
Explanatory Guidance

Preface

This explanatory guidance is intended to be read alongside the joint NUT/NASUWT Model Pay

Policy. It will assist all schools in England and Wales in applying the provisions of the

NUT/NASUWT Model Pay Policy.

The 2013 School Teachers’ Pay and Conditions Document (STPCD) sets out substantial

changes to the national pay structure which could increase substantially the workloads of

headteachers and governing bodies, distract from the important focus on teaching and learning

and put schools at serious risk of legal challenge. 

The NASUWT and NUT are committed to assisting governing bodies, school leaders and

employers in establishing school pay policies that are workload-friendly, contribute to school

improvement and help schools discharge their responsibilities.

The 2013 STPCD actually requires only minimal changes to school pay policies. It is, however,

vital that every school pay policy maintains the existing pay scales for classroom teachers,

maintains the portability of pay entitlements on moving posts and establishes fair criteria for pay

progression. 

The NASUWT and NUT Joint Pay Policy Checklist (at the end of this document) outlines our

minimum expectations. School pay policies that comply with all the requirements set out in our

joint checklist will be fully consistent with the requirements of the 2013 STPCD and will ensure

that schools can continue to recruit, retain and motivate teachers and operate secure financial

and personnel planning, avoiding the unnecessary distraction and associated risks of budget

problems, grievances, pay appeals and disputes on an annual basis.

The Joint NASUWT and NUT Pay Policy Checklist will:

• support and promote a collaborative working ethos within and between schools;

• reduce the potential for grievances, pay appeals, discrimination claims and other disputes

arising;

• secure teacher recruitment and retention within individual schools and across the teaching

profession as a whole;



• not increase financial or budgetary pressures on schools, particularly important at a time

of cuts to school budgets;

• maintain a clear and demonstrable link between teachers’ pay and performance;

• ensure parity between teachers of all subjects and curriculum areas.

The NUT/NASUWT Model Pay Policy is entirely consistent and compliant with the revised

statutory provisions for teachers’ pay due to take effect from 1 September 2013. It follows the

format of the Department for Education’s (DfE’s) own model policy and has been developed to

be fully consistent with our checklist, as well as the 2013 STPCD, and to save time for schools.

Adopting the NUT/NASUWT Model Pay Policy ensures that teachers will suffer no financial or

professional detriment as a consequence of the changes to the teachers’ pay structure from

September 2013 onwards.

The NASUWT and NUT remain committed, however, to securing a national pay structure in

England and Wales which applies statutorily to all maintained schools and academies.



Guide to the NUT/NASUWT Model Pay Policy

INTRODUCTION

(paragraphs 1-4)

A fair, transparent and consistent pay policy, which recognises and rewards teachers as highly

skilled professionals, is a key element in effective school improvement.

The NUT/NASUWT Model Pay Policy affirms the importance of ensuring that pay decisions at the

school are fair and transparent and that they contribute to supporting high-quality teaching and

learning across the school. It makes clear that the governing body is committed to the principle

of pay portability and to ensuring that teachers suffer no financial or professional detriment as a

consequence of the transition to the revised arrangements set out in the 2013 STPCD.

It anticipates that pay determination matters are delegated to a Pay Committee but confirms

that the whole governing body retains ultimate responsibility for all decisions made. Pay

decisions should not be delegated to an individual.

There is no requirement and there should be no expectation for the composition of the governing

body or the Pay Committee to be revised as a result of changes to the 2013 STPCD. All members

of the governing body – including teacher governors – carry equal responsibility for decisions taken

by the governing body. Teacher governors should not be excluded from meetings of the governing

body, or given restricted voting rights, where matters relating to teachers’ pay are discussed. 

PAY REVIEWS

(paragraphs 5-7)

Each teacher is entitled to an annual pay review and should receive a written statement setting

out their salary and any other benefits to which they are entitled. 

Pay decisions must apply from 1 September each year.

Each teacher should receive an annual written statement of their pay entitlements by 31 October

each year.

The NUT/NASUWT Model Pay Policy includes provision for pay reviews to be carried out in

exceptional circumstances at other times of the year.

The Policy confirms that the governing body will provide written notification of pay decisions that

may result in a period of salary safeguarding within one month after the date of pay determination.

BASIC PAY DETERMINATION ON APPOINTMENT

(paragraphs 8-24)

The NUT/NASUWT Model Pay Policy sets out how the school will address matters relating to

pay determination (including pay portability and pay notification). The Policy ensures that the

school operates on the basis that pay determination should be done on a transparent, fair and

consistent basis within the school.



The 2013 STPCD requires that governing bodies agree the arrangements for pay determination

and the extent to which such decisions will be delegated to others. It permits governing bodies

to determine the form of the pay scales for classroom teachers within the national minimum

and maximum of their pay ranges.

The NUT/NASUWT Model Pay Policy provides for prescribed pay scales (spine points) between

the statutory minimum and maximum on the Main Pay Range and the Upper Pay Range. The

adoption of standardised pay scales is necessary to enable pay portability between schools.

The NUT/NASUWT Model Pay Policy confirms the school’s commitment to award a minimum 1%

pay uplift to all existing pay points and allowances for all teachers from September 2013 and to a

greater award if that is the outcome of the School Teachers’ Review Body (STRB) pay review process. 

The NUT/NASUWT Model Pay Policy sets out the provisions to be used by governing bodies

when determining a teacher’s basic pay on appointment, taking account of the need to ensure

the following:

• ensuring pay determination for classroom teachers is within the Main Pay Range and the

Upper Pay Range;

• ensuring pay determination for leading practitioner teachers is within the pay range for

leading practitioners;

• ensuring that existing Advanced Skills Teachers (ASTs) and Excellent Teachers (ETs) at the

school are assimilated onto the new Leading Practitioner pay range;

• ensuring pay determination for unqualified teachers is within the unqualified teacher pay range;

• ensuring pay determination for headteachers, deputy headteachers and assistant

headteachers is within the leadership pay range;

• ensuring entitlements in respect of the above to additional pay weighting for teachers

working in Inner London, Outer London and the Fringe Area;

• ensuring pay portability for teachers taking up a new post at the school.

The NUT/NASUWT Model Pay Policy allows for the governing body to pay classroom teachers

who are ‘post-threshold teachers’ as defined by the 2012 STPCD on the Upper Pay Range.

This includes teachers formerly employed as leadership group teachers for more than one year

or as local authority school inspectors/advisers, and other teachers who have met standards

equivalent to the Upper Pay Scale (UPS) standards (e.g. teachers in sixth-form colleges).

The pay scale on the leading practitioner pay range as set out in the NUT/NASUWT Model Pay

Policy has been determined on the basis of promoting transparency, fairness, consistency and

pay/career progression within and between schools. A five-point salary scale should be applied

within the published minimum and maximum pay ranges in the 2013 STPCD. These salary

scales will be published in a separate addendum. 

The removal of the AST and ET salary scales from the STPCD requires schools that have AST

and ET posts within their staffing structures to assimilate these posts into a staffing structure

which is consistent with the provisions of the 2013 STPCD. 



Teachers previously assessed as meeting the standards to be paid as an AST or ET have already

demonstrated the range of skills that should be required on Leading Practitioners, including their

ability to model and lead improvements in teaching practice within schools, including through:

• coaching, mentoring and induction of teachers, including trainees and newly qualified

teachers (NQTs);

• disseminating materials and advising on practice, research and continuing professional

development (CPD) provision;

• assessment and impact evaluation, including through demonstration lessons and

classroom observation;

• helping teachers who are experiencing difficulties.

The NUT/NASUWT Model Pay Policy confirms that the governing body will establish Leadership

Practitioner posts from 1 September 2013 for all teachers previously employed in the school as

ASTs or ETs and pay them at a scale point which maintains the teacher’s previous pay entitlement

plus any pay progression which they would have received had they remained in that post.

When determining the pay of unqualified teachers, the governing body will need to ensure that

teachers who hold qualifications from overseas which are deemed to be commensurate with

Qualified Teacher Status (QTS) should be paid as qualified teachers. 

The NUT/NASUWT Model Pay Policy confirms that the pay range for the head teacher, deputy

headteacher and assistant headteacher should be determined in accordance with the criteria

specified in the 2013 STPCD and the pay ranges should be set out in the school’s pay policy. 

The pay scales and values set out in the NUT/NASUWT Model Pay Policy reflect the 2012/13

salary values and are, therefore, subject to uprating, pending the outcome of the STRB 22nd

Report. An addendum to the NUT/NASUWT Model Pay Policy will be published by the NASUWT

and NUT which will include uprated salary values for all of the pay scales set out in the model

policy once the Review Body has reported. 

PAY PROGRESSION BASED ON PERFORMANCE

(paragraphs 25-39)

The NUT/NASUWT Model Pay Policy has been developed to promote team working and to

encourage teachers, individually and collectively, to work to secure the best possible standards

of education for all pupils.

The governing body is responsible for adopting pay and appraisal policies which should

encourage effective professional practice and enable access to pay progression for teachers.

The provisions in the NUT/NASUWT Model Pay Policy ensure that the arrangements used to

determine pay progression are appropriate, fair and can be objectively justified.

The revised procedures on pay progression do not take effect until September 2014. Applications

for progression to the UPS from September 2013 (i.e. Round 13), progression on the Main and

Upper Pay Scales and pay determinations for new appointees taking up posts prior to September

2014 must be carried out in accordance with the provisions of the 2012 STPCD, and as specified

in the 2013 STPCD.



The NUT/NASUWT Model Pay Policy addresses the need for the governing body to set the

arrangements for determining pay progression, confirming that the performance

management/appraisal process should be the sole mechanism for determining whether a

teacher’s performance merits pay progression. The Policy confirms that evidence of successful

performance management/appraisal reviews should be sufficient for determining that a teacher

should receive pay progression. 

Performance management/appraisal reviews should provide a robust mechanism for evaluating

the teacher’s performance without the need for other systems and processes. 

The NUT/NASUWT Model Pay Policy prohibits the misuse of pupil voice, parental opinion and

other sources when determining performance pay progression. Pay progression decisions

should be informed from the evidence from performance management/appraisal only.

The NUT/NASUWT Model Pay Policy confirms that all teachers at the school may expect to

progress to the top of their pay range as a result of successful performance management/

appraisal review. In the case of newly qualified teachers, pay progression to the next point is

determined on the basis of the teacher’s successful completion of induction. 

The governing body is responsible for ensuring that, each year, sufficient funding is allocated for

pay progression by all eligible teachers. It is not appropriate for the governing body to set a

budget which artificially limits the number of teachers able to secure performance pay

progression. The NUT/NASUWT Model Pay Policy confirms that there will be no rationing of pay

progression on the basis of funding. However, the NUT/NASUWT Model Pay Policy, with its clarity

of who is eligible to progress, enables the school to manage the budgetary process effectively.

The NUT/NASUWT Model Pay Policy recognises that a teacher’s pay progression must be

linked directly to the outcomes of the teacher’s performance management/appraisal process.

Teacher absence per se should not be used as a specific criterion for determining a teacher’s

eligibility to pay progression. The inclusion of such a factor could be discriminatory. 

A performance management/appraisal review will not be successful where significant concerns

about a teacher’s standards of performance have been raised in writing with the teacher during

the annual performance management/appraisal cycle and where support has been provided

to the teacher by the school and where those concerns have not been sufficiently addressed. 

There is nothing in the policy to prevent a teacher receiving accelerated pay progression in the

case of exceptional performance. However, the governing body must ensure that such practice

does not result in unlawful discrimination. 

The NUT/NASUWT Model Pay Policy ensures that the responsibility for pay progression

decisions rests with the governing body. This is an important safeguard for the governing body

and should not be delegated to the headteacher.

Progression on the Main Pay Range should be determined on the basis of a successful

performance review. Progression on the Upper Pay Range should be determined on the basis

of two successful performance reviews.



The criteria for progression along the Upper Pay Range are set out in Appendix Four of the

NUT/NASUWT Model Pay Policy. The application of these criteria to all teachers at the school

will ensure fairness and transparency.

MOVEMENT TO THE UPPER PAY RANGE

(paragraphs 40-51)

The NUT/NASUWT Model Pay Policy includes provisions for teachers to progress from the Main

Pay Range to be paid on the Upper Pay Range.

Progression from the Main Pay Range to the Upper Pay Range is, as prior to the 2013 changes,

on the basis of two successful performance reviews. 

Under the NUT/NASUWT Model Pay Policy, teachers eligible for progression to the Upper Pay

Range must have reached M6 on the Main Pay Range. It does not provide for a teacher at any

other point on the Main Pay Range to move to the Upper Pay Range. Schools which allow

unrestricted access to the Upper Pay Range will leave themselves vulnerable to increased costs,

pay appeals and grievances.

The NUT/NASUWT Model Pay Policy requires that teachers at the school must apply in writing to

be assessed for progression to the Upper Pay Range. A model application form is included in

Appendix Three of the NUT/NASUWT Model Pay Policy to minimise workload and bureaucracy

in schools. It does not provide for any other evidence to be required from the teacher – the

evidence to be used is that available through the performance management/appraisal process.

To aid transparency, the NUT/NASUWT Model Pay Policy confirms to all teachers at the school

the deadline and process to be followed in order to apply to be assessed for progression to the

Upper Pay Range.

The criteria for progression to and along the Upper Pay Range are set out in Appendix Four of

the NUT/NASUWT Model Pay Policy. The application of these criteria to all teachers at the

school will ensure fairness and transparency. The criteria are those which appeared previously

in the STPCD and which have been developed and used extensively across schools to enable

robust and objective judgements to be made to enable governing bodies to be satisfied that:

• a teacher is highly competent in all elements of the relevant standards;

• a teacher’s achievements and contribution to the school are substantial and sustained.

PART-TIME TEACHERS

(paragraph 52)

The NUT/NASUWT Model Pay Policy includes provisions for the payment of teachers who work

on a part-time pro rata basis. 

The governing body is required to determine the salary of a part-time teacher in accordance

with the pro rata principle, recognising that the teacher’s total remuneration must correspond

to the number of hours the teacher is employed as a proportion of the number of hours in the

school’s timetabled teaching week.

Any additional hours worked by agreement should be paid at the same pro rata rate.



SHORT NOTICE/SUPPLY TEACHERS

(paragraphs 53 - 54)

The NUT/NASUWT Model Pay Policy specifies that pay rates for supply teachers should be

calculated on the basis of 1/195th of the pay on a regular contract. The governing body should

use supply teacher agencies only where those agencies agree to pay teachers on this basis.

PAY INCREASES ARISING FROM CHANGES TO THE DOCUMENT

(paragraph 55)

The pay scales and values set out in the NUT/NASUWT Model Pay Policy reflect the 2012/13

salary values and are, therefore, subject to uprating pending the outcome of the STRB’s 22nd

Report. An addendum to the NUT/NASUWT Model Pay Policy will be published by the NASUWT

and NUT which will include uprated salary values for all of the pay scales set out in the

NUT/NASUWT Model Pay Policy. 

DISCRETIONARY ALLOWANCES AND PAYMENTS

(paragraphs 56-66)

The NUT/NASUWT Model Pay Policy includes provisions for discretionary allowances and

payments to be made, including Teaching and Learning Responsibility (TLR) 1 and TLR2

payments; TLR3 payments; special educational needs (SEN) allowances; and acting

allowances.

The governing body will need to confirm in the school’s pay policy the values of the pay ranges

for any TLR1 and TLR2 posts. Additionally, the staffing structure should identify the values of

the payments attached to individual posts (see Appendix Five below), although it is not

necessary to give the names of individual teachers.

In accordance with the provisions of the 2013 STPCD, the governing body must set out in the

school’s pay policy the basis on which it will award SEN allowances, within the published pay

range, to a classroom teacher and the spot value of the allowances payable to those who meet

those criteria.

OTHER PAYMENTS

(paragraphs 67-71)

The NUT/NASUWT Model Pay Policy includes provisions for other payments to be made in

respect of CPD; initial teacher training (ITT) activities; out-of-school learning activities; recruitment

and retention incentives and benefits; residential duties; and honoraria.

SAFEGUARDING

(paragraph 72)

This section of the NUT/NASUWT Model Pay Policy confirms that the school’s pay

arrangements will comply with the provisions of the 2013 STPCD regarding salary safeguarding.



APPEALS

(paragraph 73)

Appendix Two of the NUT/NASUWT Model Pay Policy sets out the provisions in respect of

considering pay appeals.

MONITORING THE IMPACT OF THE POLICY

(paragraph 74)

The outcomes of pay decisions need to be fair to all teachers and comply with equalities

legislation. In particular, the governing body will need to ensure that its pay arrangements:

• do not discriminate unlawfully;

• advance equal opportunities;

• promote good relations between different groups.

The governing body will need to evaluate the operation of the pay policy to ensure that:

• there is no actual, or potential for, discrimination or disadvantage in terms of their access

to/eligibility for pay progression opportunities on each of the pay ranges;

• decisions made in respect of the use of additional payments and allowances do not

discriminate against particular groups;

• the outcome of all pay decisions is fair and equitable;

• the reasons for anomalies or other disparities are examined, explained and remedial action

taken.

Adopting the NUT/NASUWT Model Pay Policy will assist schools to minimise the potential for

claims of unlawful discrimination.

The NUT/NASUWT Model Pay Policy affirms that the governing body will monitor the outcomes

and impact of the pay policy and discuss these matters with trade union representatives. It

confirms also that pay decisions should be recorded by the school in a way that enables the

school to assess the equality impact of the same, taking account of the following protected

characteristics:

• Sex/gender/trans

• Ethnicity

• Disability

• Age

• Pregnancy and maternity

• Sexual orientation

• Marriage and civil partnership

• Religion and belief

The governing body should also take steps to ensure that the school’s pay policy does not

discriminate on grounds of trade union membership.



APPENDIX ONE: REMIT FOR THE PAY COMMITTEE OF THE GOVERNING BODY

This appendix summarises the key responsibilities of the pay committee of the governing body.

APPENDIX TWO: PAY APPEALS PROCEDURE

This appendix provides a model pay appeals procedure and is entirely consistent with best

practice and the ACAS Code of Practice.

APPENDIX THREE: UPPER PAY RANGE APPLICATION FORM

This appendix provides a template proforma for use by teachers wishing to be assessed for

progression to the Upper Pay Range at the school. The application form will be available to

teachers on M5 and M6 at the school in accordance with the provisions in the school’s pay

policy.

On completion, the signed proforma should be appended to the teacher’s performance

management/appraisal planning record statement.

APPENDIX FOUR: UPPER PAY RANGE PROGRESSION CRITERIA

This appendix lists the Upper Pay Range progression criteria that will be used by the school to

determine access to the Upper Pay Range for teachers on the Main Pay Range and progression

by teachers on the Upper Pay Range. Teachers seeking pay progression will be required to

demonstrate that they have satisfied these criteria by reference to two successful and

consecutive performance management/appraisal reviews.

APPENDIX FIVE: SCHOOL STAFFING STRUCTURE AND SALARY VALUES

This appendix provides space for the school to set out the staffing structure together with the

salary values/ranges that apply to posts within the school’s staffing structure. It is not necessary

for schools to give details of the names of individual postholders within the staffing structure.



School Pay Policies

NASUWT/NUT Checklist

PURPOSE OF THE CHECKLIST

The NUT and the NASUWT believe that a fair, transparent and consistent pay policy, which

recognises and rewards teachers as highly skilled professionals, is a key element in effective

school improvement.

School pay policies which accord with the provisions in this checklist will help to recruit, retain

and motivate teachers, provide the basis for sound financial and personnel planning and

minimise the risk of grievance and discrimination.

The checklist sets out the minimum requirements for an effective pay policy and is entirely

consistent with the revised statutory provisions for teachers’ pay due to take effect from 1

September 2013. 

The NASUWT and NUT model school pay policy incorporates all of the provisions of this

checklist and is consistent and compliant with all statutory requirements. 

The publication of the NUT and NASUWT joint checklist does not represent an acceptance of

changes to the teachers’ pay system introduced or proposed by the Department for Education.

The NASUWT and NUT are committed to securing a national pay structure in England and

Wales which applies statutorily to all maintained schools and academies.

PAY DECISIONS FOR SEPTEMBER 2013

The revised procedures on pay progression do not take effect until September 2014.

Applications for progression to the Upper Pay Scale from September 2013 (i.e. Round 13),

progression on the Main and Upper Pay Scales and pay determinations for new appointees

taking up posts prior to September 2014 will therefore be carried out in accordance with the

provisions of the 2012 School Teachers’ Pay and Conditions Document (STPCD).



Pay Awards

The school is committed to award a minimum one per cent pay uplift to all existing pay points

and allowances for all teachers from September 2013 and to a greater award if that is the

outcome of the School Teachers’ Review Body (STRB) pay review process. 

PAY DECISIONS FROM SEPTEMBER 2013

Performance management/appraisal of teachers

l Performance management/appraisal procedures at the school will operate in accordance

with the joint NASUWT/NUT checklist.

Salary determination

l The school will determine the salary of a teacher on an annual basis and notify the teacher

in writing of the salary determination by 31 October each year with effect from 1 September

of that year.

Determining the pay of appointees/maintaining ‘pay portability’

l The school is committed to the principle of pay portability and will apply this principle in

practice when making all new appointments.

Determining the pay ranges for vacant teaching posts

l The school will not restrict the pay available for appointees to vacant classroom teacher

posts, other than the lower limit of the Main Pay Range and the upper limit of the Upper

Pay Range.

Main Pay Range – pay scale

l Teachers on the Main Pay Range will be paid on the six-point scale on the Main Pay Range

attached.

Main Pay Range – pay progression

l Teachers will be awarded pay progression on the Main Pay Range following a successful

performance management/appraisal review.

l Reviews will be deemed to be successful unless significant concerns about standards of

performance have been raised in writing with the teacher during the annual performance

management/appraisal cycle and have not been sufficiently addressed through support

provided by the school by the conclusion of that process.

l Teachers in their induction year will be awarded pay progression on the successful

completion of induction.

Moving from the Main Pay Range to the Upper Pay Range

l Teachers who apply to move to the Upper Pay Range from point six of the Main Pay Range

will be awarded progression to that Range having regard to the two most recent

performance management/appraisal reviews.



l Reviews will be deemed to be successful unless significant concerns about standards of

performance have been raised in writing with the teacher during the annual performance

management/appraisal cycle and have not been sufficiently addressed through support

provided by the school by the conclusion of that process.

Upper Pay Range – pay scale

l Teachers on the Upper Pay Range will be paid on the three-point scale on the Upper Pay

Range attached.

Upper Pay Range – pay progression

l Teachers will be awarded pay progression on the Upper Pay Range following two

successful performance management/appraisal reviews.

l Reviews will be deemed to be successful unless significant concerns about standards of

performance have been raised in writing with the teacher during the annual performance

management/appraisal cycle and have not been sufficiently addressed through support

provided by the school by the conclusion of that process.

Advanced Skills Teachers (ASTs)/Excellent Teachers (ETs)

l Existing ASTs/ETs will be assimilated to the Leading Practitioner Pay Range at a pay point

or individual pay range which maintains as a minimum their existing pay entitlements. 

TLR payments

l TLR1 and TLR2 payments will be allocated in accordance with the criteria attached.

l Teachers will not be expected to undertake permanent additional responsibilities without

payment of a permanent TLR1 or TLR2 payment.

l Clear criteria for the award, level and duration of time-limited TLR3 payments will be set

out. There will be full consultation with union representatives and agreement with the

NASUWT and NUT before the decision is made to make any such payment.

Appeals procedures

l Teachers have the right to make representations and to appeal about any aspect of their

pay or pay progression in accordance with an appeals procedure within the policy which

meets, as a minimum, the statutory requirements on disputes resolution.

Monitoring and review of the policy

l The policy will be monitored and reviewed by the relevant body in conjunction with union

representatives on an annual basis. An annual written report on the operation of the pay

policy, recording pay decisions taken and equality impact, will be provided to union

representatives.



PAY SCALES ON THE MAIN AND UPPER PAY SCALES

E&W generally Inner London Outer London Fringe Area

Main Pay Scale
1 21,588 27,000 25,117 22,626

2 23,295 28,408 26,674 24,331

3 25,168 29,889 28,325 26,203

4 27,104 31,446 30,080 28,146

5 29,240 33,865 32,630 30,278

6 31,552 36,387 35,116 32,588

Upper Pay Scale
1 34,181 41,497 37,599 35,218

2 35,447 43,536 38,991 36,483

3 36,756 45,000 40,433 37,795

The salary values contained in the above pay scales reflect the 2012 STPCD pay scales. A pay

award is pending.

CRITERIA FOR TLR1 and TLR2 PAYMENTS

Before awarding a TLR1 or TLR2 payment, the school must be satisfied that the teacher’s duties

include a significant responsibility that is not required of all classroom teachers and that:

(a) is focused on teaching and learning;

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

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

and manage pupil development across the curriculum;

(d) has an impact on the educational progress of pupils other than the teacher’s assigned

classes or groups of pupils; and

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

In addition, before awarding a TLR1, the school must be satisfied that the significant

responsibility referred to above includes line management responsibility for a significant number

of people. 
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