee will make clear at the outset, in writing, the expected duration of any such incentive or
benefit, and the review date after which they may be withdrawn.

In relation to all Leadership posts the 2022 Document states that recruitment and retention incentives
should not be awarded other then as reimbursement as reasonably incurred housing or re-location costs. If
this discretion has been applied in setting a pay range for recruitment purposes any further payment should
not be made. A recruitment incentive would only be considered after two advertisements have failed to
produce a suitable candidate for appointment.

The governing body will conduct an annual formal review of all such awards.

1.14 Determining Pay for Support Staff

Our pay structure for all grades and responsibility points in based on the agreed union rates attached as an
Appendix 1 to this policy

The Governing Body, in conjunction with the Headteacher, will undertake an annual review of the pay and
duties performed by support staff. If as a result of any review it is necessary to consider a change in the
duties of any member of the support staff, consultation will take place with the member/s of staff concerned
and Union representatives to ensure appropriate changes are made to job descriptions.

The policy aims to enable pay decisions to be made in compliance with the following employment
legislation as amended: the Employment Relations Act 1999, the Equality Act 2010, the Part-time Workers
(Prevention of Less Favourable Treatment) Regulations 2000, the Fixed-Term Employees (Prevention of
Less Favourable Treatment) Regulations 2002.

The policy aims to be consistent with the principles of public life — objectivity, openness and accountability.

1.15 Pay Rates and Allowance
1.15.1 Increments

Where a performance linked incremental scheme is in operation, the starting salary and performance
related increases to pay will be determined in accordance with that scheme.

Or

Where a performance linked incremental scheme does not apply and staff are employed on scales that
permit annual incremental progression, increments are payable only within the grade range applicable to



the post concerned unless otherwise stated in the employee’s contract of employment or an authorised
contractual variation. Increments will be reviewed on 1 April each year.

An increment may be withheld following an adverse performance appraisal report on an employee.
Probationers will be judged on the progress they have made during their probationary period. The school
may decide to pay a previously withheld increment if the employee’s performance is deemed to have
reached the required level within the following 12 month period with effect from a date determined by the
school.

Increments may be accelerated at the discretion of the school on the grounds of special merit or ability as
documented in one to one supervision meetings or at an appraisal subject to the maximum of the scale not
being exceeded.

On appointment or promotion employees will normally be appointed to the minimum point of the grade.

An employee who for any reason other than the annual leave of an employee is required to undertake the
full duties of a higher graded employee for a continuous period is entitled to receive a higher salary in
accordance with the LA conditions of service or in accordance with locally agreed arrangements.

An employee may seek a review, through the school's Grievance Procedure, of any determination in
relation to their pay or any other decision taken that affects their pay.

1.15.2 Overtime Payments

Overtime payment will be paid in accordance with locally agreed terms and conditions.

1.15.3 Part and Term Time Employees

The above should be paid within the salary scale for the post and paid proportionately with regard to the
hours actually worked and additionally, in respect of term-time only staff, the number of weeks worked.
Overtime rates where applicable would only be paid in respect of those hours worked over and above 36
hours in any week.

1.15.4 Value of Accommodation and Services

The school will assess and deduct from the salary of an employee the value of any accommodation and
services that they provide in accordance with the contract of employment and associated conditions.

1.15.5 Job Evaluations

Employees are entitled to be paid the rate for the role provided that they are fulfilling the full duties and
responsibilities of the grade. All non-teaching posts should have up to date job descriptions and person
specifications and have been evaluated under a recognised job evaluation scheme. Where an employee
disputes the evaluated grade of the post they would need to progress this through the schools’ Grievance
Procedure.

1.17 Pay Appeals

Staff have the right to make representations and to appeal about any aspect of their pay or pay
progression. The Pay Appeals process will be in line with the Appeal’'s procedure as detailed in the
School’s Performance Appraisal Policy.

1.16 Safeguarding

The Governing Body will operate salary safeguarding arrangements in line with the provisions of the 2022
Document .



1.17 Pay increases arising from changes to the Document
All teachers are paid in accordance with the statutory provisions of the Document as updated from time to

time.

1. 18 Over / Under Payments

Should an overpayment occur, the employee will be notified in writing of the full amount of the overpayment
and agreement will be sought about a reasonable repayment schedule.

Where an employee is due to leave employment the balance owing may be deducted from their final salary.
In the case of former employees, recovery of overpayments will be pursued.

In the case of underpayments, the Governing Body will apply appropriate refunds as soon as possible.

Employees are expected to draw to the attention of the School Business Manager any overpayment or
underpayment as soon as possible.

The School will draw to the attention of an employee any overpayment or underpayment as soon as
possible.

1.19 Monitoring the impact of the policy

The Governing Body will monitor the outcomes and impact of this policy on a regular basis yearly, including

trends in progression across specific groups of teachers to assess its effect and school’s continued
compliance with equalities legislation.



Appendix 1: Teachers’ Pay 2022

TEACHERS' PAY 2022 From 01092021 From 01/08/2022
OUTER LONDON
2021 2022 Change
Main Pay Range £ £ o
1 29915 32407 8.33%
2 31,604 34,103 7.61%
3 33,383 35 BB6 7.50%
4 35,264 37,763 7.09%
5 38,052 40,050 5.25%
6 41,136 43,193 5.00%
Upper Pay Range £ £ e
1 42 559 44 687 5.00%
2 44 133 46,340 5.00%
3 45,766 48,055 5.00%
TLR Payments £ £ %o
TLR 1 (Min) 8,291 8.706 5.01%
TLR 1 (Max) 14,030 14,732 5.00%
TLR 2A 2873 3017 5.01%
TLR 2B 4 78T 5,026 4.99%
TLR 2C 7017 7,368 5.00%
TLR 3 (Min) 571 600 5.08%
TLR 3 (Max) 2833 2.8975 5.01%
SEN Allowances £ £ B
SEM (Min) 2270 2.384 5.02%
SEN (Max) 4479 4,703 5.00%
Ungualified Teachars Range £ £ %o
1 21,832 22924 5.00%
2 23,946 25144 5.00%
3 26,059 27,362 5.00%
4 27 926 29,323 5.00%
5 30,037 31,539 5.00%




6] 32,151 | 33.759 | 500% |
Leadership Range £ £ e
1 4557  [IAesn] 500% |
2 46,601 48 831 5.00%
3 AT 676 50,060 5.00%
4 48,785 51.224 5.00%
5 49,919 52415 5.00%
[ 51,082 53636 5.00%
7 52 371 54,900 5.00%
B 53,499 56.174 5.00%
9 54,750 57.4B8 5.00%
10 56,072 58 RTE 5.00%
11 57,436 60,308 5.00%
12 58,688 61.622 5.00%
13 60,073 63.077 5.00%
14 61,479 64 553 5.00%
15 62,026 66,072 5.00%
16 64 514 67.740 5.00%
17 65,021 69,217 5.00%
18a 66,827 70168 5.00%
18 67,406 70.871 5.00%
19 69,087 72 541 5.00%
20 70,713 74.249 5.00%
2ia 71666 |[NINWEASONNN] 500%
21 72,383 76.002 5.00%
22 74,000 77.705 5.00%
23 75,642 70.634 5.00%
24a
24 77.643 81,525 5.00%
25 79,489 83 463 5.00%
26 81,372 85.441 5.00%
27a
27 83,305 B7.470 5.00%
28 85,290 8O 555 5.00%
29 87,316 01,682 5.00%
30 89,406 03 876 5.00%
a
31 91,530 96,116 5.00%
32 93,724 98.410 5.00%
33 95,075 100,774 5.00%
34 98,263 103,176 5.00%
35a
35 100,620 105,651 5.00% |
36 103,026 108,177 5.00%
a7 105,500 110,784 500% |




38 108,037 113,439 5.00%
39a

39| 110,584 116,113 5.00%

40| 113,266 118,929 5.00%

41 116,010 121 811 5.00%

42 118,828 124,769 5.00%

43 120,513 126,539 5.00%

Ratles with an "a" are for headteachers goup Maximum




Support staff payscales

5t Catherine Catholic School
Outer London Support Staff pay scales from 01/04/2022

Mew Grades New SCP 2021 2022 Diff
Scale 1 1 £ 21,228 | £ 23,457 E2229
2 £ 21,399 | £ 23628 E223
Scale 2 3 £ 21,783 | £ 24,012 ) E£2220
4 £ 22,179 | £ 24408 ) £2229
Scale 3 5 £ 22575 | £ 24804 E2229
6 £ 22583 | £ 25212 E2230
Scale 4 7 £ 23,400 | £ 25629 E£2229
B £ 23,817 | £ o046 | E22295
9 £ 24,243 | £ 28472 E2229
10 £ 24,684 | £ 26,513 £2739
Scale 5 12 £ 25578 | £ 27BO7| E22X
13 £ 26,040 | £ 28289 | E£2229
14 £ 26,508 | £ 28737 E2229
15 £ 25585 |E£ 29214 2229
Seale b 18 £ 28470 | £ 30,699 | E2.229
19 £ 28,983 | £ 31,212 E2339
20 £ 2502 | £ 31731 2229
s01 23 £ 31,122 | £ 33351 E223
24 £ 31,590 | £ 33,819 £2230
25 £ 32,112 | £ 34341 £2229
s02 25 £ 32588 | £ 35217 E223
27 £ 33,909 | £ 35138 E£2230
28 £ 34809 | £ 37038 E£2229
POA L £ 35496 | £ 37725 E£223
30 £ 36378 | £ 3I860T| E2Z29
£ | £ 37353 | £ 35582 E222
E¥. £ 38385 | £ 40614 | E22295
33 £ 39,504 | £ 41,793 E£2220
FOB 34 £ 40566 | £ 42795 E2229
35 £ 41,586 | £ 43815 E£2.229
36 £ 42,585 | £ 44814 E£2220
37 £ 43,605 | £ 45834 E2229
38 £ 44,628 | £ 4B 857 | E2229
POC 39 £ 45576 | £ 47805 E£2220
40 £ 46,638 | £ 48 86T | E2229
41 £ 47661 | £ 45850 E£2229
42 £ 48,681 | £ 50510 £2229
43 £ 49,674 | £ 51,503 £2229
FOD 44 £ 50700 | £ 525929 E£22X
45 £ 51,717 | £ 53546 E£2.220
46 £ 52,746 | £ 54575 E£2230
47 £ 53,793 | £ SB022]| E222
48 £ S4873| £ 57102 £22%0
POE 49 £ 55980 | £ 58209 E£2229
50 £ 57084 | £ 55313 E£222




g1 £ S8173| £ 60402 £2239
52 E 59,262 | £ 61451 £2220
53 £ 60366 | £ 62,595 £2229

POF 54 £ BlLAs55 | £ 63.684| E£223
£5 E B2547T | E 64,776 E£2229
56 £ B3,651| £ 65880 £2229
57 E B4749 | £ 6B57E| E£223
58 £ B5838 | £ BEORT| £222

First Aid £155.43 per |£161.71 per

annum AnNnum

Sleeping in £39.24 per

allowance nIEht

London Living E10.75 per

WaEe hour

Planned Hourly Overtime Rates

501 & 502 £21.498 £22. 86

POA £23.52 £24.47

POB & POC £25.53 £26.56




