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THE SCHOOL TEACHERS’ REVIEW BODY

The School Teachers’ Review Body (STRB) was established in September
1991 as an independent body to examine and report on such matters
relating to the statutory conditions of employment of school teachers in
England and Wales as may from time to time be referred to it by the
Secretary of State. The STRB reports to the Prime Minister and the
Secretary of State. The legal foundation for the function and work of the
STRB is Part Eight of the Education Act 2002. The secretariat for the
STRB is provided by the Office of Manpower Economics (OME).

The present membership of the STRB is:

Bill Cockburn, CBE TD (Chair)

Monojit Chatterji

Rodney East

Ros Gardner

Mark Goodridge

Bryn Roberts

John Singh

Jo Stephens

Bruce Warman

We have established a set of values and agreed ways of working to guide
our work.

Our Values

We embrace the Seven Principles of Public Life. In order to ensure that
the work of the STRB is of the highest achievable quality, we also adopt
the following values:

• we act independently, professionally and fair-mindedly;

• we work as a team with trust, openness and frankness;

• we work to maintain good relations with and among all our
consultees;

• we give full consideration to the national interest and the interests
of the teaching profession; and

• we strive for continuous improvement in our working practices and
judgments.

vi
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Our Ways of Working

To maximise our effectiveness and value, we will:

• report on time and with robust analysis and conclusions on remits
from the Secretary of State;

• consult appropriate parties, consider and give due respect to
consultees’ representations and examine the evidence they provide
and highlight;

• identify and consider relevant statistical, economic and research
evidence, including where necessary, seeking external information;

• look to OME to provide analytical, policy, drafting and
administrative support;

• keep in touch with schools and services on the ground;

• meet to identify, discuss and advise on those issues fundamental
to our role;

• not only react to remit matters, but be proactive as we judge
appropriate in support of our vision; and

• be accessible to those who might wish to consult us either
publicly or privately, while safeguarding our independence.
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BACKGROUND STATISTICS

Size1

In England and Wales there are:

• 24,400 maintained schools comprising 19,700 nursery
and primary schools, 3,600 secondary schools and 1,100
special schools;

• 521,000 teachers (476,000 full-time equivalent) including
87,000 who teach on a part-time basis;

• 271,000 (full-time equivalent) education support, administrative
and clerical staff;

• over 8 million pupils;

• around 308,000 governors; and

• 172 Local Education Authorities.

Type of School 2

Schools serve a great diversity of local communities in rural, suburban
and inner-city areas:

• there are primary schools with only a few pupils and secondaries
with more than 2,600 pupils;

• the average sized primary school has about 230 pupils and the
average sized secondary school 980 pupils; and

• school budgets range from less than £80,000 in the smallest
primary schools to almost £8.9 million in the largest
secondary schools.

Expenditure

Expenditure on education, including that funded directly by central
government, constitutes the third largest area of expenditure of taxpayers’
money after social security and health:

• expenditure on all maintained education services as a whole is
over £33 billion;

• over £27 billion of the total is spent by schools;

• the teachers’ paybill is about £19 billion3;

• OFSTED and ESTYN have budgets totalling approximately
£240 million;4 and

• the TDA has a budget of approximately £600 million5.

1,2,3 Data from DfES and Welsh Assembly Government.
4 Data from OFSTED and ESTYN.
5 Data from TDA.
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1 Calculations are based on the RPI all items index rounded to one decimal place. The most recent series is based at
January 1987 = 100 (CHAW) although if this series is updated its successor should be used. For the April 2007
calculation, first calculate an arithmetic average of the 12 monthly CHAW indices from April 2005 to March 2006
and round this to one decimal place (call the result Y0). Then calculate the arithmetic average of the 12 monthly
CHAW indices from April 2006 to March 2007and round this to one decimal place (call the result Y1). The annual
inflation rate is then the percentage change from Y0 to Y1, again rounded to just one decimal place. A similar
calculation can be made for April 2008, using averages from April 2006 to March 2007 and April 2007 to
March 2008.

RECOMMENDATIONS

Pay Award (Chapter 3)

We recommend:

• an increase of 2.5% from September 2006 and a further increase of
2.5% from September 2007 in the values of the main pay scale and
upper pay scale for qualified teachers, the pay scale for unqualified
teachers and the new eighteen point pay scale for Advanced Skills
Teachers;

• a slightly enhanced pay increase for certain points on the main pay
scale in pay bands A and B, as outlined in Appendix C; and

• that should the average rate of headline inflation for the twelve
months preceding April 2007 (i.e. April 2006 to March 2007) or
April 2008 (i.e. April 2007 to March 2008) fall below 1.75% or
exceed 3.25%, any of the consultees can ask the STRB to consider
the case for seeking a remit from the Secretary of State to review
teachers’ pay1.

Leadership Group (Chapter 4)

We recommend:

• an increase of 2.5% from September 2006 and a further increase of
2.5% from September 2007 in the values of the leadership group
pay scale;

• that the Secretary of State remit us to look fundamentally at the
leadership group and how its changing role and responsibilities
should be reflected in its future pay structure;

• to provide a sound evidence base for that remit, that a
comprehensive independent study be carried out by December 2006
on the roles, responsibilities, structures and reward systems for the
leadership group, looking at both current practice and likely future
developments, and including at least the following issues:

– new models of headship;

– the role and functions of deputy and assistant heads;

– administrative support;

– recruitment planning;

– type of contract; and

– reward.
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Excellent Teacher Scheme (ETS) (Chapter 5)

We recommend that:

• the Excellent Teacher Scheme be reviewed by December 2008 at the
latest and that the results of the review be remitted to this Review
Body for appropriate consideration and recommendation;

• the salary for the ETS be a spot salary, as previously recommended;

• the spot salary be determined by individual schools and services
within an ETS salary range;

• the ETS salary range from September 2006 be £35,000 to £45,000
in pay bands B to D, and extend additionally to £50,000 in pay
band A;

• the minimum and maximum of the ETS salary range and ETS spot
salaries determined prior to September 2007 be increased by 2.5%
in September 2007.

Teaching and Learning Responsibility (TLR) Payments (Chapter 5)

We recommend:

• an increase of 2.5% from September 2006 and a further increase of
2.5% from September 2007 in the minimum and maximum of the
two TLR ranges;

• an increase of 2.5% from September 2006 and a further increase of
2.5% from September 2007 in the value of individual teachers’ TLR
payments.

Special Educational Needs (SEN) Allowances (Chapter 5)

We recommend:

• an increase of 2.5% from September 2006 and a further increase of
2.5% from September 2007 in the value of SEN allowances;

• that the Department draw up guidance, in consultation with all
interested parties, including BATOD, on how the payment of higher-
level SEN allowances might take account of the enhancement of the
teaching of SEN pupils brought about by specialist qualifications;

Unattached Teachers (Chapter 5)

We recommend that:

• the Department investigate the pay and conditions of unattached
teachers (including such teachers in the leadership group) in
comparison with other teachers. The investigation should be
completed in time to inform our next review of teachers’ pay.
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Part Time Teachers (Chapter 6)

We recommend that:

• the Department undertake further work in association with interested
parties to consider the issues in standardising pay and conditions for
part time teachers and identify possible solutions;

• the conclusions of this work come back to this Review Body for
consideration and recommendation.

Teachers’ Professional Development and Pay Progression (Chapter 7)

We recommend that:

• the outcomes of teachers’ CPD and, if appropriate, their contribution
to others’ development, be taken into account as part of a range of
evidence when schools assess performance for pay progression
purposes; and

• the Department require schools and services to include details in
their pay policy about how performance is assessed for pay purposes
and how different factors, including the outcomes of CPD and
contribution to others’ development, are taken into account.

Teachers’ Professional Responsibilities (Chapter 8)

We recommend that:

• consultees consider the fundamental question of whether a
description of teachers’ professional role and responsibilities is
needed (specifically whether it is needed in the STPCD), and present
us with their written evidence and views by the end of August 2006.
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CHAPTER 1

Introduction and Strategic Context

Introduction

1.1 In March, the Secretary of State asked us to review ten matters on
teachers’ pay and conditions of employment and make recommendations by
28 October 2005. This report is our response. We were required to have regard
to a number of specific considerations and to the relevant legal obligations.
The Secretary of State’s remit letter is reproduced at Appendix A.

1.2 Appendix B describes the way in which we have conducted the review.
We would like to thank all the organisations that made written and oral
representations and highlighted relevant statistical, economic and research
evidence. Throughout this report we refer to such organisations as
“consultees”.

1.3 We are also grateful to the schools, LEAs and other organisations we
have visited, both for their help in organising the visits and for their
willingness to give so generously of their time and experience. Such visits
greatly enhance our knowledge and provide an invaluable context for the
formal consideration of our remit.

1.4 We are conscious of the need to acknowledge the different settings in
which teachers work, such as primary and secondary schools, specialist
schools, pupil referral units and services managed by Local Authorities. To
keep this perspective to the fore, we often refer to “schools and services”
throughout the report.

1.5 In Part One of our Thirteenth Report, we developed a vision for schools
and services, which we have used to underpin our subsequent work. In this
opening chapter, we take stock of recent developments in teachers’ pay and
conditions, and consider the implications of forthcoming changes for teachers
and leaders. At the end of the chapter we outline the structure of our report.

Our role and vision

1.6 In framing our advice and recommendations on teachers’ pay and
conditions, we aim to contribute to the development of a world-class teaching
profession which:

• attracts excellent graduates;

• retains highly motivated and committed teachers;

• is fairly rewarded;
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1 STRB (2003), Thirteenth Report Part 1, HMSO (Cm 5987), paragraph 7.18
2 STRB (2005), Fourteenth Report, HMSO (Cm 6430), paragraph 1.5

• is efficient, effective and accountable;

• is encouraged, supported and trained; and

• is trusted, respected and valued.

1.7 In support of these aims, we developed our vision, referred to above, of
schools and services where:

• governors, heads and teachers are comfortable with the concept
of rewards related to performance;

• schools and services are able to make decisions without detailed
rules and guidance;

• high quality performance management and professional
development are available to all teachers to help them to improve
standards;

• schools and services have the confidence and capability to
assess performance and reward staff; and

• performance and reward systems are managed effectively,
transparently and fairly.1

1.8 This vision, which was welcomed by the Department, continues to be
relevant and challenging. It highlights the importance of confident local self-
determination within an enabling, rather than prescriptive, national framework;
and it emphasises the central role of rigorous performance management. We
draw extensively on both of these themes in this report.

Strategic context

1.9 Before we begin our detailed consideration, we should take stock of
where we have reached and where we are headed in the ambitious journey of
cultural transformation currently under way. These reflections inform the
specific next steps we advocate in the recommendations in subsequent
chapters.

1.10 Schools and services are, and will always be, challenging workplaces.
They must meet the high expectations of pupils, parents, Government and
society in their work to deliver high-quality education, safeguard welfare and
provide opportunities for children and young people. The Government is also
pursuing an ambitious programme of reform for the future. As we reflected in
our Fourteenth Report2, the Department’s Five Year Strategy for England is
based on a number of principles:

• personalisation and choice for parents and learners;

• diversity of service provision and new ways of working;

• freedom for and devolution to the frontline, allied with robust
accountability;
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3 DfES (2004), Five Year Strategy for Children and Learners, HMSO (Cm 6272)
4 Ibid. DfES, Five Year Strategy, Chapter 5
5 National Assembly for Wales (2001), The Learning Country
6 HMT (2003), Every Child Matters, HMSO (Cm 5860)

• staff development and teacher professionalism; and

• partnership working between schools, with other services and the
wider community3.

1.11 The Strategy made clear that as part of a “new professionalism for
teachers”, career progression and financial rewards would “go to those who are
making the biggest contributions to improving pupil attainment, those who are
continually developing their own expertise, and those who help to develop
expertise in other teachers”4.

1.12 In Wales, schools and services are currently working to deliver the
programme described in The Learning Country, which was based on principles
including high standards and expectations, the interests of learners,
overcoming barriers to learning, parity of esteem between different learning
pathways and narrowing inequalities in achievement5. The Welsh Assembly
Government emphasised that the professional judgement of teachers must be
celebrated, and that policy and programme development would be undertaken
on the basis of partnership, be evidence-based, and make wise use of
resources. In leading specific programmes, for example to improve early years
provision and support to parents, transform provision for 14 to 19 year olds
and support teachers’ professional development, it has taken a distinctive
“made in Wales” approach.

1.13 In their vital role as leaders of teaching and learning, teachers need to
be responsive to changes in the curriculum, assessment methods and
qualifications. They also need continuously to update their teaching, deepen
their subject knowledge and enhance their pedagogy. This is a challenge,
particularly at a time of significant and rapid change. Increasingly, the
emphasis is on personalised learning to help all pupils achieve the best
possible results, to stretch the most able pupils, and to improve the
performance of those who do less well. Many more pupils with special
educational needs (SEN) are being educated in mainstream schools. And
secondary schools will increasingly be working with a range of organisations to
provide wider vocational opportunities.

1.14 Schools also have an important role in safeguarding and promoting the
welfare of pupils. They work in partnership with other services to help meet
the commitments in Every Child Matters to enable all children and young
people to be healthy, stay safe, enjoy and achieve, make a positive contribution,
and secure economic well-being6. In particular, schools must identify children
at risk or with complex needs and take prompt, appropriate action to protect
and help them, often by working closely with specialist services.



1.15 The Department has set the goal that within five years all schools in
England will be providing a range of extended services, including childcare,
parenting support, opportunities for arts, sports and study support activities,
community access to facilities, and other services7. Schools will provide
services directly or in partnership with organisations in the public, private and
voluntary sectors. In Wales, schools are being encouraged to become more
community-focused8. These developments will require each school to look at
the expertise it has available and allocate responsibilities appropriately for its
total workforce.

1.16 In the Children’s Workforce Strategy the Government described its
vision for a world-class workforce in children’s services9. Professionals and
practitioners from different services would work in multi-disciplinary teams
and share common assessment methods. Health, social and youth services
would increasingly be co-located in schools. The Government proposed
changes intended to create more opportunities for people in the children’s
workforce to develop and progress their careers across different services,
including education. These included:

• a common core of skills and knowledge – including effective
communication, children and young persons’ development,
safeguarding and promoting welfare, supporting transitions,
multi-agency working and sharing information – to be built into
standards for all key occupations;

• a single qualifications framework for the children’s workforce and
more work-based routes into senior roles; and

• an expansion of the number of professionals working in early-
years settings, perhaps by creating new professional roles similar
to roles existing in other countries.

1.17 As acknowledged in Youth Matters, secondary schools in particular
provide, directly and through partners, good advice, information and guidance
for young people on the curriculum and on pastoral matters such as health,
careers and wellbeing10. In addition to reinforcing the need for schools and
other services to help young people at risk or facing disadvantages, the paper
emphasised the need to:

• help pupils make the transition from primary to secondary school;

• help pupils select GCSE subjects and understand their options
for post-16 education;

• encourage and provide opportunities for pupils to do voluntary
work; and

• support young people at risk, working closely with health and
social services.

4

7 DfES (2005), Prospectus for Extended Schools
8 Welsh Assembly Government (2003), Community Focused Schools
9 DfES (2005), Children’s Workforce Strategy

10 DfES (2005), Youth Matters, HMSO (Cm 6629)
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11 DfES and OFSTED (2005), A New Relationship with Schools
12 Jacqui Smith, MP, House of Commons (2005) Official Reports (Hansard), 21 July 2005, Column 129WS
13 DfES statistical evidence to the STRB; and DfES (2004), Statistics of Education: School Workforce in England
14 Ibid. DfES, Statistics of Education: School Workforce in England

1.18 Schools and services’ success in achieving high standards are assessed
by OFSTED in England and ESTYN in Wales. Under new accountability
arrangements in England, to be introduced between September 2006 and
September 2007, there will be more emphasis on the provision of high-quality
information about the school for parents and others, and on self-evaluation by
schools11. Challenge and support for head teachers will be provided by
accredited School Improvement Partners through a “single conversation”.
A new short-notice inspection system has also been introduced.

1.19 The structure of schools’ funding, organisation, capital and workforce is
also changing. In England, the Department is introducing a ring-fenced grant
for schools, the Dedicated Schools Grant: schools will receive a two-year
budget settlement in early 2006 to cover the financial years of 2006/07 and
2007/0812. Three-year budgets for schools will be introduced from April
2008. These changes will give schools in England greater certainty about their
resources and enhanced scope to manage their own finances. In Wales,
funding for education is not ring-fenced and is distributed annually by Local
Authorities.

1.20 Some schools and services are working under new organisational
arrangements, becoming specialist schools, Academies or joining federations.
There is also an ongoing programme of capital investment in buildings, facilities
and equipment, including information and communications technology.

1.21 In recent years, teacher numbers have increased while pupil numbers
have started to decline. But the biggest workforce change has been the
significant increase in the number of support staff, including teaching
assistants, administrative staff and technicians. Between 1998 and 2005 the
number of teaching assistants more than tripled in secondary schools, doubled
in primary schools, and increased by 40% in special schools in England13. In
2005 there were over 257,000 support staff working in schools in England, an
increase of 83% since 1998. Between 1998 and 2005, the ratio of pupils to
adults (including teachers and all support staff in schools except
administrative staff) in schools in England decreased from 17.8 to 13.4 in
primary schools and 14.6 to 12.2 in secondary schools14.

1.22 The changing composition of the workforce and implementation of the
National Agreement have stimulated significant changes in working practices.
The Department has stated its intention that this process should continue and
encouraged schools to continue to transfer to others in the team any work that
does not require teachers’ professional skills and judgement.
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15 DfES (2005), Higher Standards, Better Schools for All, HMSO (Cm 6677)

1.23 As we finalised this report, the Department published a White Paper
announcing further changes15. We were not able to consider the Paper and
take account of it in this report, but we note important linkages with the core
themes of this report.

Implications for teachers and leaders

1.24 As consultees have highlighted, and our own visits to schools have
confirmed, the impact of increasing public expectations and the ongoing
programme of reform is clearly being felt in schools and services. Some
changes, such as those to working practices, are well under way, while others,
notably the extended schools programme, are in their early stages.

1.25 Leaders and governors are at the forefront of meeting these challenges
and are accountable for the results their schools and services achieve. To
manage this successfully, school leaders need broad and deep professional
skills, either personally or drawing on those of others in their teams. Areas that
consultees have drawn to our attention include:

• leading teaching and learning;

• managing people and resources, including delegated capital and
other budgets;

• leading work to safeguard the welfare and promote the well-being
of pupils;

• managing information systems;

• managing and evaluating organisational performance;

• communicating well with a range of local stakeholders, including
pupils and parents;

• building strong links and effective working relationships between
the school and other agencies providing wider children’s services;
and

• leading change and engaging staff, pupils, parents and the local
community in shaping the school’s services and ways of working.

1.26 These weighty and changing demands require flexible arrangements in
schools and services and dynamic and responsive styles of leadership. Leaders
will need to demonstrate skill and confidence in taking decisions, for example
on workforce remodelling, performance management and professional
development. And a crucial challenge will be to exercise their flexibility and
discretion over teachers’ pay and conditions. Pay will need to become more
clearly and directly linked to performance, with reward for teachers more
dependent on outcomes achieved and less on inputs or time in post. This may
well result in increased variability in reward.
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16 DfES (2004), Every Child Matters: Change for Children in Schools; op.cit. DfES, Prospectus for Extended Schools;
op.cit. Welsh Assembly Government, Community Focused Schools.

1.27 Success will require focus, discipline, courage and the wise use of
resources. It will also require the ability to take, and stick to, decisions for the
long term. All of this will take place against a background of questioning and
scrutiny from an ever-increasing number of individuals and organisations with
an interest in the school or service. Responding to the changed and changing
needs of stakeholders will not be an easy task, and it is difficult to over-state
the importance of leaders rising to the challenge.

1.28 The changes will also have a substantive impact on teachers. Workforce
developments, especially the significant increases in the number of support
staff, are enabling teachers to focus on work that requires their distinctive
professional skills and expertise. Views from consultees and other parties
highlighted a number of factors that will be critical for success, most of which
are already part of teachers’ experience but whose importance will increase.
These include:

• ongoing development of individual professional practice,
including maintenance of subject expertise, improving pedagogy,
and incorporating new technology;

• working in close collaboration with colleagues, including other
non-teaching professionals, within and beyond the school or
service;

• management skills, and the ability to achieve results through
others; and

• contributing positively to the school’s wider goals, including
acting as agents of change.

1.29 As professionals, it is important that teachers pro-actively manage their
careers to develop and progress. There are now a number of career avenues
open to teachers, whether as an Excellent Teacher, Advanced Skills Teacher, or
member of the leadership group. Where appropriate, teachers should be
encouraged and enabled to develop coaching and mentoring skills to support
their colleagues’ development.

1.30 A key issue is the development of the extended schools programme and
other work to provide better services for children and young people. At the
moment it is unclear to what extent leaders and classroom teachers will be
required to refocus their responsibilities or take on new ones. The Department
and the Welsh Assembly Government have emphasised that the developments
need not add to the workload of teachers: schools will need to look at the
expertise within the school and allocate responsibilities appropriately16. Many
consultees have, however, expressed concern about the potential impact on
workload.

1.31 In this report, we will look at the implications of all these developments
for specific aspects of teachers’ pay and conditions.
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Structure of this report

1.32 In our recent reports, we made recommendations to help put in place:

• a robust, coherent structure of pay progression, focused on
teaching and learning and rewarding excellence;

• broad and attractive career opportunities for teachers, in
recognition of the different ways in which teachers contribute to
delivering high-quality education; and

• tools for leaders to manage reward as part of their HR strategy
and practice, within the parameters of the national pay system.

1.33 Our Fourteenth Report rounded off that substantial phase of work. As
the preceding analysis makes clear, we are now beginning a further substantial
phase of work, partly to make the changes recently introduced a reality, partly
to tackle the new challenges of embedding in schools and services the
principles of new professionalism and a culture of continuing and continuous
professional development.

1.34 Chapters 2 to 5 of this report concern pay matters. In Chapter 2, we
examine the evidence on the labour market for teachers and analyse the key
factors that bear on our consideration of teachers’ pay. In Chapter 3 we apply
this analysis in reaching our recommendations on the pay award for teachers
from 2006.

1.35 Chapter 4 looks in detail at the leadership group. The scale of change
described above, and the centrality of first class leadership in delivering it
successfully, mean the time is right to prepare the ground for specific,
detailed attention to this group. We are not yet in a position to make detailed
recommendations on major change to leadership pay and conditions, but the
chapter sets out our analysis of the position and our views on the way forward.

1.36 In Chapter 5 we address further pay matters. The most substantial is
the Excellent Teacher Scheme, where we review developments since our
Fourteenth Report and put forward recommendations accordingly. The chapter
also looks at the new teaching and learning responsibility (TLR) payments; at
special educational needs (SEN) allowances (which are linked to the position
of unattached teachers); and at the scope for movement towards more locally-
determined pay. We also respond to a pay matter highlighted by a consultee.

1.37 In Chapter 6 we consider four specific groups of teachers: teachers of
mathematics and science, with particular reference to secondary Advanced
Skills Teachers of these subjects; teachers on the Fast Track scheme; part-
time teachers; and teachers working in challenging schools.

1.38 Chapter 7 looks at teachers’ continuing professional development (CPD)
and how it should be recognised in pay progression. We consider embedding a
culture of CPD and continuous improvement in schools to be a challenge of
fundamental importance.
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1.39 Chapter 8 addresses the question of whether the professional duties of
teachers need to be revised to take account of the changes summarised in the
present chapter.

1.40 Finally, Chapter 9 takes a forward look and links our conclusions to the
key challenges for schools in the years ahead.
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CHAPTER 2

Labour Market Context

Introduction

2.1 This chapter describes consultees’ and our own views about some key
economic and labour market factors that are relevant to our remit.

2.2 Many of the consultees referred to statistical, economic, academic and
research evidence in their written representations. Several, including the
Department, the Welsh Assembly Government, TDA, NAHT, SHA and NEOST,
also provided statistical data. This was very helpful. We have carefully
considered this evidence and the points consultees made. In the summaries
below, it should be noted that RIG made a joint submission and that some of
its members (the Department, ATL, NASUWT and NEOST) also made
individual representations.

Representations from consultees

Teacher numbers, recruitment and retention

2.3 Consultees commented extensively on teacher numbers, recruitment
and retention, and factors influencing the supply of, and demand for, teachers.

2.4 No-one dissented from the view that pay was an important factor
influencing recruitment, retention, morale and motivation; but many
consultees emphasised that other factors were also important, for example:

• workload;

• pupil behaviour;

• the intrinsic nature and benefits of the job, notably the
professional satisfaction gained from teaching;

• the public perception of teaching as a profession;

• the scale of change, including that arising from Government
initiatives;

• funding for schools and services, including capital investment;

• the quality of leadership and management;

• career progression and development opportunities;

• pensions;

• cost of living, e.g. travel, housing; and

• the availability of flexible working opportunities.



11

2.5 The Department provided statistical evidence. It said that recruitment
and retention strategies continued to have a positive impact on the number of
teachers and other staff in schools, particularly in key areas. Total vacancies
had fallen between January 2004 and January 2005. The vacancy rate in
January 2005 was 0.7%, the same as it had been in January 2004 and down
from 1.4% in 2001.

2.6 The Department reported that schools were reviewing their staffing
structures to ensure optimal management, deployment and allocation of duties
and responsibilities across all staff. They were making flexible use of support
staff. These developments, combined with the contractual and legislative
changes following the National Agreement, would result in improvements in
teachers’ working conditions. Workforce reform was contributing positively to
an improving picture in teacher retention, tackling the factors that teachers
had identified as most likely to lead to their leaving the profession.

2.7 The Welsh Assembly Government also provided statistical evidence. 
It noted that the total number of qualified teachers in Wales had increased
between 2003 and 2004. The vacancy rate in maintained schools in Wales 
in January 2004 was 0.4%, the same as in January 2003. There had been
increases in the number of Welsh domiciled students on ITT courses. It also
reported that considerable numbers of primary school teachers were having
difficulty obtaining jobs in Wales, and that it had reduced targets for
recruitment to primary teacher training.

2.8 RIG emphasised that considerable work had gone into addressing the
recruitment and retention difficulties of the 1990s, including improving
teachers’ pay, addressing workload concerns and providing financial
recruitment incentives. RIG highlighted data and trends in teacher numbers,
entrants to ITT, vacancy rates, wastage and turnover, which it said
demonstrated the positive impact that this work was having. It identified,
however, pressures in England, particularly in key subject specialisms. There
were also regional variations: vacancy rates were higher in London, the South
East and East of England than elsewhere in England and Wales. RIG also
noted that the introduction of variable tuition fees from 2006 could impact
negatively on future recruitment for priority subjects and trainees from under-
represented groups: TDA was considering how to mitigate this.

2.9 RIG considered that there was no room for complacency. Care needed
to be taken to secure the advances that had been made in the light of new
and continuing challenges. Looking ahead, RIG said that the requirement on
schools to review their staffing structures, the introduction of TLR payments
and the Excellent Teacher Scheme would further improve teachers’ working
conditions and recruitment and retention. Attracting and retaining good
support staff would also be essential if schools were to make improvements in
teachers’ working conditions.

2.10 NEOST provided its 2004 survey of resignations and recruitment, which
it said showed a generally improving picture.
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2.11 TDA provided statistical evidence and analysis on applications and
recruitment to teacher training. It said that there had been year-on-year
increases in entrants to training, but recruitment targets were challenging and
it was stretching to fill all training places in priority subjects. It considered
that competing to recruit good graduates was, and would continue to be, a
common challenge for all employers.

2.12 TDA also said that teacher retention in London was a concern. Many
teachers started their careers in London but left when they wanted to buy a
house, leading to a less experienced pool of middle managers in London.
Citing data from OFSTED on its judgement of leadership in schools, TDA
noted that although the quality of leadership in London was rated more highly
than in the rest of the country, middle management, for example subject
leadership, was judged to be less strong. To give pupils continuity, more
teachers needed to be persuaded to stay longer in London.

2.13 NUT emphasised that recent improvements in recruitment and retention
should be considered in the context of substantial problems in the preceding
few years. Citing DfES data on teacher numbers, it said that half of the
increase in teacher numbers between 1997 and 2004 comprised teachers who
were not qualified, regular teachers and that teacher numbers in the nursery
and primary sector were falling. A range of problems with the supply of
teachers remained, which were not limited to a small number of shortage
subjects. For example, recruitment to teacher training in 2004/2005 was
below target for nine of twelve secondary subjects. A significant proportion 
of newly qualified teachers did not enter the profession or left soon after
qualifying. NUT said that problems remained with retention generally and with
recruitment and retention specifically in the leadership group, and noted that
recruitment and retention was particularly challenging in London and the
South East.

2.14 NUT viewed falling pupil numbers as an opportunity to reduce class
sizes, improve teachers’ working conditions and pupils’ learning: the trend
should not, in its view, be used to reduce teacher posts. The age profile of
teachers meant that many experienced people would be leaving teaching in
the next ten to fifteen years and would need to be replaced. It therefore
considered that further improvements in teachers’ workload and conditions 
of service were needed to support recruitment and retention.

2.15 ATL stated that, although the overall position on recruitment and
retention showed improvement on historical baselines, the situation remained
extremely fragile. Teachers were leaving the profession prematurely in larger
numbers than was healthy. Their experience was lost immediately and replaced
only over time. ATL said that it was crucial to consider the future.

2.16 NASUWT said that teacher recruitment and retention were moving in 
a positive direction. Improvements in the pay system and teachers’ working
conditions had supported this and the process of improvement needed to
continue. Factors impacting negatively on recruitment and retention had not
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all been resolved completely, and it was not yet certain whether current
recruitment and retention levels could be sustained in the longer term. Hot
spot locations and difficulties attracting graduates to certain subjects
remained.

2.17 UCAC said that many teachers were leaving the profession, in the main
because of workload, but also because of pay.

2.18 NASG said that while there had been a dramatic and welcome rise in
the number of people coming into the teaching profession, retention was still a
challenge: drop-out rates from teaching were high.

2.19 In oral representations, we heard from several consultees that the
predicted fall in the number of school-age children in the next ten years and
beyond had started to affect primary schools.

Morale and motivation

2.20 RIG said that the 2004 DfES Stakeholder Tracking Survey
demonstrated that just over a quarter of teachers planned to leave the
profession permanently. These teachers tended to be in the older age bracket,
reflecting retirement plans. In RIG’s view, the survey demonstrated that the
proportion of respondents who felt that the teaching profession was less
respected than other professions was 56%, compared to three-quarters
in 2002.

2.21 NASUWT said that although the survey showed some improvement, the
findings referred to in the preceding paragraph were a cause of concern. It
said that the Government’s programme of reform was set to continue
unabated; that the increasingly rigorous inspection regime placed demands on
teachers to sustain a high level of performance; and that low-level disruption
by pupils was a growing problem. Added to this there was anxiety and
uncertainty about the future of the Teachers’ Pension Scheme.

2.22 ATL highlighted that pensions matters were causing uncertainty and
great concern for teachers.

Teachers’ earnings

2.23 The Department highlighted that 53% of classroom teachers benefited
from annual pay progression, for example 8% for classroom teachers on the
main scale, in addition to any general inflation rises. When taken across all
classroom teachers, the average earnings growth through progression was
estimated to be 3.6%. In addition, over 50% of teachers currently received
management allowances. Opportunities would shortly exist for teachers who
had reached the top of the upper pay scale to access the Excellent Teacher
Scheme.

2.24 The Department estimated that once account had been taken of
wastage and replacement of experienced teachers with new entrants, the salary
drift in an average school would fall to a level between 0.23% and 0.28% in
the 2006/07 financial year and between 0.15% and 0.20% in 2007/08.
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2.25 The Department reported the Government’s view that over the medium
term, the growth in individuals’ earnings for the whole economy would be
around 4.5% to 4.75%. It considered that in the medium-term, growth in
public sector pay should be broadly in line with sustainable earnings growth
for the economy as a whole, whilst recognising that this may not be an
appropriate level for all sectors: it may be appropriate for earnings growth to
be above or below these levels, depending on the recruitment and retention
needs of the sector and labour market conditions more generally. The
Department stated that if teachers received a 2% pay award in 2006 and
2007, the average earnings growth of teachers who remained in the same
grade (not the whole teaching profession) would be 5.6% in each year.

2.26 The Department stated that in recent years considerable strides had
also been made in the real-terms value of teachers’ salaries. It gave examples
of increases in real-terms in individual teachers’ pay in the period from 1997
to 2005. It noted that there had been a greater overall improvement in real
terms for teachers in inner London, reflecting the more competitive labour
market conditions and the cost of living pressures in the capital.

2.27 The Department also said that teachers’ average pay compared
favourably relative to the pay of all non-manual workers and graduates, except
in London and the South East. Real-terms improvements in teachers’ pay in
recent years, through above-inflation pay awards and structural changes, and
the improvements being made to job quality through workload reform, had
improved the competitiveness of the teaching profession with other graduate
professions. The Department cited AGR data on average graduate starting
salaries in winter 2004 and compared this with the salary for new entrants to
teaching after one year of teaching in September 2005. It said that with the
exception of mathematics and science, there were clear signs that it was
offering pay “at the right level to attract and retain some of the brightest
talent available in the labour market”.

2.28 RIG considered that the pay awards and structural changes of recent
years had resulted in significant real terms increases in teachers’ pay. It gave
examples of percentage increases in average pay for certain groups of
teachers. RIG noted that incremental pay progression could add up to an 8%
pay increase for some teachers. In addition, some teachers received
management allowances, special educational needs allowances and/or
recruitment and retention incentives. The improvements in teachers’ pay and
the improvements being made to job quality through workforce reform had
improved the competitiveness of the teaching profession with other graduate
professions. RIG referred to the AGR data on graduate starting salaries.

2.29 RIG also said that pay was no longer the top priority for teachers.
Teachers now placed workload above pay in their list of priorities and attached
greater importance to job quality and quality of life.
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2.30 TDA said that improvements in pay and enhanced job quality had
improved the attractiveness of teaching as a career. It stated that the
competitiveness of teachers’ salaries should be judged against a number of
factors, including salary levels in sectors recruiting graduates from the same
pools, and placed in the context of the whole customer offer of teaching,
which included financial incentives, salaries, conditions, intrinsic benefits and
professional development. It said that, at present, pay was helping to attract
people to teaching. It also noted that financial incentives to enter teaching
(bursaries and golden hello payments) compared well with similar incentives in
other sectors.

2.31 NEOST said that improvements in working conditions and comparative
pay levels in recent years had significantly contributed to teacher recruitment
and retention. Projected earnings growth for the whole economy should not set
benchmarks for particular groups of employees.

2.32 Consultees representing teachers did not think that it was appropriate to
take pay progression into account in considering teachers’ pay awards. NUT,
NASUWT and ATL emphasised that pay progression was not automatic but
earned. Many teachers, such as those at the top of the main and upper pay
scales, would not progress every year. The three unions said that teachers
would not support the view that incremental movement up the main and upper
pay scales should be regarded as part of their pay award.

2.33 NUT said that as well as increasing in real terms, teachers’ pay needed
to keep pace with earnings increases in the rest of the economy, citing data on
increases in average earnings and settlements. Teachers’ pay and career
progression had to be as attractive, if not more attractive, than in other
professions, and growth in teachers’ earnings should compare with growth in
average earnings in the whole economy. Citing IDS data, it said that teachers
started at a major disadvantage compared with other graduates in their starting
pay. This pay gap widened due to slow rates of pay progression in teaching in
comparison with other occupations. In NUT’s view, at present teachers’ pay
compared poorly with salaries in other professions and with teachers in
Scotland. It also said that in recent years, pay in the teaching profession
relative to other occupations had declined because the Department had frozen
teachers’ pay in real terms. NUT considered that this was a significant
contributory factor to recruitment and retention problems.

2.34 NASUWT said that teachers’ salary levels were moving in a positive
direction. There had been significant improvements in the pay system. There
was still much to be done, however, to achieve pay and conditions that
reflected fully that teachers were highly skilled professionals whose
contribution was fundamental to securing high standards of education.

2.35 ATL acknowledged recent improvements in teachers’ pay. It stressed
that it was important that the pay award in 2006 and beyond ensured
continued improvements in teachers’ standard of living.
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1 Smithers, A. and Robinson, P. (2005), Teacher Turnover, Wastage and Movements between Schools, DfES Research
Report RR640; and Smithers and Robinson (2003), Factors Affecting Teachers’ Decisions to Leave the Profession,
DfES Research Report RR430

2.36 NASG said that there had been a substantial improvement in the
relative position of teachers’ salaries in the last few years. If any proposal to
index-link teachers’ pay emerged, NASG would wish to see it linked to
incomes rather than prices.

Our analysis

2.37 The main sources of evidence drawn to our attention in consultees’
submissions were:

• the Department’s statistical evidence to the STRB, including a
range of relevant data on the maintained schools sector in
England and Wales;

• statistical information provided by the Welsh Assembly
Government in its submission;

• statistical information on recruitment to teaching in 1998 to
2005 provided by the TDA in its submission and separately;

• 2005 TDA research findings on the impact of financial
incentives on recruitment;

• NEOST 2004 Recruitment and Retention Survey;

• the Department’s 2004 Stakeholder Tracking Survey;

• academic reports by Smithers and Robinson1;

• 1998 to 2005 AGR Graduate Recruitment Surveys; and

• 1998 to 2005 IDS Graduate Starting Salaries Surveys.

We also considered the following evidence:

• TDA 2005 Performance Profiles Aggregate Dataset;

• ONS 1998 to 2004 Annual Surveys of Hours and Earnings;

• the Department’s Statistical Release on Sickness Absence;

• STRB Teachers’ Pay Survey September 2004; and

• STRB Teachers’ Workloads Survey March 2005.

All this information is publicly available from the respective organisations’
websites.

2.38. Our analysis covers each of the following areas in turn:

• recruitment;

• retention;

• morale and motivation;

• vacancies;

• financial incentives for new teachers; and

• teachers’ earnings.
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2 Op.cit. DfES, School Workforce in England Statistics

Recruitment

2.39 We note recent increases in recruitment to initial teacher training, as
illustrated in Figure 2.1. These increases are clearly being maintained and in
some cases built on further.

Figure 2.1: Number of trainee teachers through all routes in England, 
1998 to 20052

2.40 We particularly welcome the increase in the number of career changers
entering the teaching profession, currently making up more than 30% of all new
entrants to training, bringing their diverse experience to the role. Conversely, we
understand that some people will choose to move from teaching into a different
career: some of these might later re-enter the profession.

2.41 We note that the data from TDA show that in the 2003/04 academic
year the proportion of trainees successfully completing teacher training and
entering the profession within six months of completing their training dipped
from 81% in 1998/99 to 77% in 2003/04 for primary courses and increased
from 79% in 1998/99 to 83% in 2003/04 for secondary courses.

Retention

2.42 In looking at the retention of teachers, we have considered each of the
main sources of wastage from the profession as set out in Figure 2.2. The
number of full-time-equivalent teachers leaving the profession has increased in
recent years. The main drivers of this increase are an upward trend in the
number of teachers retiring and in the number of teachers moving from full to
part-time working (akin to the loss of part of a full-time-equivalent teacher).
The number of teachers resigning, but not retiring, from the profession has
been broadly constant in recent years.
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3,4 DfES statistical evidence to the STRB

Figure 2.2: Wastage of full-time equivalent teachers in the maintained sector
in England and Wales, 1998 to 20043

2.43 Figure 2.3 shows that the upwards trend in the number of teachers
retiring is set to continue, with a large number of teachers approaching
retirement age in the next five to ten years.

Figure 2.3: Recent changes in the age distribution of full-time teachers4

2.44 The retention situation is thus less encouraging than the recruitment
situation. This needs to be kept in view, particularly with the large number of
teachers moving towards retirement age. The overall number of qualified
teachers working in the maintained sector has continued to increase. Hence,
while the balance between the supply and demand of teachers does not
currently appear to be problematic, the situation needs to be monitored.
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Morale and motivation

2.45 We have also examined the evidence on teacher morale and motivation,
whilst accepting that these factors are always more difficult to assess than
others.

2.46 The usual proxy measures for morale and motivation are sickness
absence and wastage due to resignations. Data from the Department’s
statistical release on sickness absence show that the proportion of teachers
taking sickness absence, and the number of sick days taken per teacher, have
remained broadly constant over recent years, fluctuating within the range 55%
to 57% of teachers and 5.3 to 5.4 days per year respectively. As noted above,
wastage from the profession due to resignations is also stable at present.

2.47 The Department’s Stakeholder Tracking Survey points to teachers
holding an increasingly positive view about the profession and a general view
that pay levels have stabilised rather than deteriorated or improved.

2.48 The academic research by Smithers and Robinson suggests that of the
five main factors found to influence teachers’ decisions to leave the
profession, workload had the greatest influence and pay had the least
influence. This is borne out from our experiences visiting teachers in schools
in different parts of England and Wales.

Vacancies

2.49 We welcome the continued downward trend in vacancy rates, as shown
in Figure 2.4. There is, however, an absence of hard evidence on the extent to
which local vacancy problems are masked by coping strategies employed by
schools, and particularly the extent to which these occur in localised hotspots.
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5 DfES statistical evidence to the STRB 
6 In 2004/05 mathematics and science teacher trainees in England and Wales received a training bursary of £6,000,

or £7,000. After completing an induction year, new secondary teachers in priority subjects received a golden hello
payment of £4,000: mathematics and science teachers received £5000.

Figure 2.4: Vacancy rates in England and Wales 1998-20055

Financial incentives for new teachers

2.50 At present, many entrants to the profession in England and Wales are
eligible for training bursaries and/or golden hello payments. Research carried
out for the TDA has found that the current levels of incentives have a positive
effect on recruitment to teacher training and are considered particularly
important to people changing careers6. Of the 2005/06 intake to secondary
post-graduate initial teacher training, 68% of trainees were eligible for
financial incentives. Financial incentives to join the teaching profession
compare well with those offered by other employers.

2.51 Figure 2.5 illustrates trends in median starting salaries for graduates
since 1998. The two main sources of this information, the AGR and IDS
surveys, include data on salaries in a wide range of size and type of
organisation. Both include a preponderance of large private sector companies,
which tend to offer high levels of pay. For these reasons, whilst the two
surveys provide a consistent benchmark against which to judge movements
in starting pay over time, in our view it is the trends in the differentials
between teachers’ starting pay and starting pay more widely that are
significant, not absolute pay levels. While no strong messages emerge from
these data, we see:

• a narrowing of the differential between teachers’ starting salaries
and the IDS median between 2001 and 2005 (although there
was some widening earlier in the 1990s); and

• a broadly constant differential between teachers’ starting salaries
and the AGR median.

Year

Va
ca

nc
y

ra
te

(%
)

0.0

0.5

1.0

1.5

2.0

2.5

PrimaryTotalSecondarySpecial

20052004200320022001200019991998



21

7 Data from AGR, IDS and STRB reports.

Figure 2.5: Graduate starting salaries since 19987

Teachers’ earnings

2.52 The pay system has undergone a number of changes in recent years
including:

• the introduction of the upper pay scale to promote excellence in
the classroom (September 2000);

• shortening of the main pay spine to aid recruitment, help address
the historically higher levels of wastage early in teachers’ careers,
and to reflect the view that most teachers are fully competent and
ready to apply for the threshold after five years (September 2002);

• changes made to the inner London pay scale to attract and retain
good teachers and middle leaders in inner London schools
(September 2003).

2.53 In addition, there have been increases in the number of AST posts and
funding made available by the Department for schools to reward good teachers
in the leadership group with pay progression.

2.54 Figure 2.6 illustrates the position of teachers’ earnings relative to
earnings in the wider economy. The above changes have led to the average
earnings of the teaching profession rising more quickly than recent increases
in the basic rate of pay would suggest. The benefits of the changes, which
happened alongside initiatives to tackle the wider factors influencing retention,
in particular workload, are clearly reflected in the current positive recruitment,
retention and vacancy situation and the overall number of teachers.
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8 ONS (2005), Annual Survey of Hours and Earnings 2005
9 In its written representations, DfES estimated that pay drift would be between 0.23% and 0.28% in 2006/07 and

between 0.15% and 0.20% in 2007/08 (financial years).

Figure 2.6: Full-time teachers’ average earnings relative to full-time earnings
in the wider economy8

2.55 The first cohort of teachers reaching UPS3 in September 2004 marked
the end of the bedding-in of these structural changes. In future years,
increases in teachers’ average earnings, and hence changes in their relative
position in the labour market, will come mostly from the pay award. This is
clearly illustrated in the Department’s estimates of pay drift in future years9.

2.56 Recent changes to the pay system, along with other initiatives such as
the Excellent Teacher Scheme and work to improve pupil behaviour, provide
teachers with satisfying jobs and reduce teachers’ workloads, should help to
produce positive results over the next few years. We are convinced by the
evidence that workload remains critically important to both recruitment and
retention and hope that the signatories to the National Agreement and others
will continue to build on their achievements.

2.57 In summary:

• the recruitment situation is currently positive with increasing
numbers of entrants to teacher training and the profession;

• the retention situation is less encouraging, particularly with the
large number of teachers approaching retirement age;

• the overall number of qualified teachers and data on vacancies
are generally encouraging;

• there is no evidence to suggest that teachers’ morale and
motivation are worsening;

• there are no distinctive signs that there are problems with the
level of starting pay; and
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• recent structural changes to the pay system have led to increases
in teachers’ earnings, but these have now come to an end and
salaries will now rise broadly in line with teachers’ pay awards.
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1 Op.cit. STRB, Thirteenth Report Part 1, Chapter 4
2 Op.cit. Jacqui Smith MP, Official Reports (Hansard), 21 July 2005

CHAPTER 3

Teachers’ Pay

Introduction

3.1 This chapter concerns changes to classroom teachers’ pay from
September 2006. The Secretary of State asked us to consider for
recommendation:

whether teachers’ pay should increase and if so the appropriate
increase, taking into account in particular the factors identified [in the
remit letter]. I am looking to the STRB, in line with our proposed school
funding reforms and the availability of affordability evidence, to make
recommendations on an award which runs from September 2006 to
August 2008. You should, as part of your enhanced strategic focus,
consider how to maximise the advantages and minimise the risks of
such an approach.

Context

3.2 In 2003 we recommended a multi-year pay award for teachers for the
first time, starting from April 2004, along with a review mechanism to provide
protection against unforeseen, major changes in inflation1. We note that
inflation has remained relatively stable over the period of the pay award and
that the review mechanism was not triggered in 2005.

3.3 We also recommended that the implementation date for changes in
teachers’ pay scales be changed from April to September. Teachers’ pay scales
are now increased in September each year. From September 2006, the
Advanced Skills Teacher pay spine will be reduced to eighteen points with
values parallel to points one to eighteen of the leadership group spine.

3.4 In July 2005, following a consultation on funding for schools, the
Department announced that the financial years 2006/07 and 2007/08 would
be a transitional period, after which new funding arrangements, including
three year budgets for schools in England, would be introduced. A Dedicated
Schools Grant would be introduced from 20062. Under a minimum funding
guarantee, in 2006/07 and 2007/08 every Local Authority would receive an
increase of at least 5% per pupil above its spend in 2005/06. The Department
would announce provisional allocations for Local Authorities in autumn 2005.
It remained the Government’s intention to move school budgets to an
academic year basis, but the Department did not announce a timescale for
the change.
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3 Op.cit. STRB, Thirteenth Report Part 1; STRB (2004), School Teachers’ Review Body Thirteenth Report Part 2,
HMSO (Cm 6164); and op.cit. STRB, Fourteenth Report

3.5 In previous reports, we have looked closely at the differentials between
pay for teachers working in or very close to London and teachers working
elsewhere in England and Wales3. Our strategy to help address historic
recruitment and retention difficulties in the more competitive London labour
market has been to align differentials in pay between teachers in London and
elsewhere with similar differentials in the wider labour market. There are now
four separate pay bands.

Representations from consultees

3.6 Many consultees presented their representations on increases in
teachers’ pay together with their views and analyses of the labour market
situation, as described in the previous chapter. Paragraphs 2.3 to 2.36 are
therefore also relevant. In the summaries below, it should be noted that RIG
made a joint submission and that some of its members (the Department, ATL,
NASUWT and NEOST) also made individual submissions.

Multi-year award

3.7 The Department proposed that teachers should receive a multi-year pay
award, with the same pay increase in September 2006 and September 2007.
Unexpected fluctuations in inflation could be managed using a review
mechanism similar to the one in place for the 2004 and 2005 pay awards. It
envisaged, however, that the Secretary of State could consider representations
on the case for a review.

3.8 RIG said that a multi-year pay award, linked to the introduction of
multi-year budgets, would provide schools with a degree of certainty and
stability in their forward financial planning. A multi-year pay award and the
level at which it was set would be central to the development of the new
professionalism agenda. Schools had benefited from the stability provided by
the 2004 and 2005 pay award, which had also given the Department scope to
take forward reforms on workforce remodelling and the structure of the
teachers’ pay system. Another multi-year pay award would be significant in the
light of new school funding arrangements, including schools having increasing
responsibility to manage their own budgets, and of the transition arrangements
for the introduction of TLR payments. Subject to the STRB’s recommendation
on the headline pay increase and the Secretary of State’s response, there
might be a need for a review mechanism.

3.9 Several other consultees, including the Welsh Assembly Government,
TDA, governors’ organisations and NAHT, welcomed the prospect of another
multi-year award and highlighted the need for a review mechanism.
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3.10 NUT did not consider that the STRB process was the right way to
determine pay awards of more than one year: a multi year award would most
appropriately be part of a collectively agreed package of improvements in pay
and conditions. In its view, there was economic uncertainty. It considered that
the review mechanism for the 2004 and 2005 pay award did not recognise
the problems for teachers caused by increases in inflation during that period.
NUT therefore proposed that the STRB recommend a pay increase for 2006
only. In the event that a multi-year pay award was recommended, it would be
important to protect teachers from unexpected increases in inflation. NUT
proposed that the review mechanism should be invoked immediately when
inflation (as measured by RPI) reached a certain point. It should also include
consideration of other relevant matters, such as recruitment and retention.

Pay award

3.11 The Department said that any pay award needed to take into account
the impact of inflation, the real value of teachers’ salaries and the cost
pressures on school budgets in the years ahead. It reported that the Bank of
England target was that the base rate of inflation (CPI) should be 2%, which
would be valid for the lifespan of the 2006 to 2008 pay award. The
Government believed that the STRB should make its recommendation within
this context. It also emphasised that the pay award should be seen in the
context of structural and non-pay reforms which schools would be working
towards over the period of the pay award.

3.12 Referring to its representations on recruitment and retention, teachers’
earnings, the economic climate and affordability, the Department proposed a
2% increase in teachers’ pay in September 2006 and a further 2% increase in
September 2007, except for teachers on the first point of the main pay scale
(M1) who it proposed should receive 2.25%. It considered that a differential
pay award for M1 would help attract new entrants. It also commented that
serving teachers would benefit from pay progression in addition to the
pay award.

3.13 RIG proposed that the pay award needed to be affordable and take
account of the improved position in recruitment and retention, of the need to
maintain this position, and of economic and pay-related indicators. The pay
award needed to reward teachers fairly and provide a climate that boosted
teachers’ morale and motivation.

3.14 The Welsh Assembly Government explained that because teachers’ pay
and conditions in Wales were not devolved, it would not make representations
on pay matters unless it considered that changes might have a
disproportionately adverse impact on Wales or proposals on pay were linked
closely with wider work where responsibilities were devolved. It observed that
the case for a pay increase in 2006/07 and 2007/08 in line with domestic
price inflation seemed strong. It did not specify a particular measure of
inflation.
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3.15 TDA stated that teachers’ salaries, particularly starting salaries, should
remain sufficiently competitive in relation to the overall graduate market to
attract large numbers of able and committed participants into teaching. Citing
AGR data, it said that graduate salaries were beginning to increase at a faster
rate than in the recent past. In TDA’s view, the AGR data suggested that
should salary levels for teachers stay static in comparison with inflation over
the lifetime of the pay award, teachers’ salaries could lose competitiveness at
a time when employers were finding it increasingly difficult to recruit and were
responding in a market-driven manner. With affordability in mind, TDA said
that the pay system needed to be fine-tuned to reward competence and
performance, adjust to market pressures and provide appropriate rewards for
different job roles and weights.

3.16 NEOST said that the pay award, together with other workforce and
structural reforms being developed, must be such to recruit, retain and
motivate teachers in sufficient numbers and of sufficient quality to continue
the drive to raise educational standards.

3.17 NUT said that it had for many years called on the STRB and the
Department to make substantial improvements to teachers pay structure and
levels to support the achievement of a first class education service and
recognise teachers’ central role. In addition to helping to address problems in
relation to a number of labour market factors (summarised in the previous
chapter), the pay award would send a signal about the value accorded to
teaching by society. Teachers were valuable to society and central to the
education system.

3.18 NUT proposed fundamental structural changes to the pay system, which
it said were necessary to support the achievement of competitive pay levels in
teaching. It proposed a system in which teachers moved up an incremental
salary scale solely on the basis of increased experience, and pay progression
was not linked to any measure of performance or professional development.
In its proposed system, teachers would not be required to take on duties in
addition to classroom teaching unless responsibility allowances were paid. The
basic scale would be sufficiently high to recruit, retain and motivate teachers
and remove the need for divisive individual payments. As part of assimilation
to its proposed new pay structure, NUT proposed that all teachers’ pay be
increased by £2,500 or 10% in 2006, whichever was greater. It further
proposed that there should be an inner London allowance of £6,800, an outer
London allowance of £4,550 and a fringe allowance of £3,400.

3.19 NASUWT proposed that the pay award be substantial, above inflation
and reflect: the importance of maintaining and securing continued
improvement in recruitment and retention; the inherently demanding nature of
teaching; the high degree of challenge and professional commitment the
Government’s agenda of reform would continue to require from teachers; and
the need to continue to improve teachers’ morale and motivation.



28

3.20 ATL considered that an increase in pay in line with but not above
inflation would send a message to teachers that current salaries were, in the
Government’s view, at their proper levels, at a time of change and of
uncertainty about pensions. This would be perceived negatively and could
quickly lead to an increase in the number of experienced teachers leaving the
profession. It urged the STRB to recommend a pay award significantly in
excess of the expected value of inflation.

3.21 UCAC proposed that teachers should receive a 5% pay increase in
2006 and a further 5% in 2007. This would ensure that teachers’ pay was an
incentive to recruitment and retention. At present, pay did not adequately
compensate for teachers’ workload.

3.22 BATOD said that teachers’ pay should be sufficient to become a real
recruitment and retention incentive.

3.23 NUT, ATL and UCAC all noted that teachers who currently held
management allowances (MAs) had not had an increase in the value of the
allowances since April 2003, and that this had affected their earnings. It
would take time to introduce the new TLR payments, which would further
extend the freeze on this element of teachers’ pay. In this context, ATL said
that if the pay award did not significantly exceed the expected value of
inflation, arguments about rewarding teachers undertaking important
responsibilities would become more acute.

3.24 Governors’ organisations proposed that pay increases should be at least
in line with inflation, as measured by the retail price index (RPI).

Measures of inflation

3.25 The Department explained that the Consumer Price Index (CPI) was the
measure reflected in the Bank of England’s inflation target. In the
Government’s view, CPI had clear strengths for pay purposes. It was a better
measure than the Retail Price Index excluding mortgage payments (RPIX) of
the average amount needed to keep people as well off as before. It also took
account of consumer behaviour in terms of substitution away from more
expensive goods and brands. The Department acknowledged, however, that the
STRB was free to consider all available measures of inflation.

3.26 The Department said that the STRB should make its pay
recommendations in the context of an anticipated base CPI rate of inflation of
2% per annum from September 2006 to August 2008. It provided projections
for RPI of 2.5% per annum in September 2006 and 2.75% per annum in
September 2007.

3.27 NUT highlighted that the CPI excluded a number of items that made up
a significant proportion of living costs, in particular increases in housing costs.
It said that RPI was a familiar and credible inflation measure for pay purposes.
The same view was expressed by several other consultees during oral
representations. Other than the Department, none of the consultees that
expressed a view on this matter considered that CPI was an appropriate
inflation measure for pay purposes.
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Affordability

3.28 The Department explained that from April 2006, funding for schools in
England would be allocated mainly through the Dedicated Schools Grant,
which would be ring-fenced and distributed directly to schools by Local
Authorities. The Department had committed to increasing the Grant above
2005/06 funding levels by at least 6% in April 2006 and a further 6% in
April 2007. The Treasury would undertake a Comprehensive Spending Review
to determine funding across Government after March 2008. The increase in
funding for schools for the aggregate academic year from September 2007 to
August 2008 might be lower than the increase in the financial year from April
2007 to March 2008. So, any pay increase for the academic year 2007/08
might need to be affordable within a lower funding increase.

3.29 The Department highlighted that there would be significant variation in
the amount of funding that schools received on the ground. Formulae were
used to direct resources to schools that most needed them. It needed to make
sure that the pay award was affordable for all schools. There therefore needed
to be “a significant gap, as in previous years, between cost pressures and the
overall funding increase”.

3.30 The Department wanted to give schools greater stability and
predictability in their budgets. It planned to give schools three-year budgets
starting in April 2008. It had no immediate plans to align school budgets with
the academic year. It would make changes to Local Authority allocations
gradually in order to avoid some Local Authorities having to face rapid
reductions in funding.

3.31 The Welsh Assembly Government explained that funding for schools in
Wales was allocated mainly through the Revenue Support Grant to Local
Authorities. It did not ring-fence specific levels of funding for schools or
specialist services, and Local Authorities had discretion to distribute
resources. The Welsh Assembly Government planned to increase the Revenue
Support Grant above 2005/06 levels by 3.95% in April 2006 and a further
4.3% in April 2007, but these plans could be subject to change.

3.32 RIG noted recent and forthcoming increases in spending on education
in England. It said that the Government’s considerable investment in schools
had been critical in tackling significant supply-side pressures and securing
teachers and other suitably qualified adults to work in schools.

3.33 NEOST said that teachers’ pay must be affordable from the Dedicated
Schools Grant. Local Authorities should not be expected to supplement school
budgets.

3.34 BATOD was concerned about funding for specialist services.
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Cost pressures

3.35 The Department provided information on the cost pressures on funding
for schools in England. The STRB requested further information and
clarification about this prior to and following the Department’s oral
representations, and the Department responded with further written
submissions. The Department emphasised that teachers’ pay was by far the
biggest spending item for schools. Without taking into account any new pay
increases, the total teachers’ pay bill would increase because of salary drift,
which it estimated at between 0.23% and 0.28% in 2006/07 and 0.15% and
0.20% in 2007/08. At local level, there would be differences in costs or
savings due to salary drift, depending on the profile of the teaching staff and
changes in staffing over time.

3.36 The Department stressed that teachers’ pay was not the only cost
pressure faced by schools. Another significant area of pressure was pay for the
growing numbers of school support staff, including teaching assistants and
people with expertise in HR, finance, health and social services. Increases in
the pay bill for support staff were expected as a result of Local Authorities
implementing the 1997 single status agreement on the harmonisation of pay
and conditions for comparable posts of Local Authority employees and
increasing employer contributions to pensions. Costs would vary between Local
Authorities, but, making certain assumptions, the Department estimated that
increases in the pay bill for support staff could result in a 1% cost pressure on
school budgets.

3.37 The Department emphasised that increases in funding were intended to
bring real improvements in standards, provide help for schools in challenging
circumstances and improve all pupils’ life chances. For this to occur, there
needed to be room for real growth in provision. It was important that the
teachers’ pay award left schools with adequate budget headroom to deliver
improvements.

3.38 The Department further stated that schools in England would face other
costs as they continued to implement Government policies, including:

• ongoing provision for workforce reform, including the contractual
changes introduced following the National Agreement. The
Department estimated that workforce reform would cost about
£70 million in the 2006/07 financial year, though it emphasised
that there was funding to meet this cost pressure in school
budgets;

• embedding and supporting the Every Child Matters agenda, in
which it was looking to schools to help achieve more joined-up
support for children and young people;

• developing and sustaining extended schools;

• greater personalisation of teaching and learning across the
curriculum;
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4 DfES (2005), 14 to 19 Education and Skills White Paper, HMSO (Cm 6476)

• delivering the proposals in the 14 to 19 White Paper, including
a broader range of learning opportunities with more vocational
options4;

• the new professionalism agenda, which would require teachers to
take their continuing professional development (CPD) very
seriously and participate fully in building a more open culture of
coaching and mentoring;

• engagement of learning mentors; and

• pay rewards for teachers who took the toughest jobs.

3.39 The Department did not quantify these cost pressures, which it said
were difficult to model at school level. Costs would be borne from schools’
normal budgets. It also reported that there would be a White Paper in autumn
2005, which would include some specific proposals that would impact on the
school system and affect the need for resources during the period covered by
the forthcoming Comprehensive Spending Review.

3.40 The Department said that for schools with typical wastage rates, a 2%
per annum pay award plus salary drift should be affordable within an envelope
of a 6% increase in the school budget. It would, however, be much less
affordable for a school with zero wastage. It acknowledged that it was difficult
to predict accurately the number of schools that would be subject to zero
wastage from 2006 to 2008.

3.41 Most of the consultees who commented on the point expected that the
replacement of Management Allowances with TLR payments would represent a
neutral or even downward pressure on teachers’ pay. The exceptions were
NAHT, UCAC and BATOD.

3.42 NAHT considered that the change to TLRs would give rise to costs in
the short and medium term due to the safeguarding provisions in the STPCD.
It said that schools needed adequate funding to make genuine choices about
structures. It went on to say that the sustainability of changes arising from the
National Agreement was a cost pressure. Schools were managing significant
changes, largely as a result of Government policies, and the related cost
pressures were considerable. Its members had reported that funding was a
major problem in Wales.

3.43 UCAC said that budgets needed to include flexibility to meet staffing
and pay requirements and cover increases in expenditure such as threshold
payments, TLR payments and the Excellent Teacher Scheme.

3.44 BATOD highlighted that budgets would need to cover a range of cost
pressures, including salaries for support staff, contractual changes following
the National Agreement, equipment, training and development and the
introduction of the Excellent Teacher Scheme. BATOD also expressed concern
about the potential effect of three-year budgets on specialist teaching and
support services, since pupil populations for these services could fluctuate in a
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short space of time. Members in special schools had reported that up to 95%
of their budget was being used to pay staff and that they were having difficulty
meeting pay and contractual requirements without reducing the quality of
service provision.

Our views and recommendations

Multi-year award

3.45 We note that the majority of consultees support a two-year award with
pay increases in September 2006 and September 2007 and it is clear that a
substantial level of confidence now exists in the principle of multi-year awards.
Many of the consultees highlighted that an award over the two-year period
would provide certainty about a key cost pressure for schools and services.
This certainty is one of the advantages of multi-year awards. Another is that
fixing pay levels for longer than one year potentially releases time and
resources to devote to other matters. At a time of significant change for
schools and services this is an important consideration.

3.46 We currently appear to be in an environment of low and relatively stable
inflation and note that the Treasury’s average of independent forecasts
suggests that inflation indicators are likely to converge around the Bank of
England’s targets over the two-year period within which the pay award will
apply. Taking this and the benefits of multi-year awards highlighted above into
account, we see merit in endorsing a two-year pay award.

3.47 A drawback with multi-year pay awards can be uncertainty about future
changes in the economy, particularly levels of inflation. This is particularly
pertinent, given that we are making recommendations on teachers’ pay in
October 2005, ten months before the pay award takes effect and with an end
point that is nearly three years into the future. This requires us to put in place
arrangements to protect all parties from unexpectedly high or low levels of
inflation.

3.48 As with the teachers’ pay award for 2004 and 2005, we have
concluded that the pay award for 2006 and 2007 should be subject to a
review mechanism. In considering the appropriate mechanism, we have taken
into account forecasts of inflation, outlined below, and the degree of shifts in
inflation that would be significant enough to warrant consideration of a review
of teachers’ pay.

3.49 It is important that the review mechanism should remain independent
and command the confidence of consultees and other interested parties. If
inflation goes beyond the specified boundaries, our view is that any of the
consultees should be able to approach the STRB. We would then consider the
case in the light of both inflation and the labour market situation and, if
convinced that a review of teachers’ pay was necessary, seek a remit from the
Secretary of State to that end.
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Pay award

3.50 In reaching our views on the pay award for September 2006 and 2007,
we have taken into account consultees’ representations and analysis on the
labour market outlined in the previous chapter, relevant statistical and
economic information, the need for our recommendations to be affordable and
the other considerations specified in the remit letter. We also acknowledge
that the Government’s objective in pursuing pay reform and modernisation is
to ensure that the highest pay rewards go to the teachers who contribute the
most, a direction that we firmly support.

3.51 As outlined in Chapter 2, we are encouraged by the positive recruitment
situation and the overall numbers of qualified teachers in the profession, but
less sanguine about the retention situation, where, despite relatively stable
wastage rates, a large number of teachers will be retiring in the next five to
ten years.

3.52 As we have said, levels of morale and motivation are always more
difficult to judge. The usual proxy measures of sickness absence and wastage
due to resignations suggest that both factors appear to be stable, while the
Department’s survey of stakeholders, cited in the previous chapter, suggests
the situation might be improving. The academic research cited in the previous
chapter suggests that at present pay is less of a concern to teachers than
workload, pupil behaviour and the pace of change, which we have also found
during our visits to schools. Motivation, however, is always likely to be fragile
during times of substantial change, such as the present, and it is important for
teachers to perceive that they are being treated fairly in such circumstances.

3.53 The Department has emphasised that pay increases for classroom
teachers arise from pay progression as well as pay awards (see paragraph
2.23). We note this, but emphasise that progression-related increases are an
inherent feature of any incremental pay system and are intended to reflect
factors such as employees’ increased skills and experience. We estimate that
each year around half of classroom teachers will receive both an increment
and a general pay award, whilst the other half will receive only the general pay
award5. Averaging increases for all teachers obscures this crucial dichotomy.

3.54 The correct positioning of the teachers’ pay structure relative to the
wider market is important and reflects the competitiveness of elements such
as starting salaries and the market rate for the job. Positioning the pay
structure too low relative to the wider labour market could create problems in
the medium to long term with recruitment, retention, morale and motivation.
Conversely, positioning it too high would not be an effective use of school
funding.
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3.55 The movement of teachers within the pay structure can impact on the
overall size of the pay bill. This comes from any imbalance between the cost
of awarding increments to some teachers and the savings made to the system
as experienced teachers leave the profession to be replaced by new entrants.
As all of these movements occur within the pay structure, however, they will
not change the relative position of the structure with the wider market.

3.56 The main factors that impact on the relative position of the teachers’
pay structure are the annual pay award and the effects of any restructuring of
the pay system. Consequently, when setting pay awards, while it is important
to consider the overall impact of increments when looking at affordability, over-
emphasis on the increases received by some individuals within the pay system
could lead to the pay structure as a whole becoming misaligned with the wider
market.

3.57 Previous structural changes to the system have now bedded in and
balance is being restored between the cost of increments and the savings
outlined above. Consequently, in this remit, the main driver of change to both
the overall pay bill and the relative positioning of the teachers pay structure is
the pay award. This view is supported by the relatively low levels of pay drift
expected over the period of the pay award, as estimated by the Department
(see paragraph 3.35). A careful balance therefore needs to be struck between
the affordability of the award and the direct impact that the award will have on
the relative positioning of the pay structure within the wider market.

3.58 We note that the Government considers CPI to be the most appropriate
measure of inflation in the context of pay determination. Most other
consultees, and commentators more widely, suggest that RPI is the measure of
choice for pay bargainers in the wider economy. In our view, each of the
different measures of inflation reflects different things and has its strengths
and weaknesses. We have not relied on any one indicator and have taken into
account changes and predicted changes in each of the main inflation indices,
alongside other indicators including average earnings and settlement levels.

3.59 Inflation in the year to September 2005 was 2.5% per annum (CPI)
and 2.7% per annum (RPI). According to IRS, in the three months to July
2005 median settlements were at 3.0% in an inter-quartile range of 2.5% to
3.3%. The Treasury’s average of new independent forecasts for October 2005
suggested that inflation would ease to 1.9% per annum (CPI) and 2.4% per
annum (RPI) in the fourth quarter of 2006 (October to December), around the
anticipated time of the first pay increase of the new pay award. We also note
that the Bank of England’s target for inflation is 2.0% (CPI).

3.60 There are no forecasts for pay settlements, but commentators tend to
assume that median settlements will broadly follow RPI. Given current
forecasts that RPI will move downwards, it follows that median settlements
may also fall from their present levels.

3.61 The levels of pay award sought by consultees for 2006 and 2007
ranged from 2% (DfES), to above and significantly above inflation (several
consultees), 5% (UCAC) and 10% (NUT, 2006 only).
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3.62 In reaching our view on the appropriate level of pay award, we consider
that the recruitment situation and the balance between the supply of and
demand for teachers are encouraging. We are conscious, however, of the need
to consolidate the improvements made in recruitment and to retain good
teachers at a time of significant change. A major factor in this will be earnings
in the teaching profession as a whole relative to others in the labour market.
Since salary drift will be low for the period of the pay award, this relative
positioning will depend substantially on the pay award, as noted above. Taking
these factors together, the evidence points to a figure above that sought by the
Department but does not justify an award of the order of the higher figures
proposed.

3.63 In the light of our analysis, we conclude that a pay award of 2.5% in
September 2006 and 2.5% in September 2007 would be appropriate. This
level of award should also maintain the competitiveness of teachers’ starting
salaries. We see no case for altering the differentials between the four pay
bands at this time, but have observed that some points on the main scale for
bands A and B (inner and outer London) are out of line with differentials
across the rest of the scale. We therefore consider it appropriate to give a
slightly enhanced pay increase to those points to improve consistency within
and between pay bands.

3.64 Bearing in mind the Secretary of State’s direction on affordability (see
Appendix A), we note the Department’s commitment to increase funding for
schools in England in the Dedicated Schools Grant by 6% in 2006/07 and
again in 2007/08, and its guarantee that, as part of this, all Local Authorities
will receive a funding increase of at least 5% per pupil in each year. We also
note that the change to academic year budgeting will not be made during the
period of the pay award and that no information is available on funding for
schools after April 2008 because of the forthcoming Comprehensive Spending
Review.

3.65 We estimate that the pay award set out below will result in a cost
pressure of approximately 1.5% on the Dedicated Schools Budget in England
in 2006/07 and 2007/08. This should allow ample headroom in the budget
for the other cost pressures identified by the Department, though we cannot be
more precise on this point, since the impact of other cost pressures was not
quantified.

3.66 It is more difficult to judge affordability in Wales, since funding for
schools is not ring-fenced. We note the Welsh Assembly Government’s planned
increases for the Revenue Support Grant in 2006/07 and 2007/08 and
consider that the pay award we are recommending should be affordable within
these increases.

3.67 We estimate that the minor changes to the London pay scales will cost
an additional £5 million in 2006/07 and a further £5 million in 2007/08.
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3.68 The Department asked us to pay attention to the impact of the award on
schools with zero wastage. This is problematic, as we have not been provided
with evidence that would allow us to consider affordability at the level of the
individual school, and we understand that such evidence would not be readily
available. It is the Review Body’s responsibility to look at the pay structure as
a whole and we think it is right that our consideration of affordability should
be at the national level. It is the responsibility of the Department and Local
Authorities to ensure appropriate local funding.

3.69 We recommend:

• an increase of 2.5% from September 2006 and a further
increase of 2.5% from September 2007 in the values of the
main pay scale and upper pay scale for qualified teachers, the
pay scale for unqualified teachers and the new eighteen point
pay scale for Advanced Skills Teachers;

• a slightly enhanced pay increase for certain points on the main
pay scale in pay bands A and B, as outlined in Appendix C; and

• that should the average rate of headline inflation for the twelve
months preceding April 2007 (i.e. April 2006 to March 2007) or
April 2008 (i.e. April 2007 to March 2008) fall below 1.75% or
exceed 3.25%, any of the consultees can ask the STRB to
consider the case for seeking a remit from the Secretary of State
to review teachers’ pay6.
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CHAPTER 4

Leadership Group

Introduction

4.1 The leadership group merits separate discussion in this report. We
summarised in Chapter 1 the profound process of cultural and organisational
change that is under way in schools. We have emphasised that transformation
on this scale cannot succeed without first class leadership, and that a dynamic
and responsive style of leadership will be required. Meeting this challenge is
one of the most important priorities facing schools and their leaders.

4.2 The leadership group is included in the Secretary of State’s request for
recommendations on a pay award for teachers. We were also asked to consider
whether any further modifications are required to the pay arrangements of any
particular categories of teacher.

Representations from consultees

Leadership group pay

4.3 RIG noted that head teachers’ average pay had increased by 34% since
1998. RIG did not, however, make any specific proposals on the treatment of
leadership group pay. In its separate submission, NEOST proposed that
leadership pay increase by the same percentage as classroom teachers’ pay.

4.4 NAHT provided three separate submissions on leadership group pay. 
It said that leaders’ pay had fallen substantially behind that of external
comparator groups, and was also less attractive internally as differentials with
UPS, AST and Excellent Teacher pay had eroded considerably. In addition,
heads were finding that their headship time was being eroded by the need to
provide Planning, Preparation and Assessment time for other teachers. As a
result of all these factors, NAHT considered that increasing problems of
recruitment and retention were becoming apparent. In NAHT’s view, the
discretions in the STPCD to help address recruitment and retention problems
were not being used.

4.5 NAHT therefore proposed substantial increases in leadership pay, linked
to a major restructuring of the leadership spine. Its proposal involved removing
seven points from the bottom of the spine in September 2006 and a further
two points in September 2007, with additional points being added on top.
After phasing in, the spine would start at £41,550 and finish at £133,770. 
It also proposed that the differential between the highest paid teacher in the
school and the lowest paid member of the leadership group should in future
be based on UPS3 rather than UPS1 as at present.
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4.6 SHA said that the leadership group should receive a differentially higher
award, highlighting increasing difficulties in recruitment and retention, as well
as areas of additional responsibility, which it saw as having added to the
burden on school leaders. In its view, there were few public services where
leaders had such a wide-ranging and challenging agenda. SHA also proposed
that differentials between the leadership group and the highest paid classroom
teachers should be based on UPS3 rather than UPS1. It accepted that
relevant bodies had considerable discretion in setting leadership pay, but said
that many did not exercise this discretion.

4.7 SHA pointed to factors such as schools being put into special
measures, expectations on progress which it saw as unrealistic, and the new
OFSTED inspection regime, all of which were leading to an increasing trend
for head teachers to be dismissed. It was aware of at least twenty-four heads
being forced to resign in the last academic year and noted that this was over
6% of all secondary heads leaving their post. SHA said that this increased
vulnerability ought to be reflected in higher overall levels of pay and in more
generous compensation arrangements.

4.8 NUT noted the increasing level of re-advertisements for head teacher
vacancies, but did not argue for a differential award, since the leadership
group would be covered if its proposal for all teachers’ salaries to be increased
substantially (see paragraph 3.18) was implemented.

4.9 BATOD said that differentials between the pay of teachers receiving
SEN and TLR payments and teachers in the leadership group must be
maintained. It stated that further guidance was required on the status of and
pay for leaders in specialist services.

4.10 NASG stated that there were recruitment and retention issues in the
leadership group. While the explanation could lie in such issues as workload, it
said that further consideration should be given to pay differentials for
school leaders.

4.11 In oral representations, one consultee said that small differentials
between the pay of classroom teachers and the leadership group were
discouraging teachers from applying for promotion. Another said that many
deputy and assistant head teachers did not wish to become heads because the
additional pay rewards were not sufficiently attractive and the workload was
much greater. Another consultee said that workload and insecurity were the
main factors causing difficulties in recruiting to the leadership group.

Other issues concerning the leadership group

4.12 Consultees also made points concerning the leadership group in their
submissions on teachers’ professional responsibilities, which in many cases
went wider than our specific remit.
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4.13 RIG raised points in three main areas concerning the leadership group.
The first was continuing professional development (CPD), where RIG put
forward the view that the duties on CPD should be amended to reflect an
expectation that the leadership group, like other teachers, should be engaged
in effective, sustained and relevant professional development throughout their
careers. It proposed that head teachers should additionally have a duty to
embed CPD in the school’s culture and to help create a positive learning
environment.

4.14 Secondly, RIG stated that it was necessary to consider head teachers’
role, responsibilities and duties more generally. RIG said the review should
include:

• whether and how new partnerships and organisational
arrangements would increase head teachers’ responsibilities;

• whether the existing duties presented potential obstacles to head
teachers taking on wider leadership roles;

• whether there was sufficient scope in the STPCD for head
teachers to be rewarded for taking on wider leadership roles or
whether head teachers should have a separate contract for this;

• giving head teachers an ongoing duty to advise and assist
relevant bodies in relation to reviewing and changing the school
staffing structure.

4.15 Finally, RIG said that work should be done to consider whether different
potential models of school leadership might be appropriate, including
separating management from the leadership of teaching and learning. The
work could consider whether the head teachers’ role should be that of a lead
practitioner of teaching and learning and/or the leader of the management and
administration of the school.

4.16 NAHT said that it had been its view for some time that head teachers’
professional duties were in need of review. It viewed the existing duties in the
STPCD as the product of a period of industrial unrest in schools, not a modern
professional contract. Despite helpful changes since the National Agreement,
there was still some way to go before the benefits of changes in the schools
workforce, including enabling head teachers to spend time on leadership, were
fully realised. It noted that there had not yet been a significant increase in the
number of professionals supporting head teachers with leadership and
management, including managing change, and was concerned that head
teachers did not receive enough support to deliver their responsibilities in
these areas. NAHT therefore concluded that it was premature to make further
changes to duties that would require significant work on the ground.
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4.17 NAHT had particular concerns about the pay and conditions of head
teachers undertaking wider leadership roles. It considered that the best way to
reflect head teachers’ wider responsibilities, for example in relation to
extended schools, was to amend the STPCD to cover them. It did not support
head teachers having separate contracts for their wider work. NAHT proposed
that working groups of interested parties be established to examine the duties,
taking account of TDA’s work to revise professional standards for teachers.

4.18 Most other consultees agreed that the professional responsibilities of
the leadership group needed to be reviewed.

Our analysis

4.19 The main sources of evidence drawn to our attention in consultees’
submissions were:

• the annual Howson reports on the state of the labour market for
senior staff in schools1;

• earnings growth and salaries by grade 1997-2003 (Figures 1 and
2 of the RIG submission to the STRB);

• the Department’s statistical evidence to the STRB, especially
Tables 10, 29, 35, 36, 42 and 43;

• turnover rates by salary grade (NEOST submission to the STRB,
Table 7);

• National Assembly of Wales Statistical Directorate data on
teachers in service, vacancies and sickness absence in Wales in
January 2004;

• Hay Group Pay Data.

4.20 We also considered the following additional evidence:

• GTC (England) survey of teachers 2005;

• STRB Teachers’ Pay Survey September 2004;

• STRB Teachers’ Workloads Survey March 2005.
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4.21 Looking at this body of evidence as a whole, the main messages that
emerge are:

• From the Howson report:

– smaller primary schools receive lower numbers of applications
per head teacher post than other schools;

– in recent years there have been noticeable increases in the
proportion of recruitment exercises for head and deputy head
teacher posts that were unsuccessful;

– there is a clear downwards trend in the number of applications
per head and deputy head vacancy in secondary schools;

– there are signs that the proportion of leadership group
teachers taking age and early retirements is increasing.

• From the Department’s statistical evidence:

– in spite of the above, vacancy rates for leadership group
members have been falling in recent years;

– there is evidence of a slight upwards trend in the number of
schools appointing temporary head teachers.

• From the STRB Survey of Teachers’ Workloads:

– primary school deputy heads have seen a statistically
significant increase in hours worked since 1994 and a
decrease in the amount of time teaching since 2000;

– secondary school deputy heads have seen a statistically
significant increase in hours worked in the last year, though
this follows several years of decrease;

– primary school head teachers have seen a statistically
significant decrease in hours worked since 2000 and a
decrease in the amount of time teaching in the last year;

– some other members of the leadership group have seen
increases in the headline number of hours worked, though
these are not statistically significant.

4.22 Figure 4.1 compares the age distribution of leadership group members
in 1999 and 2004. In both cases the distribution is skewed, unsurprisingly,
towards the higher age ranges. But the shift further in this direction in 2004
shows a greater proportion of leaders approaching retirement age and indicates
clearly that the leadership population has been ageing in recent years.
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Figure 4.1: Recent changes in the age distribution of leadership 
group members2

4.23 Figure 4.2 sets out more detail on the age distribution of leadership group
members. As noted, it shows a skewed age distribution with 60% of head
teachers and over 40% of deputy and assistant heads aged over 50 in March
2004. This has longer-term implications for the profession, since not only is the
large body of head teachers moving towards retirement in the coming years, but
there is a similar picture for those who would normally be the main source of
replacements.

Figure 4.2: Age distribution of heads, deputies and assistants,
March 20043
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Our views and recommendations

Leadership pay

4.24 In Part One of our Thirteenth Report, we were not convinced that there
was a case for a higher pay award for the leadership group4. Comparing the
labour market situation this time, there is no absolute deterioration as
measured by vacancy rates. The other evidence summarised above does,
however, suggest that there may be problems of recruitment and retention
building up for the future.

4.25 The underlying causes of this situation are not clear. It could be that
the salaries at this level are misaligned with the relevant market, or it could be
that non-pay aspects are making the leadership role less attractive, or possibly
a combination of the two. All of these positions were put to us by consultees.
We also note from Howson that advertisements for leadership vacancies tend
to be clustered in the first three months of the calendar year, and that this
may be making it hard for some schools to attract a reasonable field of
applicants (particularly in primary schools)5.

4.26 The non-pay aspects deserve attention. Factors which were cited by
consultees include:

• pressures on the leadership group as responsibility and
accountability are increasingly devolved to schools;

• a claimed increase in dismissals of head teachers;

• the fact that the leadership role is changing, and likely to change
further with the advent of extended schools, children’s centres,
and the children’s agenda more generally;

• workload pressures (borne out by our most recent Teachers’
Workloads survey, as noted above).

4.27 We recognise the force of these points, which chime in many respects
with what we have seen in our visits to schools. A consistent theme from our
visits is that deputy and assistant head posts are seen as unattractive, a
serious issue as these posts are the major gateway to headship. Whilst pay is
cited as a factor, it is the responsibilities and expectations of deputies and
heads that are the biggest source of dissatisfaction to job-holders and the
most significant deterrent to aspiring leaders. We suspect there may be issues
about job-design that are particularly pressing on these grades at this point of
transition.

4.28 The analysis above also highlights a striking demographic consideration,
in that a considerable number of heads, deputies and assistants will be
coming up to retirement in the next few years.
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4.29 These important considerations lead us to the conclusion that there are
some fundamental issues about the changing role of leadership that need to
be addressed. We would like to work towards recommendations in this area,
though we are not yet in a position to do so, for reasons we will set out below.
It would be premature to make major changes to the salary structure for the
leadership group before the fundamental questions have been considered, not
least since the current system already provides considerable flexibility in
setting the level of remuneration. We therefore consider it appropriate for the
leadership group to receive the same pay award as classroom teachers in 2006
and 2007.

4.30 If we are to give the fundamental issues the wide-ranging attention they
deserve, there are a number of areas that particularly call for consideration.
Several of these were raised by consultees. In all cases, however, we lack an
adequate evidence base on present practice and likely future developments.
Bearing in mind our experience in looking at teachers’ workload in 2001, we
see a need for a comprehensive study to address these issues. Our list is not
exhaustive, but we would want a detailed picture on at least the following:

• new models of headship – it will not necessarily be viable simply
to graft additional responsibilities onto traditional models of
headship, and we note that some schools are experimenting with
dual headships, having an academic and an administrative head,
making the role of the bursar more significant in running the
school, and other alternatives. New types of establishment, such
as extended schools and Children’s Centres, also create demands
for new approaches. The current and potential range of
alternative models needs to be systematically considered and
evaluated for its applicability to the challenges faced and for its
suitability in schools of different sizes and types;

• the role and functions of deputy and assistant heads – as noted,
there appear to be issues with these roles, particularly in terms
of the administrative burden they bear. Amongst the questions
that arise are: whether both functions are still needed or whether
a flatter structure would be better; what type(s) of leadership
support to the head add most value to the school; how these
roles sit in the light of school staffing reviews and the
introduction of TLRs; and whether more of the current loading on
deputies and assistants could be passed on to administrative
support staff;

• administrative support – as well as the preceding point, we have
noted comments that there may be scope for schools other than
formal federations to share resources, particularly in the
administrative and back office areas;
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• recruitment planning –the desirability of looking at ways to avoid
the bunching of advertisements in the first three months of the
calendar year, and whether schools need to take a more
structured approach to succession;

• type of contract – at the moment, leaders’ responsibilities are
listed in great detail in the STPCD (see Chapter 8 on teachers’
responsibilities). Other approaches, such as personal contracts
for leadership group members, need to be evaluated for their
effectiveness in capturing the changing role of leadership and
reflecting new responsibilities (such as the requirement we
identify in Chapter 7 to foster a culture of CPD in the school or
service); and

• reward – in addition to providing evidence about current practice
and market comparisons, consideration needs to be given to how
the pay system should incentivise and reward excellent
performance, how to reflect appropriately the risks faced by
leaders (including the risks of dismissal), and whether
incremental scales are still appropriate. It would also be helpful
to understand the factors which appear to be inhibiting the use
of current flexibilities in rewarding leaders.

4.31 We envisage a study of this nature being shared with all stakeholders,
as with the previous study on workload6. It could then form the evidential
basis for consideration by the STRB as part of a remit. It could also inform
thinking about the development and support the leadership group will require
going forward, and the type of qualifications structure that will best support
them in meeting this demanding and changing agenda. The report should be
ready for publication by December 2006.

4.32 We therefore recommend:

• an increase of 2.5% from September 2006 and a further
increase of 2.5% from September 2007 in the values of the
leadership group pay scale;

• that the Secretary of State remit us to look fundamentally at the
leadership group and how its changing role and responsibilities
should be reflected in its future pay structure;

• to provide a sound evidence base for that remit, that a
comprehensive independent study be carried out by December
2006 on the roles, responsibilities, structures and reward
systems for the leadership group, looking at both current practice
and likely future developments, and including at least the
following issues:

– new models of headship;

– the role and functions of deputy and assistant heads;

– administrative support;
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– recruitment planning;

– type of contract; and

– reward.

Other issues

4.33 NAHT and SHA highlighted two additional issues. The first is the
differential between the highest paid classroom teacher in a school and the
nearest member of the leadership group. The associations have said that, as
more teachers reach UPS3, the basis of the differential should shift from
UPS1 to UPS3, as the current basis means that leadership roles are becoming
increasingly less attractive to classroom teachers. This issue has also been
raised by deputy and assistant heads during our school visits.

4.34 In the light of the changes under way in schools, we question the need
for a prescribed differential on the current model. Depending on how schools
restructure themselves and the job weights they assign to, say, a highly
experienced head of a major department and a newly appointed assistant
head, it does not seem axiomatic that the latter must be paid more than the
former. The leadership group is no longer the only route to higher reward in a
school, and it would simply be perpetuating an old and inflexible model to
insist that senior classroom and junior leadership pay should never overlap in a
school. What is most important for junior leadership roles is that they are
sensibly designed, fairly rewarded for the responsibilities undertaken, and
prepare incumbents who wish to progress for higher levels of responsibility
and reward.

4.35 It has been put to us that leadership pay will become increasingly
misaligned with the market if it is left to local discretion, since leaders in
schools are often reluctant to ask for higher pay, and their governors often do
not want to be seen to be allocating scarce resources to senior salaries. We
recognise these pressures, but reiterate our vision of schools being comfortable
with the concept of rewards related to performance, able to make decisions
without detailed rules and guidance, and confident in differentially rewarding
staff. We do not see it as a role of the STPCD to insulate heads and governors
from the challenging decisions that are integral to their functions.

4.36 We are not persuaded at present that a prescribed differential should be
maintained in the arrangements introduced following the comprehensive
review recommended above. In the meantime, we underline that the STPCD
only prescribes a minimum differential in salary. If the circumstances warrant
it, schools already have significant flexibility to give leaders higher pay. We
therefore see no case for amending the relevant sections of the STPCD until
the conclusions of that review are known.
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4.37 We were also asked to comment on the levels of compensation paid to
dismissed head teachers. We do not think this lies properly within our remit,
though we observe that the levels of compensation cited by SHA do not seem
out of line with practice elsewhere. The broader issue is how reward should
take account of the risks faced by the head teacher. This will be covered by
the reward section of the comprehensive study we have recommended.
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CHAPTER 5

Further Pay Matters

Introduction

5.1 This chapter concerns further pay matters: the Excellent Teacher
Scheme (ETS), Teaching and Learning Responsibility (TLR) payments, Special
Educational Needs (SEN) allowances (which is closely linked to the position of
unattached teachers), and the scope for movement towards more locally
determined pay. We also respond to a pay matter raised by a consultee. The
Secretary of State asked us to consider for recommendation:

what the appropriate spot salary for Excellent Teachers should be in the
respective pay regions, following your recommendations in your
Fourteenth Report;

whether the level of special educational needs (SEN) allowances and
the nationally applicable maxima and minima for the value of teaching
and learning responsibility (TLR) payments applicable in England and
Wales (currently subject to statutory consultation) should increase in
line with any general pay award recommendations;

whether in the light of the investigations you have already made and the
evidence you have taken in the light of those investigations, there is
scope for movement towards more locally-determined pay.

Excellent Teacher Scheme

Context

5.2 The Excellent Teacher Scheme will be introduced in September 2006.
In our Fourteenth Report, we considered and made recommendations on the
scope, access criteria and salary level for the scheme following a joint proposal
from RIG1. As we note below, a number of our recommendations were not
accepted and others have been deferred for future decision. We are therefore
having to make salary recommendations for a scheme which is markedly
different in important respects to what we envisaged when we provided an
indicative figure in our last report.

Representations from consultees

5.3 RIG said that the salary for the scheme should reflect the coherence of
the pay system as a whole and the expectations of the Excellent Teacher role.
It asked us to take account of the significant degree of challenge in the role,
the need to attract teachers to these demanding posts, and the minimum of
twelve years teaching experience of most likely applicants.
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5.4 TDA emphasised that the scheme had to be seen as a gold standard for
classroom teaching and should motivate teachers from an early stage in their
career to aspire to the standards and to invest time and effort over many years.
It had to be a genuinely desirable and credible alternative to the leadership or
AST route. The spot salary should recognise and reward the competence and
performance of the Excellent Teacher, not job weight. The salary could
enhance both recruitment and retention.

5.5 GTC (England) welcomed the introduction of the scheme, which it said
offered access to a career development route for teachers that was
differentiated from leadership roles and recognised the contribution of quality
teaching and teachers’ developing others.

5.6 NEOST said that the ETS salary should increase in line with increases
to pay scales. This was also the position of UCAC, NAHT and two other
consultees in oral representations.

5.7 NUT continued to oppose the scheme. Its view was that it should be
replaced by arrangements allowing all teachers to progress to higher pay levels.
If, however, the scheme were retained, it said that the salary should increase
by the same percentage as teachers’ pay.

5.8 UCAC and BATOD said they had strong reservations over the scheme.
UCAC questioned its attractiveness given that members could not receive TLR
payments, a point also made by ISCG. BATOD and NAHT were unsure about
how the scheme would work in special schools.

5.9 In oral representations, a number of consultees indicated that they felt
the salary for Excellent Teachers should be higher than the indicative figures
in our Fourteenth Report2. They said that £35,000 would not be attractive in
comparison with alternative career paths for teachers, such as management
roles with TLR payments. Several consultees also considered that the
positioning of the scheme relative to the AST scheme was unclear.

Our analysis

5.10 Figure 5.1 sets out the current position of the indicative ETS salary
relative to pay in all four pay bands for those classroom teachers eligible to
apply for the scheme (using 2005 values in all cases). In each band, the ETS
salary is barely above the level that a teacher can earn if they hold even a
minimum second level TLR payment.
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Figure 5.1: Relative position of ETS pay3

5.11 Since the changes to the scheme invite more direct comparison with
the AST grade, the figure also shows how ETS pay compares to the range for
ASTs (shown for simplicity as a single range from the bottom of band D to the
top of band A). Of AST salaries actually paid, the Teachers’ Pay Survey 2004
suggests around three-quarters of ASTs are paid more than £35,000 per
annum and a quarter are paid more than £41,000.

5.12 Table 5.1 describes the estimated actual earnings distribution for UPS3
teachers in pay band D relative to the indicative ETS salary of £35,000. It
illustrates the striking situation that around three-quarters of UPS3 teachers in
primary and special schools are likely to be earning less than the indicative
ETS salary, while a broadly similar proportion of UPS3 teachers in secondary
schools are likely to be earning more.

Table 5.1: Earnings of teachers on UPS3 in 20044

Earning less than ETS Earning more than ETS Total

Primary 74% 26% 100%

Secondary 30% 70% 100%

Special 77% 23% 100%

Band 
D

Band 
C

Band 
B

Band 
A

£43,628

£44,549 
£46,268 

£49,916

£34,878 
£35,799 

£37,518 

£41,166

£50K 

£45K 

£40K 

£35K 

£55K 

£30K 
£31,491    

£56,526   

AST 
(Band D minimum 

to Band A 
maximum) 

U3
++

TLR1 

U3
++

TLR2 

ETS  

Band A: £41,745
Band B: £37,832
Band C: £35,988
Band D: £35,000
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Our views and recommendations

Structure of the scheme

5.13 We commented in our last report that the joint proposal for the scheme
presented by RIG lacked a distinctive positioning compared to the AST and
leadership routes5. The scheme as it will currently be implemented is
substantially the model set out in the joint proposal. We must therefore
reiterate our concern on this point.

5.14 The Department has indicated that a number of our previous
recommendations have been deferred pending the TDA’s review of professional
standards for teachers and further reflection on the new professionalism
agenda. We regard proper consideration of these issues as fundamentally
important for the success of this scheme. There are also other
recommendations which have been rejected, notably the use of the title once
accreditation has been achieved, the requirement for a sustained record of
CPD, and the openness of the scheme to teachers in any school. The absence
of these elements potentially weakens the scheme as an aspirational gold
standard for the teaching profession, and we believe that these issues should
be revisited in due course.

5.15 In the light of these comments, we recommend that:

• the Excellent Teacher Scheme be reviewed by December 2008 at
the latest and that the results of the review be remitted to this
Review Body for appropriate consideration and recommendation.

Excellent Teachers’ pay

5.16 A number of consultees said that the salary for the ETS from September
2006 should simply be uprated in line with the pay award. Other consultees
felt that the figures we proposed last time for each of the pay bands were too
low for the responsibilities and expectations attached to the post.

5.17 We continue to believe that the Excellent Teacher Scheme is a sound
concept, that it has the potential to provide a distinctive and attractive career
option for the most experienced classroom teachers, and that it can make a
real contribution in all types and sizes of school. Based on the representations
made to us and the analysis above, there is a case for repositioning the salary
upwards. In the case of secondary schools in particular, there is a risk that the
70% of secondary teachers on UPS3 who already earn more than £35,000
will not find the ETS as attractive as it should be. Simply uprating the present
indicative salaries in line with the general pay award would not materially alter
this position.
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5.18 There are two additional factors we need to consider. One is the fact
that the changes made to our recommendations mean that Excellent Teachers
are now assessed against the same standard as ASTs. Given that Excellent
Teachers must pass through the main and upper pay scales in a way that ASTs
do not, it would be unreasonable for the ETS salary to remain in its current
position, roughly at the lower quartile of AST salaries. On the other hand, we
also need to consider that a substantially higher salary could make ETS posts
too expensive for many schools, particularly primary and special schools where
most UPS3 teachers currently earn less than £35,000.

5.19 We have considered how we might balance these considerations and
maintain our basic position that a spot salary is appropriate for the ETS. Our
solution is based on the principle underlying the new TLR payments, namely
that an individual school should determine the spot salary within a specified
range. In determining the level, and recognising that no two ETS posts will be
the same6, the school would need to have regard to factors such as: the
expectations and standards attaching to the ETS; the requirements of the
specific post; and the status of the post as an alternative to TLRs or to posts
paid on the leadership or AST scales. The school would need to describe a
clear and transparent rationale for its decision in its published staffing
structure and pay policy.

5.20 In setting the range, we have had regard to the range of salaries and
TLRs shown in Figure 5.1 above. A starting point for the range of £35,000
would still represent a step up from UPS3 in pay band D, even when UPS3
is uprated as we propose in Chapter 3. A top end of £45,000 would allow
schools in bands B to D considerable flexibility to set a competitive spot rate
appropriate to the posts they create. For schools in band A, the range should
extend up to £50,000 for the same reason. A range of this nature would
look less anomalous alongside other career pathways, and would still be
appropriate should the scheme in time move closer to the model set out in
our Fourteenth Report.

5.21 We recommend that:

• the salary for the ETS be a spot salary, as previously
recommended;

• the spot salary be determined by individual schools and services
within an ETS salary range;

• the ETS salary range from September 2006 be £35,000 to
£45,000 in pay bands B to D, and extend additionally to
£50,000 in pay band A;

• the minimum and maximum of the ETS salary range and ETS
spot salaries determined prior to September 2007 be increased
by 2.5% in September 2007.
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Teaching and Learning Responsibility (TLR) payments

Context

5.22 Schools and services can begin paying TLR payments from 1 January
2006. The payments will be introduced as schools complete reviews of their
staffing structures. Schools have discretion over what value of TLR to award
within the ranges prescribed in the STPCD. There are two levels of TLR
payment: TLR 2 (lower range) payments have a minimum value of £2,250 and
a maximum of £5,500, and TLR1 (higher range) payments have a minimum of
£6,500 and maximum of £11,000.

5.23 In May 2005, RIG published guidance for schools and Local Authorities
in England on reviewing staffing structures and introducing TLR payments.
The guidance on TLR payments was in the form of amendments to the STPCD.
It covered unattached teachers, but, because not all the provisions of the
STPCD apply to unattached teachers, noted that Local Authorities could
decide what salaries would apply to this category of teacher.

Representations from consultees

5.24 Most consultees, including RIG, said that the value of TLR payments
should be increased by the same percentage as teachers’ pay scales.

5.25 NUT, ATL and UCAC noted that teachers who currently held
management allowances (MAs) had not had an increase in the value of the
allowances since April 2003, and that this had affected their earnings. It
would take time to introduce the new TLR payments, which would further
extend the freeze on this element of teachers’ pay. ATL proposed that, if the
increase in teachers’ pay scales did not significantly exceed inflation, the
Review Body should recommend additional increases to the TLR minima and
maxima and to the value of individual TLR payments.

5.26 UCAC said that few primary school teachers would have opportunities to
receive TLR payments. It proposed that the value of TLR payments be
increased by a lump sum every two or three years to maintain differentials
between each level of payment. NGC made a similar suggestion.

5.27 NUT raised concerns about the requirements and timetable for schools
to review staffing structures. NUT had reservations about the introduction of
TLR payments. It proposed that teachers should not be required to take on
duties in addition to classroom teaching unless responsibility allowances were
paid and that regulations stipulate a minimum number of posts in schools for
specific responsibilities. If TLR payments were retained, it considered that
they should be increased in line with pay scales.
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5.28 NAHT also expressed concern about the requirements and timetable for
schools to review staffing structures. In NAHT’s view, teachers had not
received adequate information about the change and would perceive the
introduction of TLR payments as a cut in pay. NAHT members were concerned
that schools could face threats of industrial action over the transition to TLR
payments unless greater understanding was achieved. It alleged that some
schools, especially secondary schools, were competing for teachers by
awarding TLR payments to large numbers of staff and assimilating all MAs to
TLR payments.

5.29 NAHT proposed that schools should be able to reward genuine fixed-
term posts with time-limited TLR payments that would cease after the
stipulated time and would not be subject to safeguarding. It also said that
employers should be able to change TLR payments without having to review
their whole staffing structure.

5.30 BATOD said it was very concerned about TLR payments, which could
have significant effects on teachers of the deaf. Its members had expressed
disquiet over how reviews of staffing structures may affect them. BATOD said
that it was crucial that guidance on reviewing staffing structures apply to Local
Education Authority specialist services, delegated and non-delegated unit and
resource base staff and to special schools. It was also concerned about the
affordability of TLR payments.

5.31 ISCG highlighted practical issues about the introduction of TLR
payments. It said that it would be helpful to have guidance on the
applicability of TLR payments to pastoral roles and TLR payments for part-
time staff. It said that the TLR maxima and minima should move in line with
inflation and that governing bodies should have the option of an annual review
of the levels of TLR payments.

Our views and recommendations

5.32 TLR payments have yet to be introduced and we think it best to
minimise changes to the payments in the near future. Our view is therefore
that they should increase in line with the pay award. We are not convinced by
NAHT’s proposal for short-term TLR payments, but we do note that there is
now no obvious scope in the system for schools to pay teachers for short-term
or one-off projects. If evidence emerges that the range of pay tools available to
schools is too limited, we could consider the matter in a future review. At this
stage, however, the priority must be making a success of the transition from
MAs to TLR payments.
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5.33 We recommend:

• an increase of 2.5% from September 2006 and a further
increase of 2.5% from September 2007 in the minimum and
maximum of the two TLR ranges;

• an increase of 2.5% from September 2006 and a further
increase of 2.5% from September 2007 in the value of
individual teachers’ TLR payments.

Special Educational Needs (SEN) allowances and unattached teachers

Context

5.34 At present, there are two levels of SEN allowance: £1,773 and £3,507.
The first (lower) level SEN allowance is paid to teachers in special schools and
to teachers in mainstream schools who wholly or mainly teach pupils with SEN
in designated special classes or who mainly teach hearing or visually impaired
children. Schools can also award SEN allowances to teachers in ordinary
schools whose contribution to the teaching of pupils with SEN is significantly
greater than that which would normally be expected of classroom teachers.
Schools and services have discretion to award the second (higher) level SEN
allowance to teachers eligible for the first level allowance with relevant
experience and/or qualifications.

5.35 In our Thirteenth Report, we noted that the Government’s policy of
moving away from special school provision towards inclusion in mainstream
schools had resulted in a wider spread of children with SEN across classes in
schools7. We expressed concern about evidence from BATOD that some
unattached teachers who worked in both special and mainstream schools were
receiving the first level SEN allowance for some but not all of their work.
We recommended that NEOST consider the pay and conditions of unattached
teachers as part of its review of the management of unattached teachers.
We note that estimates from the 2004 Pay Survey suggest that there are now
over 20,000 unattached teachers in England and Wales8.

5.36 We also considered a proposal from BATOD that teachers attaining
specialist qualifications should automatically receive the second level SEN
allowance. We recommended that the Department draw up guidance, in
consultation with the interested parties, on how the payment of second level
SEN allowances might take account of the enhancement of teaching of SEN
children achieved by teachers attaining specialist qualifications.

5.37 The Department accepted our recommendations. It said that discussion
about second level SEN allowances would start once the future of
management allowances had been settled. In our Fourteenth Report we urged
the Department to start the discussions as soon as possible9.



56

Representations from consultees

5.38 Most of the consultees said that the value of SEN payments should
increase by the same percentage as teachers’ pay scales.

5.39 RIG noted that schools should review SEN allowances as part of their
wider review of staffing structures, so allowances awarded in future should be
better founded.

5.40 NUT said that unattached teachers continued to be disadvantaged
compared to teachers based in schools and did not enjoy the full protection of
the STPCD. It proposed that all interested parties should be included in work
to follow up the investigative work on the position of unattached teachers done
by the NEOST.

5.41 NAHT said that the pay arrangements for teachers working with SEN
pupils needed careful consideration. At present, there was confusion in
schools about the circumstances in which SEN allowances and/or TLR
payments were appropriate. It considered that the guidance in STPCD could
be improved.

5.42 BATOD highlighted the specialist expertise and distinctive aspects of
the work of teachers in specialist services, particularly teachers of the deaf.
Teachers considered the term “unattached teacher” to be derogatory and did
not feel recognised as part of organised teams with specific budgets, staff
development plan and career structure. It proposed that unattached teachers
should have a framework of pay and conditions of employment equitable to
that of other teachers. It welcomed the STRB’s previous recommendations on
unattached teachers, but was extremely disappointed that, in its view, no
positive outcomes had yet emerged.

5.43 BATOD proposed that commensurate with the necessity for well
qualified and motivated teachers to ensure children with sensory difficulties
achieved their potential, unattached teachers should be regarded as part of
organised, cohesive services, not as isolated, “unattached” individuals. It said
that consideration should be given to classing specialist services as virtual
schools and made some specific proposals about funding, standards, staffing
governance and leadership of specialist services that went beyond our
specific remit.

5.44 BATOD said that the first level SEN allowance should be mandatory for
all teachers employed solely to work with pupils with SEN, and that the
second level allowance should be mandatory for all teachers working with
hearing, visually impaired or multi-sensory impaired children and who held
relevant qualifications. Alternatively, consideration could be given to whether
teachers of the deaf who worked in combined teaching, support and advisory
capacities should be paid on the AST scale. BATOD considered that this would
better support the Government’s policy of inclusive education for SEN pupils.
It highlighted the recommendation in Part Two of our Thirteenth Report
(paragraph 6.17): it had not yet been approached by the Department.
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5.45 UCAC said that SEN allowances should be uplifted by a fixed sum every
few years.

5.46 ISCG proposed that SEN allowances be reviewed separately from
general pay increases.

Our views and recommendations

Special Educational Needs (SEN) allowances

5.47 We note that most consultees said that the value of SEN payments
should increase by the same percentage as teachers’ pay scales. We agree
with this.

5.48 Looking at the relevant sections of the STPCD, we also agree there
could be scope for confusion about when SEN payments (particularly the
second level) and when TLR payments would be more appropriate and about
how the transition from SEN to TLR (or vice-versa) should be managed. The
guidance could helpfully be clarified.

5.49 We are disappointed that the Department has not yet engaged with
interested parties to discuss the relationship between second level SEN
allowances and professional qualifications.

5.50 Recent changes in the way pupils with SEN are educated and the
introduction of TLR payments suggest that there may be a need at some point
in the future to review rewards for teachers making contributions to teaching
SEN pupils.

5.51 We recommend:

• an increase of 2.5% from September 2006 and a further
increase of 2.5% from September 2007 in the value of SEN
allowances;

• that the Department draw up guidance, in consultation with all
interested parties, including BATOD, on how the payment of
higher-level SEN allowances might take account of the
enhancement of the teaching of SEN pupils brought about by
specialist qualifications;

Unattached teachers

5.52 We are concerned that the pay and conditions of unattached teachers
have still not been fully investigated. Considerable time has now passed since
we first made recommendations on this subject and there continues to be
evidence, for example from the 2004 Pay Survey, that unattached teachers do
not progress up the pay scale and to senior positions as quickly as other
teachers10.
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5.53 We recommend:

• that the Department investigate the pay and conditions of
unattached teachers (including such teachers in the leadership
group) in comparison with other teachers. The investigation
should be completed in time to inform our next review of
teachers’ pay.

Locally determined pay

Context

5.54 We have been asked to consider whether there is scope for movement
towards more locally-determined pay.

5.55 The STPCD prescribes national pay and conditions for teachers in
England and Wales. Within this framework, there is, however, scope for
significant local discretion over pay policy and practice, for example in
relation to:

• placing new teachers on the main pay scale;

• pay progression in the main and upper pay scales, for Advanced
Skills Teachers and in the leadership group;

• SEN allowances;

• teaching and learning responsibility (TLR) payments;

• recruitment and retention incentives;

• placing teachers on the pay scale when they return to work in the
maintained sector after a break.

5.56 We have examined many of these issues in detail in recent reports. In
Part Two of our Thirteenth Report, we sought views on some potentially
significant changes to the way schools are banded for pay purposes11. From
the comments received (summarised in our Fourteenth Report), it was clear
that there is some nervousness on the part of our consultees about moving
away from geographically based pay spines12. RIG said that any changes to the
present system should:

• help to overcome persistent recruitment and retention
difficulties;

• be affordable within existing funding levels;

• support moves towards greater local flexibility over pay;

• not overcomplicate the pay system;

• not lead to cliff-edges where neighbouring schools in different
LEAs pay teachers differently; and

• not jeopardise the stability achieved over schools budgets.
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5.57 The Education and Skills Select Committee has recently said that
hostility to the use of recruitment and retention incentives in schools appears
to be entrenched. In its view, there is little prospect of their use being
expanded13. It has proposed that the Department, governors, heads and LEAs
should explore alternative ways of rewarding teachers working in challenging
circumstances and of supporting recruitment and retention.

Representations from consultees

5.58 RIG said that it was important to look again at the geographical pay
scales and consider the extent to which further moves in the direction of local
pay might be helpful and appropriate. It noted, however, that there were strong
arguments to suggest that the time was still not right to pursue far-reaching
changes:

• some of the changes in differentials between the four pay bands
would only come into force in September 2005, so their impact
could not yet be evaluated;

• it was important to avoid too much change to the pay system in
a short period. Following reviews of staffing structures, many
schools would be entering a transition period;

• the effect of the rising numbers of new recruits into teaching had
not yet fully fed through into the labour market; and

• trends in the supply and demand for teachers indicated that
employers should be able to fill teaching posts.

5.59 RIG noted that relatively little was known about the dynamics of teacher
recruitment and retention at school level. Evidence of local hot spots was
largely anecdotal: there was no reliable information on their number, location
or common features. More information was also needed about recruitment and
retention in the four pay bands. The Department was improving its data on the
school workforce and some useful information should become available from
2008 onwards.

5.60 RIG said that the best way to support the important changes to the pay
system currently under way was to retain a national framework, but encourage
the local use of existing pay flexibilities. Schools needed a system that allowed
them to respond to local issues like high living costs or shortages in particular
subjects. RIG would like to see schools make more use of existing flexibilities
and planned to monitor their use and impact.
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5.61 The Welsh Assembly Government said that any move away from national
pay covering England and Wales would be undesirable. It was not the right
time to devolve more pay decisions to the local level. This could increase the
potential for unfair differences in teachers’ pay, place new administrative
burdens on employers, reduce transparency, and lead to uncertainty about pay
which could be detrimental to recruitment and retention. It emphasised that
schools were already handling significant changes to the pay system, including
the introduction of TLR payments and the Excellent Teacher Scheme. It
considered that the effectiveness of existing local flexibilities, in particular the
use of recruitment and retention incentives, should be evaluated to inform
consideration of any future change.

5.62 TDA said that there were regional and local differences in schools’
ability to recruit and retain good teachers. It cited AGR data which it said
suggested that regional differences in starting salaries were reducing, but, as
noted in Chapter 3, said that retention of experienced teachers was a
challenge in London. It agreed with the view expressed in our Fourteenth
Report that the effectiveness of the existing four pay bands and the
flexibilities schools already had should be evaluated before considering further
refinements of the system.

5.63 UCAC was not in favour of any move away from national pay
arrangements unless all education matters, including pay, were devolved to the
Welsh Assembly Government.

5.64 NUT said that there was already a high level of local discretion in the
pay system and that this made it hard for teachers to establish a career and
pay path with confidence. It said that the more local discretion employers had
over pay, the more scope there would be for discrimination. It had previously
submitted extensive analysis on local pay to the STRB, and remained opposed
to any move away from national pay arrangements. NUT indicated that
discretionary decisions on pay were often influenced by budgetary constraints,
a point echoed by NAHT and BATOD.

5.65 NAHT was opposed to any move to introduce new elements to the pay
system, including moves towards local pay, until the transition from
management allowances to TLR payments had been completed.

5.66 NASG said that local pay variation would create more problems that it
solved. It would be confusing and could lead to boundary problems. NASG
said that direct action to help teachers become home-owners might be a more
fruitful way to address recruitment and retention difficulties. NGC noted that
local pay was a controversial matter, even amongst its own membership: some
believed that schools should have absolute freedom to negotiate pay against
the local labour market; others said that local pay determination could skew
the market further against schools already struggling, given the significant
local variations in schools’ ability to attract staff. ISCG was opposed to locally-
determined pay in principle, apart from London weighting.
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Our views

5.67 Our views were clearly expressed in our Fourteenth Report, and we note
that there is still no appetite for major change. We assume that in due course
the Department will evaluate the effectiveness of the present four pay bands
and existing pay flexibilities and ask us to consider change as necessary.

5.68 Despite the limited nature of the evidence, it is clear that there
continue to be hotspot schools with persistent localised problems of
recruitment and retention; though, as RIG has noted, we have little solid
evidence on their location and the precise nature of their difficulties. It is
likely that these difficulties reflect a complex mix of factors, some of which
may be shared with challenging schools (see paragraph 6.39). We welcome the
Department’s work to enhance its data on the school workforce and look
forward to seeing the additional information that results.

5.69 The most pressing matter in relation to local pay is helping schools that
face the most acute problems of recruitment and retention, including
challenging schools. The pay system already contains a range of flexibilities
that allow schools and services to implement recruitment and retention
strategies appropriate to their local circumstances. We are concerned about
continuing anecdotal evidence, as noted by the Education and Skills Select
Committee, that schools and services are not using these tools. As we note
elsewhere (see paragraphs 6.2 to 6.4 and Chapter 9), we nonetheless believe
that local discretion is the right solution and that the wider process of change
and training and support for school leaders will encourage its use on a
significantly greater scale.

5.70 In the light of these considerations, we do not recommend any change
at present. We will, however, continue to urge the use of local discretion as the
principal response to a range of pay matters.

Other matters raised by consultees

Equal opportunities

5.71 The written submission from NUT included a substantial section on
equal opportunities. NUT highlighted the pay gap between male and female
teachers and the under-representation of women, people with disabilities and
ethnic minorities in the leadership group. NUT made some specific proposals,
including that:

• the STRB be asked to provide equality impact assessments for
all our recommendations on pay;

• the Department conduct an equality impact assessment of the
allocation of TLR payments;
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• the STPCD specify what pay progression arrangements should
apply following career breaks; and

• existing local discretions to award points on the pay scale in
recognition of experience outside the maintained schools sector
be replaced by mandatory arrangements in the STPCD.

5.72 NUT also highlighted the principles for pay equality agreed at the
Public Services Forum, which included the stipulation that regular equal pay
audits should be carried out and followed up14.

5.73 We accept it as a fundamental element of our work that we must have
appropriate regard to equal pay and wider equality matters. A requirement on
us to undertake equality impact assessments of all our recommendations
would, however, go substantially beyond our remit. Nor do we regard ourselves
as the appropriate body to undertake equal pay audits: in law these are the
responsibility of the employer. The Department also has an important national
oversight role in this area.


