
www.ascl.org.uk

Guidance paper 89

School Leaders’ Guide to the STRB and STPCD

Guidance paper 89

This guide is intended as an introduction to the work of 
the STRB (School Teachers’ Review Body) and the STPCD 
(School Teachers’ Pay and Conditions Document). It is 
hoped that this will enable school leaders (particularly 
those new to their role) to gain a fuller understanding and 
to make easier use of the STPCD in their day-to-day work in 
the management of their teaching staff.

an introduction to the STrB
1 The School Teachers' Review Body (STRB) was 

established by the School Teachers' Pay and Conditions 
Act 1991 to report to the prime minister and to the 
secretary of state for education on the statutory pay 
and conditions of school teachers in England and 
Wales. Its legal status was subsequently continued by 
the Education Act 2002.

2 Membership of the STRB is determined by the prime 
minister. The secretariat is provided by the Office of 
Manpower Economics. The review body may have a 
maximum of nine members; the chair is appointed by 
the prime minister and the members by the secretary 
of state. STRB current member details can be found 
on the Office of Manpower Economics website http://
www.ome.uk.com/STRB_Members_biographies.
aspx

3 The cycle for the review body starts with a series 
of directions (a remit) from the secretary of state 
for education setting out the matters on which the 
review body is to report. This does not prevent it 
from reporting on other such matters as it thinks fit. 
The secretary of state may direct it to have regard 
to certain considerations such as affordability and 
the government's policy on public sector pay but 
cannot impose limits on what it may recommend or 
the cost of its recommendations. The review body 
then calls for evidence from employers, trade unions 
and governors' representatives before making its 
recommendations to the secretary of state. The 
secretary of state is empowered to accept, amend 
or reject recommendations from the review body. In 
recent years, the STRB has worked to an annual cycle, 
reporting to the government each year by a specific 
deadline in respect of the pay settlement due in 
September. However, the secretary of state can refer 
matters to STRB at any time.

4 Further information about the work of the STRB and 
its reports may be found at http://www.ome.uk.com/
STRB_Reports.aspx

5 The most recent remit from the secretary of state 
may be found on the DfE website at http://www.
education.gov.uk/schools/careers/payandpensions/
a00203870/strb-remit-21st-report.

an introduction to the STpcd
6 The School Teachers' Pay and Conditions Document 

(STPCD) is an annually-published document which 
forms a part of the contract of all teachers and 
headteachers in maintained schools in England and 
Wales. The document is binding on all maintained 
schools and local authorities.

7 Each year, the document is constructed by the DfE. It 
must then be enacted by secondary legislation which 
is produced annually in the name of the secretary of 
state for education. 

8 The secondary legislation usually takes the form of a 
Statutory Instrument entitled "The Education (School 
Teachers' Pay and Conditions) Order". This document 
revokes the previous year's document, replacing it with 
the new version. The Statutory Instrument is currently 
issued under the provisions of the Education Act 2002 
and is normally brought in during August of each year, 
coming into effect on 1 September before the new 
school terms start.

9 Currently, the STPCD is published within in one larger 
publication that includes a general introduction and 
guidance for implementation. The whole publication is 
arranged as summarised below:

 Section one

10 The introduction of the document sets out its legal 
status and gives summary details of key changes to the 
document in its most recent version.

 Section two 

11 Section two is the STPCD, the main legal document, 
which sets out the key pay and conditions 
arrangements for teachers. Further details are set out in 
section E of this guide. This section is generally referred 
to elsewhere as “the document”.
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 Section three 

12 This section gives guidance for employers and 
employees on the application of the document. 
Although not part of the Statutory Instrument, 
this guidance must be adhered to in applying the 
provisions of the STPCD.

 Section four 

13 This section gives guidance on changes to teachers' 
pay and conditions since the introduction of 
the National Workload Agreement between the 
government and unions that led to the removal 
of routine administrative work from teachers' 
responsibilities and introduced guaranteed PPA 
(Planning, Preparation and Assessment) time for 
teachers, restrictions on cover and examination 
invigilation.

 Section four 

14 This section gives guidance on changes to teachers’ 
pay and conditions since the introduction of 
the National Workload Agreement between the 
government and unions that led to the removal 
of routine administrative work from teachers’ 
responsibilities and introduced guaranteed PPA 
(Planning, Preparation and Assessment) time for 
teachers, restrictions on cover and examination 
invigilation.

The ‘Burgundy Book’
15 In addition to the STPCD, the Conditions of Service 

for School Teachers in England and Wales (‘Burgundy 
Book’) is a national agreement between the six 
school teacher unions and the National Employers’ 
Organisation for School Teachers (NEOST). It sets out 
national conditions of service for school teachers in 
England and Wales and is an essential reference for 
all maintained schools and also for non-maintained 
schools that choose to incorporate this agreement into 
their teachers’ contracts of employment. 

16 The Burgundy Book’s main provisions relate to notice 
periods, sick leave and pay and maternity leave and 
pay. This can be downloaded online from http://www.
lge.gov.uk/lge/core/page.do?pageId=119369

current teachers’ pay arrangements overview 
(2012)
 1 area pay bands

 There are currently four area pay bands that emanate 
from London:

 a) London inner 

 b) Outer London 

 c) The London fringe

 d) The remainder of England and Wales

 The current pay bands have rigid boundaries, which at 
the point they were devised took account of areas that 
historically had higher teacher vacancy rates and costs 
of living.

 2 pay scales and flexibilities

 The STPCD sets out a range of pay scales and 
allowances. 

 In summary, the teachers’ pay system is made up of the 
following:

 a) Unqualified teachers’ pay scale

 b) Main scale for classroom teachers

 c) Upper pay scale

 d) Excellent Teacher pay range

 e) Advanced Skills Teacher pay spine

 f) Leadership group pay spine

 Progress through the points of the main pay scale 
for classroom teachers is on the basis of a teacher 
completing a satisfactory year of employment. 
If a teacher’s performance has been deemed as 
unsatisfactory, the relevant body (the LA or governors) 
still has the discretion to progress a teacher through 
the main pay scale. The relevant body may also 
advance a teacher by two points, in total, if their 
performance is judged to be excellent.

 Once a point is awarded to a classroom teacher on 
the main or upper pay scale, it is permanent. The only 
exception to this is where a teacher has been paid as 
an Excellent Teacher (ET) or Advanced Skills Teacher 
(AST - see below) and they move to a post that was 
not an ET or AST post. In these instances, their pay 
is adjusted to reflect the change in their role and 
responsibilities.

 Schools may employ ‘unqualified’ teachers who 
are paid on a separate pay scale. The progression 
arrangements and the awarding of points operate in a 
similar way to that of the main pay scale. 

 3 upper pay scale

 In 2000, the ‘Threshold’ was introduced as a new career 
structure for teachers to reward effective performance. 
The Threshold gives teachers at the top of the main 
pay scale the option of applying to progress to the 
upper pay scale. Initially this was a five-point pay scale; 
in 2004, it was reduced to a three-point upper pay 
scale. Progression to the upper pay scale is dependent 
on a teacher being able to demonstrate that they 
have met the relevant Teachers’ Standards. Decisions 
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about whether or not these standards have been met 
are made by headteachers based on the evidence 
provided by the performance management process.

 Currently teachers should not normally progress 
through the three-point upper pay scale more 
frequently than every two years. Progress through 
the upper pay scale is performance-related with the 
relevant body needing to satisfy itself that the teacher’s 
achievements and contribution to the school have 
been ‘substantial and sustained’.

 4 excellent Teachers and advanced Skills   
 Teachers

 Excellent Teachers use and share their skills in 
classroom teaching for the benefit of professional 
development of other teachers within their school. 
Advanced Skills Teachers play a more strategic role, 
disseminating good practice to schools other than 
their own.

 Teachers on either the main or upper pay scale may 
move onto the AST pay spine only when they have 
both passed a national assessment against the relevant 
standards, and taken up an AST post (not all schools 
have AST posts). The relevant body must determine 
a five-point range for an AST from the 18-point pay 
spine (which is equivalent to the first 18 points of the 
leadership pay spine). Progress through the AST pay 
range is on the basis of up to two spine points per 
year – where there has been sustained high-quality 
performance against identified performance criteria.

 Teachers who have been on the top of the upper pay 
scale for a minimum of two years may be paid as an ET 
if they have both passed a national assessment against 
the relevant standards and have taken up an ET post 
(not all schools have ETs – indeed there are fewer than 
100 posts). The relevant body must determine a ‘spot’ 
salary on the ET pay range that takes account of the 
nature of the work to be undertaken and the degree of 
challenge of the role.

 5 Headteachers, deputy heads and assistant  
 heads

 Currently headteachers’ pay is calculated with reference 
to the number and age of a school’s pupils and the 
number of pupils with special educational needs. This 
enables a headteacher’s pay group from one to eight 
to be determined and within which governors have 
discretion to identify a seven-point pay range for the 
headteacher from the 43-point leadership pay spine. 
The STRB’s 20th Report resulted in a 25 per cent limit 
being introduced to any discretionary payments made 
to headteachers in the 2011 STPCD. The 25 per cent 
limit is based on a headteacher’s  current point on their 
individual school range.

 Deputy and assistant headteachers’ salaries 
must consist of five consecutive spine points on 
the leadership group pay spine. There must be 
differentiation between a deputy head’s, assistant 
head’s and the highest paid classroom teacher’s 
salaries.

 Currently progression through an individual’s pay range 
is dependent on ‘sustained high quality performance’ 
against identified objectives. For exceptional 
performance, governors may award a two-point 
increase.

 6 Other pay and provisions

 The STPCD contains a number of additional payments, 
benefits, allowances and incentives that the relevant 
body may use to reward teachers and members of the 
leadership group. 

 There is no provision within the STPCD for the 
payment of bonuses or honoraria to teachers.

 The main payments and flexibilities are set out below:

 a) Teaching and Learning responsibility (TLr) 
payments

 The relevant body may award a TLR to a classroom 
teacher who occupies a post in which they have 
sustained additional responsibility for ensuring the 
continued delivery of high-quality teaching and 
learning. There are two TLR ranges – TLR1 (£7,323 to 
£12,393) and (TLR2 £2,535 to £6,197) with criteria being 
attached to the awarding of a TLR payment. 

 b) Special educational needs (Sen) allowance 

 Teachers of pupils with special needs may receive an 
allowance of between £2,001 and £3,954 per annum 
subject to meeting the criteria set out in the STPCD. 
The relevant body must determine the spot value of 
the allowance, taking into account the structure of the 
school’s SEN provision and other factors.

 c) recruitment and retention incentives and 
benefits 

 The relevant body can make extra payments or 
offer other benefits to teachers for recruitment and 
retention purposes and can decide the amounts 
themselves (with the exception of payments to 
headteachers, which must be within the 25 per cent 
limit on discretionary payments and which may only 
be exceeded in ‘wholly exceptional circumstances’). 
These may be awarded for a fixed period not 
exceeding three years. In exceptional cases, awards for 
retention purposes may be renewed.
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 d) Flexibility over the starting salary of newly 
Qualified Teachers (nQTs)

 In addition to the pay allowances available to existing 
teachers, there is flexibility to start NQTs above the 
bottom of the pay scale.

 e) chartered London Teachers (cLT) 

 The CLT status was launched in September 2004 
aiming to help improve the quality, recruitment 
and retention of the teaching workforce in London 
schools. To qualify for the CLT status a teacher must 
have worked in London state schools for at least four 
years, be above the main pay scale, have evidence to 
demonstrate all of the CLT standards and have been 
registered on the CLT programme for at least two 
years. The programme rewards teachers who have 
remained in London and completed the CLT standards 
with a master’s credit and a one-off payment of £1,000.

 f) Other additional payments 

 The relevant body may make additional payments as 
they see fit to classroom teachers for:

l professional development undertaken outside the 
school day 

l activities relating to the provision of initial teacher 
training 

l participation in out-of-school hours activity

 g) Other discretionary payments to headteachers 

 The relevant body may also make a payment to a 
headteacher where: 

l the school is causing concern
l it is considered that without such payment the 

school would have either substantial difficulty filling 
the vacant headteacher post or substantial difficulty 
retaining the existing headteacher

l the headteacher is appointed as a temporary head of 
one or more additional schools. 

 In addition, headteachers may also be awarded a 
payment for raising educational standards in one or 
more additional schools (these payments should fall 
within the 25 per cent limit as described above).

 h) residential allowance 

 The relevant body may pay an allowance for residential 
duties, the amount of which it decides, in the context 
of its pay policy.

 i) acting allowance 

 The relevant body may pay an allowance to a teacher 
for assuming the duties of a headteacher, deputy or 
assistant headteacher, the amount of which it decides, 
in the context of its pay policy.

 j) performance payment 

 The relevant body may award a lump sum to a teacher 
if they are seconded to a post as a headteacher in a 
school which is causing concern.

 k) Safeguarded payments

 The STPCD contains a number of complex provisions 
related to safeguarding teachers’ salaries for up to three 
years if, as a result of changes to the school’s staffing 
structure or pay policy, a teacher (or a member of the 
leadership group) is to receive a reduction in salary.
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The STpcd in detail

It is recommended that all senior leaders in school have access to the latest STPCD and become familiar with its content. In 
order to help you navigate through the document, this section outlines the contents of each section and highlights where 
there are paragraphs that are particularly useful in devising policy within individual schools.

paragraph Title Summary and notes

parT 1 – commencement and 
interpretation

1 Commencement and interpretation Definitions of terminology and relevant legislation

parT 2 – General

2 Entitlement to salary and allowances Who is eligible for payment under the STPCD

3 Pay policy and grievance procedures

What schools’ obligations are with regard to these 
policies. 
read in conjunction with the associated part 
of Section 3 Guidance. This clarifies what is 
required in your policies and which parts are 
mandatory and which parts are discretionary.

4 Timing of salary determination and notification Key dates

5 Teachers paid a safeguarded sum
Summary of safeguarding provisions.
This is very complex and all relevant 
paragraphs from each section should be read in 
conjunction.

parT 3 - Qualified Teachers - Leadership 
Group pay

6 Pay spine for the leadership group The current pay scale

7 Annual determination of a headteacher’s salary How HT’s pay is calculated

8 Determination of the school’s headteacher 
group

How HT’s pay is calculated

9 Unit totals and headteacher groups – ordinary 
schools

How HT’s pay is calculated

10 Unit totals and headteacher groups – special 
schools

How HT’s pay is calculated
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11 Unit totals and headteacher groups – particular 
cases

How HT’s pay is calculated

12
Determination of a school’s individual school 
range and determination of discretionary 
payments to headteachers

How HT’s pay is calculated

13 Annual determination of a deputy 
headteacher’s salary

How DHT’s pay is calculated

14 Determination of a deputy headteacher’s pay 
range

How DHT’s pay is calculated

15 Annual determination of an assistant 
headteacher’s salary

How AHT’s pay is calculated

16 Determination of an assistant headteacher’s pay 
range

How AHT’s pay is calculated

parT 4 - Other Qualified Teachers

17 Pay scale for classroom teachers Current main scale

18 The criteria – mandatory points and 
discretionary points

Main scale progression

post-threshold teachers

19 Pay scale for post-threshold teachers Current upper scale

20 Assessment against post-threshold teacher 
standards

Upper scale progression

allowances for classroom teachers

21-3 Teaching and Learning Responsibility payments TLR values and criteria for awards

24 Safeguarding Teaching and Learning 
Responsibility payments

Safeguarding specific to TLR.
TLr safeguarding is specifically different to 
general safeguarding (it is the value of the 
original TLr that is safeguarded and not the 
total salary).

25 Special educational needs allowance Values and awards

26 Second or subsequent appointment Where on the pay spine teachers should be placed 
when they move schools
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advanced skills teachers

27 Pay spine for advanced skills teachers Current AST scale

assessment against the advanced Skills 
Teacher standards and the excellent 
Teacher standards

28 Eligibility AST appointments and assessments

29 Appointment of assessors AST appointments and assessments

30 Advanced Skills Teacher and Excellent Teacher 
pre-assessment

AST appointments and assessments

31 Advanced Skills Teacher and Excellent Teacher 
assessment

AST appointments and assessments

32 Review of assessment AST appointments and assessments

excellent Teachers and chartered London 
Teachers

33 Excellent Teachers - Eligibility for appointment 
and salary

ET Appointment and pay

34 Chartered London Teachers CLT Appointment and pay

parT 5 – unqualified Teachers

35 Pay scale for Unqualified Teachers Current UQT pay scale

36 Allowance payable to Unqualified Teachers Discretionary payments to UQT

37 An Unqualified Teacher becoming qualified Pay arrangements upon qualification

parT 6 – additional allowances

38 Acting allowance Circumstances whereby acting allowances may be 
paid

39 Performance payments to seconded teachers Additional payments for seconded headteachers

parT 7 – Supplementary

40 Determination of applicable pay scale Applicability for London allowances
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41 Unattached teachers Pay for unattached teachers

42 General safeguarding applicable to teachers 
taking up post on or before 31 December 2005

Detailed safeguarding provisions

43 General safeguarding applicable to teachers 
taking up post on or after 1 January 2006

Detailed safeguarding provisions

44
Safeguarding for members of the leadership 
group, advanced skills teachers and excellent 
teachers

Detailed safeguarding provisions

45 Reduction of ISR prior to 1 September 2005  Detailed safeguarding provisions

46 Part-time teachers

Calculation of part-time pay.
read in conjunction with the detail in Section 3 
guidance that explains fully how part-time pay 
is to be calculated and the basis upon which 
‘pro-rata’ is derived.

47 Teachers employed on a short notice basis       Calculation of daily rates of pay

48 Residential duties Payment for residential duties

49 Additional payments Circumstances whereby additional payments may 
be made to teachers

50 Recruitment and retention incentives and 
Benefits

Arrangements and payment of recruitment and 
retention incentives

51 General Teaching Council for Wales’ fee 
allowance     

Requirement to pay teachers in Wales for GTCW fees.

52 Salary sacrifice arrangements Implications of salary sacrifice schemes upon 
teachers’ pay and safeguarded sums.

cOndiTiOnS OF eMpLOYMenT

parT 8 – introduction

53 Introduction Contractual framework for employment of teachers 
and headteachers

parT 9 – Headteachers

54 Overriding requirements General terms for HTs
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55 Delegation What a HT may and may not delegate to a DHT or 
other colleague

56 Professional responsibilities General responsibilities of a HT

57 Rights conferred Entitlement to ‘Headship Time’ and a daily break

parT 10 – Teachers 

58 Professional responsibilities of deputy 
headteachers and assistant headteachers

General responsibilities of a DHT/AHT

59 Professional responsibilities of Advanced Skills 
Teachers (AST)

General responsibilities of an AST

60 Professional responsibilities of Excellent 
Teachers (ET)                                                                                          

General responsibilities of an ET

61 Professional responsibilities of teachers General responsibilities of a teacher

62 Working time 195 days, 1,265 hours and calculations. exclusion of 
HT/dHT/aHT/aST/eT from these limits.
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appendix: Summary of changes to STpcd 2012

There were very few changes in STPCD 2012 compared 
to the previous year. There were no changes in structure, 
scales, scale points or procedures.

Such changes as there were, almost exclusively related 
to the introduction of new Teachers’ Standards, which 
replaced other standards including the Core with effect 
from 1 September 2012 (although Core standards 
remained in place for appraisal cycles still in progress and 
threshold applications before 31 October 2012)

Other changes deleted reference to the GTCE, which has 
been abolished.
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