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Introduction  

 
1. The Association of School and College Leaders (ASCL) represents over 23,000 

education system leaders, heads, principals, deputies, vice-principals, assistant 
heads, business managers and other senior staff of state-funded and independent 
schools and colleges throughout the UK. ASCL members are responsible for the 
education of more than four million young people in more than 90% of the 
secondary and tertiary phases, and in an increasing proportion of the primary 
phase. This places the association in a strong position to consider this issue from 
the viewpoint of the leaders of schools and colleges of all types. 
 

2. ASCL welcomes the opportunity to make a written response to the School 
Teachers’ Review Body (STRB) following the letter from the Secretary of State 
dated 15 November 2022.  
 
STRB 32nd Report 

 
3. We were pleased to see that the Review Body felt it was necessary and 

appropriate to exceed the government’s pay proposals for experienced teachers 

and school leaders, but as we highlighted in our response to the consultation on 

the Report and ministerial response, this did not go far enough. 

4. This has become even more evident in the unprecedented response from ASCL 

members in relation to their views on industrial action. We have included more 

detail on this later in our submission. 

5. We have already voiced our concerns over the fact that even after setting a remit 

for multi-year award, the Secretary of State then chose to ignore the 

recommendations made by the Review Body and has issued another remit to 

cover the pay award for 2023/24. 

6. The Review Body and all other consultees carried out a significant amount of work 

in compiling their evidence for this element of the remit, only to have it 

disregarded and be required to repeat the exact same process this year. 

7. The result of this is that there is a narrower remit than there would have been if a 

multi-year award had been accepted.  

8. This also meant that the Department failed to lock in the government’s manifesto 

commitment to the £30,000 starting salaries. 

9. However, it is our firm view that the award would have needed to be reviewed as 

the amount recommended for experienced teachers and school leaders yet again 

falls way below the forecasts for inflation for 2023. 

10. We do not believe that the triggers for the review mechanism suggested by the 

STRB in its 32nd report would have been appropriate and would not have 

supported them if the recommendation had been accepted by the Secretary of 

State. 

11. We will cover the pay award in more detail later in our submission. 
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Timeliness of the process and report 
 

12. ASCL has, along with other consultees and indeed the Review Body itself, raised 

concerns for several years now around the delays to the process and the late 

publication of the report. 

13. Yet again we must reiterate how imperative it is that the report and the response 

to it are published in a much timelier manner.   

14. We were aware from discussions with DfE officials, that there was an intention for 

the process to be expediated for this year, and even more so in future years. 

15. This was very welcome news and indeed it was encouraging to see that the remit 

was published earlier this year than in recent years. 

16. However, we again found ourselves in the familiar yet frustrating situation of being 

informed that the Department was unable to meet the deadline of 27 January.  

What was even more frustrating was that we received this information less than 

24 hours before the deadline. 

17. We now have an updated timeline which has a deadline for initial evidence which 

is almost eight weeks after the original one. 

18. We are aware that the delay causing the Department to miss the deadline again 

was due to the inability to obtain cross government agreement with HM Treasury 

on an affordable award.  

19. This does highlight and reinforce the view of ASCL and other consultees, that 

affordability should not form part of the remit or the considerations of the Review 

Body. 

20. And nevertheless, the potential impact of this delay is that report and ministerial 

response will be published very late in the summer term again – leaving school 

leaders with the impossible task of having to make last minute budget updates, 

and teachers and leaders not knowing what their salary will be in September. 

21. It has also been clear that the driving force behind the later publication of the 

report and Education Secretary’s response to it is HM Treasury’s preference to 

align the work of the public sector pay review bodies.  

22. We hope to see an end to this practice and to see the STRB’s reports published at 

a time that is meaningful for the sector, to allow budgets to be set and approved 

incorporating known pay awards.  

23. We cannot see a repeat of the situation that school leaders found themselves in 

this year, where many had based their budgets on the Department’s proposals 

which were lower than the STRB recommendations and the actual pay awards. 

24. The Secretary of State must drive forward the necessary changes to the process 

and timeline to ensure that the sector is no longer at a disadvantage. 
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Matters for recommendation 

A. The recommended adjustments to salary and allowance ranges for 

classroom teachers, unqualified teachers and school leaders in 

2023/24, taking account of the aim of promoting recruitment and 

retention, the Government’s commitment to uplift starting salaries to 

£30,000, and the cost pressures on schools. The STRB welcomes the 

sharing of evidence, data and views that consultees think appropriate 

to the STRB’s 2023/24 report in this area. 

 

Pay Award 

25. ASCL believes that there are a number of factors that the STRB should consider 
when considering its recommendation for the 2023/24 school teachers’ and 
leaders’ pay award: 
 

i. The real terms pay gap that has emerged and widened since 2010 
together with current high levels of inflation; 
 

ii. The need to reward high levels of commitment and professionalism 
across the school sector in England; 

 
iii. Existing recruitment and retention pressures; 

 
iv. ASCL evidence that dissatisfaction with pay is a major factor in the 

intention of many school leaders to leave the profession and/or to 
consider industrial action; 

 
v. Rising pay in labour market competitors. 

 
 
26. We will explain our rationale behind these throughout this section. 
 
Real terms impact on leadership pay 

 
27. Based on Q3 RPI, school leaders would need an immediate 33% uplift to their 

pay to maintain the real value of pay at August 2010 levels. This is before 
inflation for 2023 is taken into account. The Office for Budget Responsibility 
(OBR) predicts RPI to be 10.47% in Q3 2023.1 
 

28. The following charts establish the erosion of the value of school leaders’ pay 
based on RPI and CPI. School leaders’ real pay has fallen significantly since 
2010: 

 
Chart 1 – L17 Leadership pay in August 2010 indexed to RPI contrasted with 
actual pay2 

 
1 See annex one for calculations and sources. 
2 Ibid 
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Chart 2 – L17 leadership pay in August 2010 indexed to CPI contrasted with 
actual pay3  
 

 

 
3 See annex one for calculations and sources. 
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29. Chart 1 shows that from September 2010 a gap between actual pay and real pay 
started to emerge with a pay increase of 2.3% whilst RPI was 4.7%. Two years of 
absolute pay restraint followed and in subsequent years every pay increase bar 
two has failed to match RPI and even then, the increases were 2.75% compared 
to RPI of 2.61% in 2019 and 2.75% compared to 1.1% in 2020. It should be 
remembered that such generosity was immediately reversed in 2021 with a pay 
freeze whilst RPI stood at 4.5%. The chart uses the OBR’s forecast for Q3 2023 
RPI shown by the dotted line. 
 

30. A similar picture emerges in Chart 2 when carrying out the same analysis but 
using CPI as the measure of inflation. The 2.3% increase in 2010 was at a time 
when CPI was running at 3.1% and the pay award only exceeded CPI in 4 out of 
12 subsequent years. The chart uses the OBR’s forecast for Q3 2023 CPI shown 
by the dotted line. 
 

31. RPI remains the most valid measure of inflation for pay, and, as the STRB will be 
aware, RPI is currently used for annual uplifts to a number of items including a 
number of pension schemes, private sector rents, commercial contracts, etc.  
 

32. For school leaders’ pay to have the same purchasing power as August 2010 
based on RPI, a pay increase of 47.1% is required. 
 

33. In terms of CPI, a pay increase of 25.1% is required to bring back school leaders’ 
pay to have the same purchasing power as August 2010. 
 

34. The Institute for Fiscal Studies (IFS) reported in January 20234 on changes to 
teacher pay. The IFS has used CPI(H) as the measure of inflation and reported 
the following in terms of the main and upper pay ranges for school teachers: 

 

Pay scale point 2010 Base Salary 
(2022 prices) 

2022 Base Salary 
(2022 prices) 

Real-terms pay 
change since 2010 

M1 £29,575 £28,000 -5.3% 

M2 £31,913 £29,800 -6.6% 

M3 £34,479 £31,750 -7.9% 

M4 £37,132 £33,850 -8.8% 

M5 £40,058 £35,989 -10.2% 

M6 £43,225 £38,810 -10.2% 

U1 £46,827 £40,625 -13.2% 

U2 £48,561 £42,131 -13.2% 

U3 £50,355 £43,685 -13.2% 

 
35. The IFS analysis does not take into account inflation for 2022/23, which needs to 

be factored into any consideration for the 2023/24 pay award. It also shows the 
gap between equivalent 2010 real pay and current pay; the increase needed to 
bring current pay up to 2010 levels is, of course, higher than the percentages in 
the fourth column of the above table. For example, an increase of 15.3% is 
needed to bring the upper pay ranges to their 2010 real equivalent. 
 

 
4 What has happened to teacher pay in England? IFS 

https://ifs.org.uk/articles/what-has-happened-teacher-pay-england
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36. To extend the IFS analysis further to 2023/24, using the OBR prediction of CPI 
for Q3 in 2023 (the OBR doesn’t produce a CPI(H) prediction)5, the U3 2010 
base salary is set to increase to £53,809. This would mean a 23.2% increase is 
necessary in September 2023 to return to 2010 levels of pay. 
 

37.  The IFS reports that school leaders’ pay scales have ‘followed an extremely 
similar course to the upper pay scale’.6 Whilst this is broadly true, the effect of a 
previous differentiated pay award means that school leaders are half a 
percentage point worse off than teachers on the upper pay scale. ASCL has 
extended the data in the IFS table above for a selection of leadership spine 
points: 
 

Pay scale point 2010 Base Salary 
(2022 prices) 

2022 Base Salary 
(2022 prices) 

Real-terms pay 
change since 2010 

L13 £68,992 £59,558 13.7% 

L17 £76,108 £65,699 13.7% 

L23 £88,183 £76,122 13.7% 

L34 £115,452 £99,660 13.7% 

L40 £133,699 £115,410 13.7% 

 
38. Taking L17 as an example, 2010 base salary will rise to £81,329 in September 

2023 if using the same calculation as for the UPR3 above to factor in the OBR 
prediction for CPI in Q3 2023. This would mean a 23.8% increase is necessary in 
September 2023 to return to 2010 levels of pay. 
 

39. The above analysis shows how far behind school leaders’ pay has fallen since 
2010. The pay award necessary to right this wrong differs according to whichever 
method of calculating inflation is used as follows: 
 

i. RPI – 47.1% 
ii. CPI – 25.1% 
iii. CPI(H) – 23.8% 

 
40. Such is the scale of the decline in real term pay for teachers and leaders that the 

issue of which measure of inflation should be used becomes one of semantics. 
What is not in dispute, however, is that the decline in pay has placed schools in 
England at crisis point. 
 
Inflation 
 

41. For 2023, inflation remains a considerable factor in the determination of wages 
across the UK and cannot be ignored. The OBR predicts that CPI will be 6.86% 
in Q3 2022 and that RPI will be 10.47%.7 School teachers and leaders need a 
pay award that not only redresses their loss of real pay since 2010 but also to 
protect them from the still high level of inflation. 
 

42. The OBR breakdown of the parts of the economy that are contributing to inflation 
states that education contributes only 3% of total inflation across the UK, which it 

 
5 See annex one for calculations and sources. 
6 Ibid 
7 The economy forecast (RPIX), OBR 

https://ifs.org.uk/articles/what-has-happened-teacher-pay-england
https://obr.uk/forecasts-in-depth/the-economy-forecast/inflation/%23rpix
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puts down to increases in university tuition fees (which themselves are index 
linked).8 In other words, previous increases to school workforce salaries have not 
contributed to levels of inflation in the UK. It can be no surprise that there is zero 
contribution to inflation caused by wage increases in a part of the economy that 
levels no fees for the service it provides. 
 

43. In her letter to the STRB to establish the remit for 2023/4, the Secretary of State 
states9: 
 
‘Pay awards must strike a careful balance, recognising the vital importance of 
teachers and other public sector workers, whilst delivering value for the taxpayer, 
considering private sector pay levels, not increasing the country’s debt further, 
and being careful not to drive prices even higher in the future. In the current 
economic context, it is particularly important that you have regard to the 
Government’s inflation target when forming recommendations.’  
 

44. The OBR evidence about the sectors which contribute to inflation is clear that 
there is no direct inflationary consequence of pay awards for school teachers and 
leaders.  
 
HM Treasury Economic Evidence to Pay Review Bodies - Inflation 

 
45. In its general economic evidence to pay review bodies10 the Treasury is 

somewhat cautious about the impact of public sector pay increases impacting on 
private sector pay growth (para 3.10) and provides a paucity of evidence. It refers 
to ‘uncertainty around the magnitude of any wage-price spillovers in the public 
sector’ and ‘the possibility of short-run spillovers from public sector pay growth to 
the private sector.’  
 

46. The evidence offered by the Treasury consists of a NIESR report, an international 
study that looks at US, Japan and Advanced Economies whole economy wage 
price inflation, and a summary from the Monetary Policy Committee. 
 

47. The NIESR report ‘The Dynamics of Public and private Sector Wages, Pay 
Settlements and Employment’11 is itself extremely cautious about attributing a link 
between public sector pay increases spilling over into the public sector. The 
report states that any such spillovers will be in the short run whilst overall: 

‘We find that in the long run, wages in the public and the private sector form a 
persistent relationship. Over time, public sector wages adjust to wages set in the 
private sector to maintain this relationship. 
 
‘An analysis of cross-sectoral employment flows suggests that wage growth can 
act as one possible pull factor to attract labour inflows from other sectors. This 
appears to be particularly true for the public sector where worker inflows from 
other sectors increase significantly in wage settlements.’12  

 
8  Ibid 
9  Secretary of State for Education's letter to STRB  
10 HMT Economic Evidence to Pay Review Bodies, January 2023 
11 The dynamics of public and private sector wages, pay settlements and employment 
12 Ibid, page 3 

https://obr.uk/forecasts-in-depth/the-economy-forecast/inflation/#rpix
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1118009/Secretary_of_State_for_Education_s_letter_to_School_Teachers__Review_Body.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1127720/Economic_Evidence_January_2023_-_final_version_PUBLISHED.pdf
https://www.niesr.ac.uk/wp-content/uploads/2021/10/The-dynamics-of-public-and-private-sector-wages-pay-settlements-and-employment-Full-Report-4.pdf
https://www.niesr.ac.uk/wp-content/uploads/2021/10/The-dynamics-of-public-and-private-sector-wages-pay-settlements-and-employment-Full-Report-4.pdf
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48. The NIESR report also refers to the current public-private sector pay gap: 
 

 
 

49. The public-private sector pay gap identified by NIESR is important for at least two 
reasons. Firstly, it demonstrates the need for public sector pay to increase in 
order to restore equilibrium to the labour market. Secondly, it highlights that 
significant increases in the public sector cannot pull up private sector wages 
whilst they remain as low as they are. It should also be noted that the downward 
trend of the graph above has continued since 2019 and widened the gap further. 
 

50. NIESR states13: 

‘Given the duration and magnitude of the current public-private sector wage gap 
there is a risk, however, that skill shortages in certain areas of the public sector, 
like the National Health Services, intensify as high-skilled workers, like senior 
health administrators, seek employment in higher paid private sector jobs. Our 
results suggest that pay differentials can play an important role for cross- sectoral 
employment flows when the destination sector is the public sector.’  

51. We draw the following conclusions from the NIESR report: 
 

i. There is a public-private sector pay gap that eventually labour market 
pressures will close – any pay review body that fails to act will see an 
inevitable exodus of staff – and it is often the most able who leave. 
 

ii. This gap is, therefore, part of the reason why there is a recruitment and 
retention crisis in schools. 
 

 
13 Ibid, page 47 

https://www.niesr.ac.uk/wp-content/uploads/2021/10/The-dynamics-of-public-and-private-sector-wages-pay-settlements-and-employment-Full-Report-4.pdf
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iii. Increasing pay in schools will close the gap and act as a positive force for 
recruitment and retention. 
 

iv. With such a significant public-private sector wage gap, any inflationary 
effects of significant public sector wage growth, if they happen at all, will 
be short term. 
 

52. The international study referred to by the Treasury asks the question ‘Are major 
advanced economies on the verge of a wage-price spiral’. As part of its key 
findings it concludes:14 

‘Wage growth has picked up significantly in the United States, but remains 
moderate in most other advanced economies, despite tentative signs of a 
renewed sensitivity of wages to inflation in some segments of the labour market 
and a pickup in inflation expectations.’  

53. In other words, in terms of countries other than the US, the answer to the 
question posed by the report is ‘no’ – advanced countries aren’t on the verge of 
wage-price spiral. 
 

54. The report also analyses the extent to which public sector pay increases can 
spillover into the private sector and produce the following graph to explain their 
findings15: 
 

 
 

 
14 BIS Bulletin, (page 3) 
15 Ibid (page 6) 

file:///C:/Users/juliah/AppData/Local/Microsoft/Windows/INetCache/Content.Outlook/3HZU93C3/Page%203,%20https:/www.bis.org/publ/bisbull53.pdf
https://www.bis.org/publ/bisbull53.pdf
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55. This is one of the few parts of the report that specifically analyses data from 
Great Britain and it can be seen that Great Britain sits below the norm for the 
cumulated effect of public sector wages spilling over to the private sector – and 
that the norm indicates that public sector wages do not have spillovers. 
 

56. Finally, the Treasury reference the Monetary Policy Committee (MPC) and their 
continued concerns about inflation.16 In paragraphs 32-34 the evidence 
discussed by the Committee included: 
 

i. Weaker demand for labour 
ii. Private sector pay growth significantly higher than the public sector (6.7% 

vs 2.7%) 
iii. The expectation that wage growth would decline later in 2023 

 
57. Whilst there is no doubting that concerns about inflation are real and justified, the 

MPC do not seem to be placing much emphasis on wages being a driving force 
behind inflation. 
 

58. This is reiterated in the minutes of the February 2023 meeting of the MPC17, 
which state ‘Within the survey, there were tentative indications of pay pressures 
moderating over the year, with expected pay settlements a little lower in the 
second half of the year than in the first half. The measure of pay for new 
permanent hires in the KPMG/REC survey, which was a leading indicator for 
private sector pay growth three to four quarters ahead, suggested a more 
pronounced slowing in pay growth later in the year.’ 
 

59. ASCL’s conclusion of the analysis put forward by the Treasury in terms of public 
sector wage growth spilling over into the private sector is that the evidence points 
the other way. There is room for significant increases in the public sector that 
cannot possibly be inflationary.  
 

60. Furthermore, a return to equilibrium between public and private sector is 
inevitable and to delay it will only serve to prolong the current crisis in recruitment 
and retention, with inevitable consequences for schools and young people’s 
education. 
 

HM Treasury Economic Evidence to Pay Review Bodies – other issues 
 
61. ASCL would like to draw the STRB’s attention to a number of aspects of the 

Treasury’s evidence to pay review bodies18 that warrant comment or challenge. 
 

62. Para 1.1 refers to the Spending Review 2021 (SR21) setting out to ‘ensure 
fairness and the sustainability of the public finances, public sector earnings 
growth across this period should retain broad parity with the private sector’. 
Whilst parity may have been the aim of SR21 the reality for the public sector has 
been somewhat different. The latest figures from the Office for National Statistics 
(ONS) for wage growth September-November 2022 shows regular private sector 
pay rising at a rate of 7.2% against 3.3% in the public sector.19 This follows the 

 
16 Monetary Policy Summary and Minutes, 2022 
17 Monetary Policy Summary and Minutes, 2023 (para 31) 
18 Ibid 
19 Average weekly earnings in Great Britain: January 2023 

https://www.bankofengland.co.uk/-/media/boe/files/monetary-policy-summary-and-minutes/2022/monetary-policy-summary-and-minutes-december-2022.pdf
https://www.bankofengland.co.uk/monetary-policy-summary-and-minutes/2023/february-2023
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1127720/Economic_Evidence_January_2023_-_final_version_PUBLISHED.pdf
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/bulletins/averageweeklyearningsingreatbritain/january2023
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recent trend of higher wage growth in the private which has seen public sector 
pay now at a lower average (mean) than the private sector. 
 

63. The following chart using data from the ONS EARN01 series shows average 
weekly earnings in the public and private sectors and the clear failure of SR21 to 
achieve parity between the sectors: 
 

 
 

64. Along with the other teaching trade unions, ASCL disputes the remit given to the 
STRB by the Secretary of State. We believe that the remit of the STRB should be 
to determine the appropriate pay increase for school teachers and leaders in 
terms of what is needed by the teaching profession. Affordability and inflationary 
consequences are matters for the government and should not, in our opinion, be 
matters for consideration by the STRB. The Treasury evidence to pay review 
bodies seeks to extend the remit by introducing the need to support ‘the 
government’s macroeconomic framework’20.  
 

65. It is entirely inappropriate for public sector workers, including school teachers and 
leaders, to be used as a macro economic tool. Seeking to restrain public sector 
pay whilst private sector pay carries on increasing, with no check by government, 
is not only unfair but will lead to wider damage to public services as the pay gap 
widens further still. 
 

66. Chapter 3 of the Treasury’s evidence to pay review bodies, titled Labour Market 
Context, makes a number of refences to the difference between public and 
private sector pay. The Treasury focuses on median pay and median pay awards 
which suggest that private sector earning lag behind the public sector. However, 
from the analysis we have provided elsewhere in this submission, it is clear that 
public sector pay lags behind the private sector when the mean is used.  
 

 
20 Ibid (para 1.3) 

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1127720/Economic_Evidence_January_2023_-_final_version_PUBLISHED.pdf
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67. The chart referred to in paragraph 43 above clearly shows a significant gap in 
pay (to the detriment of public sector workers) when comparing like roles and the 
chart in paragraph 57 above shows the gap in mean average earnings. 
 

68. We respectfully ask that the STRB considers all of the evidence related to 
average earnings in the public and private sectors rather than the rather selective 
evidence referred to by the Treasury. 
 

69. Chapter 4 of the Treasury evidence refers to wider macro economic issues 
related to public sector pay. We will leave it to the following quote from Will 
Hutton to address the wider issues raised21: 
 
‘The government dissimulates to the point of lying over the affordability of offering 
wages to public sector workers at least in line with core inflation of 6.3%. To deny 
it is fiscal sleight of hand. In a period of inflation, tax revenues automatically rise. 
Public expenditure will rise by inflation too, including on wages. The arguments 
that offering to lift the wages of the fifth of the workforce in the public sector to 
compensate for core inflation risks igniting a wage price spiral and is unaffordable 
are spurious. There is the cash – and the pay of that fifth of the workforce, none 
of whose output is sold in the marketplace, cannot trigger a wage price spiral.’ 
 

£30,000 starting salary 

70. We have made our position on this clear in previous submissions. Whilst we are 

supportive of the government’s commitment to raising starting salaries for 

teachers to £30,000, this must be accompanied by equivalent increases across 

all pay ranges.  

71. Differentiated pay awards have caused the differentials between pay ranges to 

become significantly diminished over time, and this has been a contributory factor 

to the reluctance of teachers in progressing into senior roles22. 

72. We still believe that moving to a flatter pay structure will exacerbate rather than 

improve this situation, as the evidence is already starting to show. We will give 

examples of this throughout our submission. 

73. Salaries need to be significantly increased across all pay ranges. Increases to 

starting salaries cannot continue to be made at the expense of experienced 

teachers and school leaders.  

74. Additionally, we have raised concerns about the competitiveness of £30,000 as a 

starting salary in comparison with other graduate professions due to the passage 

of time until the increase is implemented.   

75. We initially raised these concerns in our evidence to the 30th remit and have 

continued to do so as the situation has worsened year on year since then.  

 
21 This attempt to cut the pay of public servants offends a basic British sense of fairness, Will Hutton (The Guardian) 
22 STRB 29th Report, pg xi 

https://www.theguardian.com/commentisfree/2023/jan/22/this-attempt-to-cut-the-pay-of-public-servants-offends-a-basic-british-sense-of-fairness
https://www.gov.uk/government/publications/school-teachers-review-body-29th-report-2019
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76. According to the Institute of Student Employers (ISE)23, the typical median salary 

reported for a graduate for 2021/2022 was £30,921, slightly increased from 

£30,500 in the previous year. 

77. High Fliers were expecting median graduate starting salaries to increase to 

£32,000 in 202224.   

78. Yet starting salaries for teachers are not anticipated to reach £30,000 until 

September 2023, clearly demonstrating that they will remain uncompetitive.  

79. This is also demonstrated by the disastrous ITT recruitment figures for 2022, who 

would be the first cohort to receive the £30,000 starting salary. 

80. A report from Adzuna in June 202225 concluded with this: ‘Overall, this year’s 

graduates are in a pretty good position, with graduate positions on the rise as 

well as their salaries.’ 

Recruitment and Retention 

81. The crisis in recruitment and retention difficulties for school teachers is well 
documented and is neatly summarised in the National Foundation for Educational 
Research (NFER) report in November 2022 titled ‘Teacher Supply and 
Shortages’26. NFER’s key findings were:27 
 

iv. Many schools report facing recruitment challenges, particularly secondary 
schools, where recruitment of trainees to teacher training programmes has 
been below the target numbers required for many years. 

v. The subjects that did not meet their ITT recruitment targets were reported 
by school leaders as being more difficult to recruit for. The worsening post-
pandemic teacher recruitment and retention situation suggests that 
secondary schools are likely to struggle with filling vacancies in the coming 
years unless urgent action is taken. 

vi. Among three key shortage subjects we explored, many schools reported 
non-specialists teaching maths, physics and modern foreign languages 
(MFL). Deploying non-specialist teachers was far more prevalent in 
schools that reported finding teacher recruitment the most difficult, and 
may have negative implications for the quality of the pupils’ learning. 

vii. Schools that reported finding teacher recruitment the most difficult were 
also considerably more likely than other schools to have school leaders 
doing more teaching than usual. This may reduce the school’s leadership 
capacity and, in turn, limit the schools’ ability to function well operationally 
and make improvements to teaching. 
 

82. ASCL’s survey of members in June 202228 pointed to widespread and significant 
difficulties in terms of teacher recruitment and retention. The survey’s findings 
include: 
 

 
23 5 biggest trends in student recruitment in 2022, ISE 
24 The Graduate Market in 2022, (High Fliers, February 2022) 
25 2022 graduates face higher salaries and more opportunities, Adzuna, June 2022 
26 Teacher supply and shortages, NFER 
27 Teacher supply and shortages: the implications of teacher supply challenges for schools and pupils, NFER 
28 ASCL survey on teacher shortages 

https://insights.ise.org.uk/policy/blog-5-biggest-trends-in-student-recruitment-in-2022/
https://www.highfliers.co.uk/download/2022/graduate_market/GM22-report.pdf
https://www.adzuna.co.uk/blog/2022-graduates-face-higher-salaries-and-more-opportunities/
https://www.nfer.ac.uk/media/5143/teacher_supply_and_shortages.pdf
https://www.nfer.ac.uk/teacher-supply-and-shortages-the-implications-of-teacher-supply-challenges-for-schools-and-pupils/?utm_source=twitter&utm_medium=social&utm_campaign=ntlm_ts&utm_id=ntlm_ts
https://www.ascl.org.uk/Resources/ASCL-survey-on-teacher-shortages
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i. 94.6% of respondents (all of whom were either a headteacher or principal) 
stated that they had experienced difficulty in recruiting teachers. 
 

ii. 63.6% of respondents stated that they were experiencing difficulty with 
teacher retention. 
 

83. The recruitment and retention crisis extends to school leaders as demonstrated in 
ASCL’s survey of members following the announcement of the STRB’s 2022 
recommendations.  
 

i. ASCL surveyed its members in scope of the STRB recommendations 
over the last week of August and the beginning of September. In total 
13,693 members were invited to complete the survey with 2,203 
responses. This is a response rate of 16% and is notably higher than 
pay surveys carried out previously.  
  

ii. The survey data contains compelling evidence that there is widespread 
dissatisfaction with the remuneration of school teachers and leaders 
and that pay is a significant issue with regard to recruitment and 
retention.  
  

iii. When asked ‘does your salary have any bearing on your intentions to 
stay in or leave the teaching profession?’ 59.1% of respondents 
answered that their salary has an impact on them remaining in the 
profession.  
  

iv. Of those respondents (1,302 in total), a significant majority indicated 
that their decision to leave the profession would be altered if pay was 
to increase in real terms in the future. Table 1 below contains the data 
from the survey.  

  
Table 1 – responses of school leaders who indicated that pay is a factor on their 
intentions to stay in or leave the profession.  
  

Please indicate your intentions in the circumstances below (answer the 
scenario/ scenarios that most apply):  

  
Leave in 
the next 

year  

Leave in 2-
3 years 

time  

Leave in 4-
5 years 

time  

Stay in the 
profession  

Response 
Total  

1  
Pay continues to 
decline in real 
terms  

162  599  409  131  1301  

2  
Pay remains 
broadly the same  

96  320  510  352  1278  

3  
Pay improves in 
real terms  

21  78  149  1034  1282  

  
v. Table 1 indicates that only 10% of respondents would stay in the 

profession beyond 5 years if pay continues to decline in real terms. 
This figure jumps to 80% of respondents stating that they would stay in 
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the profession beyond 5 years if pay was to improve in real terms.   
  

vi. The potential destinations of those who intend to leave are shown in 
Table 2 below. This shows that at least two thirds (67.7%) are destined 
for either a role outside of education or early retirement.  

  
Table 2 – potential destinations of school leaders who indicated that pay is a factor 
on their intentions to stay in or leave the profession  
  

If you do leave, what will your next role be? (choose one only)  

  
Response 
Percent  

Response Total  

1  
Another role within education (not 
teaching or leadership)  

25.1%  327  

2  Another role outside education  47.8%  624  

3  Normal retirement  2.3%  30  

4  Early retirement  19.9%  260  

5  Other (please specify):  4.9%  64  

answered  1305  

  
vii.  ASCL members also hold a dim view of the ability of pay rates for the 

profession to attract, retain and develop talent. Table 4 shows the 
responses.  

  
Table 4 – How pay impacts on recruitment and retention  
  

Please answer this question from the perspective of how pay affects the 
teaching profession.  How effective do you think the salaries proposed 
for school teachers and leaders in the 2022 pay award will be in terms 
of?  

  
Very 

ineffective
  

Ineffective
  

Neutral  Effective  
Very 

Effective  
Response 

Total  

1
  

Attracting the best 
graduates to the 
profession  

379  1005  554  246  19  2203  

2
  
Teachers remaining 
in the profession  

471  1149  444  118  21  2203  

3
  

Teachers aspiring to 
become school 
leaders  

442  954  666  121  20  2203  

4
  
Leaders remaining in 
the profession  

422  1070  606  86  19  2203  

answered  2203  

  
viii. Table 4 shows that only 12% of respondents believe that salaries are 

effective in attracting the best graduates to the profession; just over 6% 
believe that salaries will encourage teachers to stay in the profession; a 
similar proportion believe that salaries encourage teachers to become 
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leaders; and less than 5% of respondents believe that salaries will 
encourage school leaders to remain in the profession.  
  

ix. In conclusion, the ASCL survey of members affected by the STRB pay 
recommendations provides clear and compelling evidence that current 
and planned levels of remuneration is having, and will continue to 
have, a significant detrimental impact on the recruitment and retention 
of school teachers and leaders.  
 

84. ASCL twice surveyed members in 2022 on their views of industrial action. It 
should be noted that this was the first time in nearly 150 years that ASCL has 
considered it necessary to ask such questions of its members. In September 
2022, 77% out of 2,203 respondents in England indicated that they would be 
willing to take some form industrial action. 
 

85. In a more formal ‘consultative ballot’ in December 2022, 69% of over 7,800 
respondents stated that ASCL should hold a formal ballot for strike action and 
74% that a ballot for action short of strike action should be held. 
 

86. It gives us no pleasure to report that school leaders now feel that industrial action 

is part of the landscape of determining their pay. It shows the depth and strength 

of feeling that pay setting for school leaders isn’t working. 

Recruitment 

Initial Teacher Training (ITT) 

87. The desperate situation in ITT recruitment worsened further still in 2022/23.  

88. It is our view that the current initiatives are insufficient and need to be improved. 

A strategic and coherent approach is needed to ensure that teaching is an 

attractive career.  

89. Something else needs to happen – more of the same will not bring about 

improvement. We detail a number of measures throughout our submission which 

we believe will improve the situation. 

90. The ITT Census29 for 2022/23 shows just how dire the recruitment crisis really is. 

Just 71% of the overall target for 2022/23 was met, but this still masks the 

situation within secondary applications where just 59% of the target was met. 

91. This is down from 79% in 2021/22 and way down on the pre-pandemic figures 

which averaged around 82%.  

92. Whilst the situation in primary fared better at 93%, this is the lowest percentage 

against target recruited in the last eight years. Furthermore, in five out of the last 

eight years the target has been comfortably exceeded. 

 
29 ITT Census 2022/23 

https://explore-education-statistics.service.gov.uk/find-statistics/initial-teacher-training-census/2022-23#releaseHeadlines-summary
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93. The graph below shows the percentage achieved by each subject using data 

taken from the ITT Census 2022/2330. 

 

 

 

94. Just two subjects achieved 100% of the target, and in fact exceeded their 

respective targets considerably. History recruited 133% and Physical Education 

143%. 

95. Physics continues to plummet, recruiting just 17% against target, down from 22% 

in 2021/22. This poor performance is closely followed by Design and Technology 

at just 25%, a slight improvement from 22% in 2021/22, but still dire.  

96. Modern Foreign Languages has fallen dramatically, with just 36% against target, 

down from 71% in 2021/22 and 72% in 2020/21. This is no doubt impacted by the 

huge reductions year on year in entrants from overseas (see next section). 

97. We highlighted concerns last year31 around the Department’s decision to reduce 

or remove some bursaries due to the spike in applications during the pandemic. 

98. The table below shows the postgraduate bursary amounts from 2018/19 to 

2023/24 along with the recruitment to target for each year that data is available.  

 
30 Ibid 
31 ASCL evidence to STRB 32nd remit 

Secondary PG

Subject Bursary
% ITT

target met
Bursary

% ITT

target met
Bursary

% ITT

target met
Bursary

% ITT

target met
Bursary

% ITT

target met
Bursary

Difference 

Jan 22 - Jan 

23

Physics 26,000£ 47% 26,000£ 43% 26,000£ 45% 24,000£ 22% 24,000£ 17% 27,000£ 11%

D&T 12,000£ 26% 12,000£ 41% 15,000£ 75% -£        23% 15,000£ 25% 20,000£ 43%

Computing 26,000£ 75% 26,000£ 79% 26,000£ 105% 24,000£ 69% 24,000£ 30% 27,000£ -8%

Languages 26,000£ 88% 26,000£ 62% 26,000£ 72% 10,000£ 71% 15,000£ 34% 25,000£ 88%

Geography 26,000£ 85% 26,000£ 119% 15,000£ 130% -£        86% 15,000£ 69% 25,000£ 78%

English 15,000£ 111% 15,000£ 110% 12,000£ 127% -£        118% -£        84% 15,000£ 25%

Biology 26,000£ 153% 26,000£ 166% 26,000£ 189% 7,000£   117% 10,000£ 85% 20,000£ 41%

Chemistry 26,000£ 80% 26,000£ 70% 26,000£ 80% 24,000£ 105% 24,000£ 86% 27,000£ 30%

Maths 20,000£ 70% 20,000£ 64% 26,000£ 84% 24,000£ 95% 24,000£ 90% 27,000£ 33%

Classics 26,000£ (Incl in MFL) 26,000£ (Incl in MFL) 26,000£ 256% 10,000£ 143% -£        193% -£        -6%

Secondary Overall 83% 85% 103% 82% 59% 18%

2018/19 2019/20 2020/21 2021/22 2022/23 2023/24

https://www.gov.uk/government/statistics/initial-teacher-training-trainee-number-census-2022-to-2023
https://www.ascl.org.uk/Help-and-Advice/My-employment,-pay,-conditions-and-pension/Pay-and-conditions/ASCL-response-to-the-STRB-32nd-remit
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99. For 2023/24 the data is the percentage difference in placed applications at 

January 202332 and at January 202233. 

100. The data so far this year does look slightly better than at this point last year. 

However, it remains to be seen how this progresses through the year, how many 

of those placed applicants enrol and of course, how many of those that go no to 

qualify will be retained in the profession. 

101. We have highlighted some areas where changes were made (or not) that do not 

appear to be in line with the recruitment against target in those subjects, either 

reduced when targets were far from being met, or not adjusted where targets 

were consistently well exceeded. 

102. It does beg the question as to why the bursaries for Physics were reduced in 

2021/22 and 2022/23, in a subject which was already struggling to recruit 50% of 

its target in 2018/19 and saw numbers falling further still for the following two 

years.34  

103. A coherent and strategic approach to bursaries must be taken. This needs to be 

over the medium to long term and not the piecemeal changes that we have seen 

in recent years, as evidenced in the table above.  

104. An article35 by Adzuna places Physics at number four in its blog ‘The top 10 most 

valuable degrees’. It goes on to say that ‘graduates with physics degrees tend to 

become software developers, analysts, and research associates.’ It’s hardly 

surprising that teaching is not mentioned.  

105. It’s also important to refer back to paragraph 73 to be reminded that this is the 

first cohort of trainees that would benefit from the £30,000 if implemented by 

September 2023. 

106. The pass rate for QTS had remained stable at 91% between 2017 and 2020, for 

2020/21 it fell to 87%. The proportion who went on to teach in a state funded 

school fell again, from 78% in 2018/19 to 73% in 2020/21.36 

107. This is a significant fall which further compounds the recruitment issues, as not 

only have these not gone on to teach in a state funded school, their training, and 

any bursaries, have been paid for from education funds. 

Entrants from overseas 

108. Recruitment of overseas trained teachers remains disappointing. Although some 

bursaries and scholarships have been opened up, there needs to be a longer 

term review and a strategic approach in order for the profession to benefit from 

 
32 Initial teacher training applications for courses starting in the 2023 to 2024 academic year (January) 
33 Monthly statistics on initial teacher training (ITT) recruitment: 2022 to 2023 (January) 
34 Funding: ITT 2022 to 2023 
35 The top 10 most valuable degrees 
36 ITT Performance Profiles 2020/21 

https://www.apply-for-teacher-training.service.gov.uk/publications/monthly-statistics/ITT2023
https://www.gov.uk/government/publications/monthly-statistics-on-initial-teacher-training-itt-recruitment#full-publication-update-history
https://www.gov.uk/government/publications/funding-initial-teacher-training-itt/funding-initial-teacher-training-itt-academic-year-2022-to-2023
https://www.adzuna.co.uk/blog/the-top-10-most-valuable-degrees/
https://explore-education-statistics.service.gov.uk/find-statistics/initial-teacher-training-performance-profiles
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overseas trained teachers. This is a piece of work that needs to be undertaken 

urgently. 

109. There is no active encouragement for these teachers to come to teach in 

England, we need to look at how we can encourage good quality graduates to 

help with the recruitment gaps we are unable to fill. 

110. The number of entrants from overseas continues to decline year on year. In 

2021/21 there were 1,684 entrants overall compared with 6,826 in 2015/1637. 

This is a drop of 75%. 

111. The decline has previously been from both inside and outside the EEA, but for 

2021/22 it is only from entrants from within the EEA38.   

112. In 2021/22 there were just 704 entrants from within the EEA, compared with 

4,795 in 2015/16. This is a drop of 85%. 

113. From outside the EEA, there were 980 entrants in 2021/22, compared with 2,031 

in 2015/16. This is a drop of 52%. However, there has been a slight increase 

from 965 in 2020/21, the majority of these have been from New Zealand, with a 

small increase from Australia.  

114. The table below demonstrates the numbers involved and shows the level of 

decline.  

 

 

 

 

 

 

 

 

115. Again, a huge proportion of the drop in applications from inside the EEA was from 

Spain, with just 269 in 2021/22 compared to 776 in 2020/21. 

116. For 2022/23 only 726 language trainees were recruited out of a targeted 2,14039.  

 
37 TRA Annual Report and Accounts 2021-22 
38 Ibid 
39 Ibid  

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1092765/TRA_Annual_Report_2021-22.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1092765/TRA_Annual_Report_2021-22.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1092765/TRA_Annual_Report_2021-22.pdf
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117. The plummeting applications for Modern Foreign Languages, coupled with the 

rapidly decreasing applications from within the EEA, clearly show that there is a 

serious problem in this subject area.  

118. In June 2022 the Department announced a new approach40 to recognising 

teachers from overseas which included allowing teachers from nine new 

countries to apply for QTS. 

119. It is disappointing to see the Department’s forecast41 that this will provide just 619 

additional overseas teachers.  Whilst this would represent an increase of 37% on 

the numbers for 2021/22, it does not even bring the total number back to the 

previous year. And it only represents 12% of the number lost since 2015/16, 

almost certainly because of the UK leaving the EU. 

120. Furthermore, the Department states that there is significant uncertainty in these 

forecasts, and that QTS may indeed to continue to fall in line with the ongoing 

trend: ‘We use the most recent data (from the 2021/22 financial year) from the 

TRA as a baseline of QTS awards. As can be seen in the published data, QTS 

awards have fallen over the last 3 years. Given this trend, we may see QTS 

awards (especially to those from the EEA) continue to fall.’  

121. The report also acknowledges that the although the new eligibility criteria are 

designed to ensure a fairer approach to awarding QTS, it ‘may make it more 

difficult for some from already eligible countries to apply and be awarded QTS in 

England.’ 42 

122. So, there is potential for the rapid downward trend in entrants to continue. 

Quality of candidates entering the profession 

123. After slowly increasing since 2015/16, the percentage of graduates entering the 

profession with a first-class degree fell from 26% in 2021/22 to 24% in 2022/23.43 

124. This also meant that the percentage of candidates with a first-class or 2:1 in their 

first degree fell, from 78% in 2021/22 to 75% in 2022/2344.  

125. The proportions for other classes of degree remained broadly the same as 

before.45. 

126. The proportions entering the profession with a first-class degree are not reflective 

of the proportion of graduates who gained a first-class degree nationally.  Just 

24% entering the teaching profession compared with 38%46 of graduates gaining 

a first-class degree in England in 2021. 

 
40 A fairer approach to awarding QTS to overseas teachers, DfE 
41 Projected number of overseas teachers awarded QTS in England, DfE 
42 Ibid (page 6) 
43 ITT Census 2022/23 
44 Ibid 
45 Ibid 
46 Analysis of degree classifications over time, OfS 

https://www.gov.uk/government/publications/awarding-qualified-teacher-status-to-overseas-teachers/a-fairer-approach-to-awarding-qts-to-overseas-teachers--2
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1125287/Forecasts_of_overseas_trained_teachers_awarded_QTS.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1125287/Forecasts_of_overseas_trained_teachers_awarded_QTS.pdf
https://explore-education-statistics.service.gov.uk/find-statistics/initial-teacher-training-census/2022-23#dataBlock-aaaa7cca-f949-400e-a909-d5d07e4992d5-tables
https://explore-education-statistics.service.gov.uk/find-statistics/initial-teacher-training-census#dataBlock-5edf51be-dd19-45fe-bc6d-953e793ea1b5-tables
https://explore-education-statistics.service.gov.uk/find-statistics/initial-teacher-training-census/2022-23#dataBlock-aaaa7cca-f949-400e-a909-d5d07e4992d5-tables
https://www.officeforstudents.org.uk/media/cd778d76-5810-488b-b1e6-6e57797fe755/ofs-202222.pdf
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127. The proportion of graduates gaining a first-class or 2:1 in England was 82%, 

which was also higher than the proportions entering the profession at 75%. 

128. This would suggest that teaching is not as an appealing career to those gaining a 

first-class degree as it is to those gaining a 2:1. 

129. Last year we said that it remained to be seen if the increases in applications 

would continue, or at least remain stable once we saw the inevitable drop off in 

applications as the economic uncertainty caused by the pandemic eases. Clearly 

neither is the case. 

  Vacancy rates 

130. The number of overall vacancies increased from 1,098 in 2020/21 to 1,564 in 

2021/22. The rate of vacancies had fallen from 0.2 to 0.3 in 2020/21, but in 

2021/22 it increased to 0.3 again.  

131. Classroom teacher vacancy rates increased from 940 in 2020/21 to 1,368 in 

2021/2247 and are now three times the rate of 2010/11. 

132. The vacancy rate for all leadership roles had been 0.2 since 2014/15 but rose to 

0.3 in 2021/22. The number of vacancies was the highest since data recorded in 

the SWC in 2010/11. 

133. The headteacher vacancy rate remains at 0.2 following the increase in 2020/21. 

However, the number of vacancies increased by 34%. This has not affected the 

vacancy rate due to the increase in the number of teachers overall. 

134. As highlighted previously, data is no longer separated by leadership role so we 

are unable to analyse where any specific issues may exist. 

135. However, it is clear that the SWC data masks a number of issues in leadership 

recruitment. 

Leadership recruitment 

136. Leadership recruitment continues to be challenging. Again, we set out later in our 

evidence a number of steps which would help to improve this. 

137. In a recent report48, TeachVac data shows that vacancies for some leadership 

posts have increased by as much as 85% in the last three years.  The data also 

shows that over the same period, vacancies for secondary deputy headteachers 

increase by 62%.  

138. The number of assistant headteacher vacancies between January and July 2021 

was 811, but for the same period in 2022 increased to 1,450.49 

 
47 School Workforce Census 2021 
48 The Labour Market for Teachers in England, TeachVac 
49 Ibid 

https://explore-education-statistics.service.gov.uk/find-statistics/school-workforce-in-england#dataBlock-b0a93239-1dc1-4c6f-9e05-84725dd6dfd0-tables
https://www.teachvac.co.uk/misc_public/Labour%20Market%20Report%20-%20January%20to%20July%202022.pdf
https://www.teachvac.co.uk/misc_public/Labour%20Market%20Report%20-%20January%20to%20July%202022.pdf
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139. Vacancies for deputy headteachers also increased from 500 between January 

and July 2021, and 885 for the same period in 2022. 

140. Headteacher vacancies increased from 247 between January and July 2021 to 

397 in the same period in 2022. 

141. The chart below shows the percentage increases across these roles individually 

and overall. 

 

 

 

 

 

 

 

 

 

142. This clearly does not reflect the picture painted by the SWC data. 

143. The impact on vacancies at all levels remains to be seen, when the country fully 

emerges from the pandemic, and teachers and leaders resume retirement or 

career change plans which had been put on hold. 

Impact of teacher shortages 

144. An NFER survey ‘Teacher supply and shortages: the implications of teacher 

supply challenges for schools and pupils’50 reported that ‘Schools that reported 

finding teacher recruitment the most difficult were also considerably more likely 

than other schools to have school leaders doing more teaching than usual. This 

may reduce the school’s leadership capacity and, in turn, limit the schools’ ability 

to function well operationally and make improvements to teaching.’  

145. Budget pressure was a significant recruitment challenge that both primary and 

secondary schools reported facing.51 

146. Lack of suitable candidates was another significant challenge for key shortage 

subject areas, and this presented more of a challenge that budget pressure. 

 
50 Teacher supply and shortages: the implications of teacher supply challenges for schools and pupils 
51 Ibid 

https://ascl365-my.sharepoint.com/personal/louiseh_ascl_org_uk/Documents/Pay%20Review%20Bodies/STRB/33rd%20remit/Evidence%20submissions/Pay%20award%20section%20to%20update%20for%20STRB%2033rd%20remit.docx
https://www.nfer.ac.uk/teacher-supply-and-shortages-the-implications-of-teacher-supply-challenges-for-schools-and-pupils/?utm_source=twitter&utm_medium=social&utm_campaign=ntlm_ts&utm_id=ntlm_ts
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147. One of the ways schools reported that they were mitigating recruitment 

challenges was by using non-specialist teachers, particularly in Maths, Physics 

and MFL. 52 

148. The table below taken from the survey report shows the proportions of lessons 

staffed by non-specialists during the previous academic year.  

 

 

 

 

 

 

 

 

 

 

 

 

 
52 Ibid 

https://www.nfer.ac.uk/teacher-supply-and-shortages-the-implications-of-teacher-supply-challenges-for-schools-and-pupils/?utm_source=twitter&utm_medium=social&utm_campaign=ntlm_ts&utm_id=ntlm_ts
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149. The next table, also taken from the survey report, shows that the schools who 

were finding recruitment more difficult were more likely to use non-specialist 

teachers. 

 

 

 

 

 

 

 

 

 

 

 

 

150. This highlights the significant recruitment challenges faced by schools. These are 

caused by budget constraints due to the longstanding underfunding of schools, 

and by the poor ITT recruitment to target and the reduction of entrants from 

overseas. 

151. But additionally, this is having a huge impact on the workload of school leaders 

who are not only having to navigate through these difficulties, but, as this report 

shows, are also more likely to have to pick up a heavier teaching load as a result 

of the recruitment challenges. 

Retention 

Classroom teachers 

152. We must start this section by raising concerns over the SWC data, specifically in 

an error in the 2020 data in relation to the retention of teachers after one year. In 

the 2020 data published in June 2021, the figure for retention between 2018 and 

2019 had decreased from 85.4% to 84.5%.53 The figure had actually increased 

and should have been 88.3% - this is a significant difference and calls into 

question the reliability of the published data. 

153. An update to the data was published in June 2022 stating: ‘A revision has been 

made to entrants and leavers figures for the 2020/21 year (November 2020 

census). Figures had previously shown that the retention rate for teachers who 

 
53 SWC, 2021 - Teacher retention 

https://explore-education-statistics.service.gov.uk/find-statistics/school-workforce-in-england
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had been in the workforce for 1 year or less had decreased between 2018 and 

2019 entrants. The correct figures show that this was actually an increase in line 

with the other length of service groups. This was as a result of a data processing 

error. For the corrected and most up to date figures, please see the latest 

publication. For further details, please see the methodology section.’ 

154. Whilst we were initially supportive of the intent behind the Early Career 

Framework (ECF), its early implementation has raised some issues and, in any 

event, it will be a number of years before any impact on retention can be 

assessed.  

155. Anecdotally, our members tell us that the mentoring requirements for teachers to 

support Early Career Teachers (ECTs) are proving to be a significant barrier to 

recruitment. 

156. As detailed earlier in our evidence on ITT, the spike in applications as a result of 

the pandemic has already dropped off, but more worryingly applications have 

fallen even further, with the lowest on record in secondary. 

157. This is not a good advert for the effectiveness of the DfE’s Recruitment and 

Retention Strategy.54 

158. The retention rate after one year fell in 2021, from 88.3% in 2020 (corrected 

figure) to 87.5%, meaning that one in eight teachers leave the profession after 

just one year.55 

159. The retention rate for two years after qualifying increased in 2021 from 80.9% in 

2020 to 82.7%, still meaning that almost one in five teachers leave after two 

years.56 

160. There were slight increases in the retention rate for those three to six years after 

qualifying, but the increases for seven years onwards the retention rate fell 

slightly.  

161. The rate of drop off from one year to five years remains staggering. From 87.5% 

retention after one year to just 68.8% after five, meaning that almost one in three 

teachers leaves after just five years in the profession. 

162. The retention rate after ten years remains broadly the same at just 59.7% – 

meaning that only three out of every five teachers were retained by this point.57 

163. We continue to call on the government and the Department to take urgent action 

to address the retention of teachers instead of purely focussing on recruitment. 

164. It is critical that this happens to ensure that there are not only sufficient classroom 

teachers for the projected increased numbers of pupils in secondary schools, but 

 
54 Recruitment and Retention Strategy, DfE 
55 Ibid 
56 Ibid 
57 Ibid 

https://www.gov.uk/government/publications/teacher-recruitment-and-retention-strategy
https://explore-education-statistics.service.gov.uk/find-statistics/school-workforce-in-england
https://explore-education-statistics.service.gov.uk/find-statistics/school-workforce-in-england
https://explore-education-statistics.service.gov.uk/find-statistics/school-workforce-in-england
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also to stabilise and secure the supply pipe for teachers to progress to middle 

and senior leadership roles. 

165. Again, we refer back to the Department’s Recruitment and Retention Strategy 

which said: ‘We will create a major shift in the incentives for new teachers by 

introducing phased bursaries – with staggered retention payments to encourage 

good people to remain in the profession, as well as to join.’ 

166. The slight increases we have seen in the retention rates in some categories are 

simply insufficient. 

167. There needs to be a focus on teachers who go on maternity leave and how the 

retention of these can be improved, and also on those aged over 50, particularly 

given that we have the youngest teaching population in the Organisation for 

Economic Co-operation and Development (OECD) countries58. It is disappointing 

that the Teachers Working Longer steering group has not met since January 

2020. 

School Leaders 

168. ASCL has been making the case in relation to the recruitment and retention of 

school leaders for a significant period of time now. 

169. Whilst we acknowledge that the recruitment and retention of early career 

teachers was (and continues to be) disastrous, this does not mean that all is rosy 

with school leaders. In fact, far from it. 

170. A variety of evidence, including our own member surveys, show that more 

leaders are considering leaving the profession, either for early retirement or for a 

role outside education. 

171. It is widely known that many teachers and leaders put on hold their plans to leave 

or retire during the pandemic, and it is acknowledged that this has contributed to 

slight increases in retention59. 

172. However, these improvements will most likely be lost, and the situation could 

indeed worsen when these teachers and leaders do leave.60 

173. There are many factors affecting school leaders’ decisions to leave the 

profession, including workload, exhaustion/fatigue, lack of recognition/respect 

from the government, accountability measures to name some of the ones cited by 

our members.   

174. But they also cite pay – 59.1% said that their salary has an impact on them 

remaining in the profession.  

 
58 UK has one of youngest teaching workforces among leading economies 
59 School leadership in England 2010 to 2020: characteristics and trends 
60 Ibid (page 58) 

https://uk.style.yahoo.com/uk-one-youngest-teaching-workforces-090047263.html?guccounter=1&guce_referrer=aHR0cHM6Ly93d3cuZ29vZ2xlLmNvbS8&guce_referrer_sig=AQAAAKmFXGlNThaaCw5Nd9Ma8agACHgbkCsX7dclnvatNl28p60CotgENp0J5sARvTnkmHSe41JVL9qs1Wfeun54CgzBD0ySTRgkpPjX7J5xNOf3LGJe4_IwI5AkUF7UM3Ni8QAn8HYEVXVZY4EsDVgeoDSJGwqB4z7QT67bSC5_yYFh
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1071794/School_leadership_in_England_2010_to_2020_characteristics_and_trends_-_report.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1071794/School_leadership_in_England_2010_to_2020_characteristics_and_trends_-_report.pdf
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175. And when asked what their intentions would be depending on whether their pay 

continued to decline in real terms, remained broadly the same or improved in real 

terms, the results were quite staggering, as the graph below demonstrates: 

 

176. As we mentioned earlier in our submission, only 10% (131) of respondents would 

stay in the profession beyond 5 years if pay continues to decline in real terms. 

However, if pay improves in real terms, this figure increases massively to 80% 

(1,034). 

177. We acknowledge that pay is the not the only factor affecting the recruitment or 

retention of school leaders, but contrary to the Department’s view, it is an 

important one.  

178. This clearly demonstrates just how important pay is for the retention of school 

leaders. In this example alone, an additional 903 school leaders would remain in 

the profession if their pay improved in real terms – which is not an unreasonable 

request after over a decade of real terms cuts. 

179. It is also important to highlight that the response rate to this survey was around 

16%. If we were to extrapolate the results of this question to the number who 

were surveyed, then the number of leaders retained would be 10,954.  

180. Whilst we appreciate that this would be a crude comparison, it nevertheless 

shows that if this is the case for so many of our members, it is reasonable to 

assume that it will be the case for many other school leaders too. 

181. It is also one which the government can resolve if it chooses to, but as we have 

seen to date, it chooses not to.  

182. The STRB’s recommendation in its 28th Report was ‘For September 2018, we 

recommend that all pay and allowance ranges for teachers and school leaders 

are uplifted by 3.5%.’ 
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183. The Secretary of State (at the time) responded to that recommendation as 

follows: 

‘I am proposing to implement the following pay award: 

o 3.5% to the minimum and maximum of the unqualified pay range and main 

pay range. 

o 2% to the minimum and maximum of the upper pay range, leading 

practitioner pay range and all allowances. 

o 1.5% to the minimum and maximum of the leadership pay ranges.’ 

 

184. So when the government claims that it follows the independent pay review body 

processes, this is not entirely true. 

185. It chose to ignore those recommendations and in doing so caused further 

damage to the pay of experienced teachers and leaders, which has no doubt 

played a part in the industrial unrest across the sector. 

186. The Department cannot continue to overlook or play down the importance of pay 

to experienced teachers and school leaders. This has been made abundantly 

clear by the strength of feeling shown by members of all teaching unions in 

relation to the latest pay award which comes on the back on real terms cuts since 

2010. 

187. A report recently published by the NFER states: ‘High teacher workload and a 

lack of pay competitiveness are each likely to be contributing to teacher leaving 

rates remaining high. A reduced pace and volume of policy change since 2016 

may have contributed to a slight improvement in the retention rate.’61 

188. The two tables below are taken from the DfE report ‘School leadership in England 

2010 to 2020: characteristics and trends62’.  

 

 
61 Short Supply: Addressing the Post-Pandemic Teacher Supply Challenge in England 
62 School leadership in England 2010 to 2020, DfE 

Role in 2019 
Classroom 

Teacher 

Middle 

Leader 

Senior 

Leader 
Head 

System 

Leaver 

System Entrant 19,040 760 370 250 N/A 

Classroom Teacher 121,130 6,150 1,030 90 13,020

Middle Leader 4,130 29,630 1,410 90 1,910

Senior Leader 520 330 20,820 1,270 1,110

Head 100 40 220 15,140 1,290

Primary teacher flows and stock numbers, 2019 to 2020

Role in 2020 

https://www.nfer.ac.uk/short-supply-addressing-the-post-pandemic-teacher-supply-challenge-in-england/
https://www.gov.uk/government/publications/school-leadership-in-england-2010-to-2020-characteristics-and-trends


Page 32 of 59  
 

189. The first table shows the movement/flow of primary teachers between 2019 and 

2020. We have highlighted in orange where the flow is downwards, where middle 

and senior leaders have moved into less senior roles including classroom 

teachers. 

190. The number of middle leaders (4,130) moving back into classroom teacher roles 

is more than double the number that leave the system (1,910). 

191. The number of senior leaders (850) who moved to middle leadership or 

classroom teacher roles is equivalent to 76.5% of the number who leave the 

system (1,110). 

192. The number of headteachers (360) who move into less senior roles is the 

equivalent to 28% of those who leave the system (1.290), with 100 of those 

moving into classroom teacher roles. 

   

193. The second table shows the movement/flow of secondary teachers between 

2019 and 2020. Again, we have highlighted in orange where the flow is 

downwards, where middle and senior leaders have moved into less senior roles 

including classroom teachers. 

194. The number of middle leaders (5,820) moving back into classroom teacher roles 

is 44% higher than the number that leave the system (4,040). 

195. The number of senior leaders (910) who moved to middle leadership or 

classroom teacher roles is equivalent to 82% of the number who leave the 

system (1,110). 

196. The number of headteachers who moved into less senior roles (140) is the 

equivalent to 37% of those who left the system (380), with 30 of those moving 

into classroom teacher roles.63 

 
63 Ibid 

Role in 2019 
Classroom 

Teacher 

Middle 

Leader 

Senior 

Leader 
Head 

System 

Leaver 

System Entrant 20,010 2,160 480 110 N/A

Classroom Teacher 79,250 9,500 550 10 11,370

Middle Leader 5,820 68,080 1,710 10 4,040

Senior Leader 420 490 16,750 360 1,110

Head 30 20 90 3,240 380

Secondary teacher flows and stock numbers, 2019 to 2020

Role in 2020 

https://www.gov.uk/government/publications/school-leadership-in-england-2010-to-2020-characteristics-and-trends
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197. This shows that not only are classroom teachers and experienced teachers 

reluctant or disincentivised to move into middle or senior leadership roles, a good 

proportion of those already in those roles do not want to stay in them. 

198. The report (and addendum) also includes retention rates for senior leaders aged 

under 50.  The retention rate for new headteachers under 50 in primary schools 

after five years was 84%. The retention rate for new headteachers in secondary 

schools after five years was just 75% in 2020. 

199. The retention rates for new deputy headteachers in primary schools after five 

years was 88%, and in secondary schools was 77%64. 

200. To put these figures into context, the retention rate for early career teachers over 

the same period was 68.5%.65  

201. The two charts below demonstrate the retention rates for primary and secondary 

leaders versus classroom teachers overall. 

 

 

 

 

 

 

 

 

 

 

 

 

 
64 Ibid 
65 https://explore-education-statistics.service.gov.uk/find-statistics/school-workforce-in-england 

84
88 85

68.5

0

10

20

30

40

50

60

70

80

90

100

HT DHT AHT Teachers

% Retained after 5 years - primary 

https://www.gov.uk/government/publications/school-leadership-in-england-2010-to-2020-characteristics-and-trends
https://explore-education-statistics.service.gov.uk/find-statistics/school-workforce-in-england
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202. Although these figures are not quite at the disastrous levels of early career 

teachers, they are most certainly a cause for serious concern.   

203. The DfE projections in its 2020 evidence to the STRB66, were that once fully 

implemented, the pay reforms it recommended would retain 1,000 additional 

teachers each year. 

204. To put this into perspective, this would not even cover the reduction in entrants 

from within the EEA in 2021/22 alone, where there were 1,271 fewer than in 

2020/21, and that’s without looking at ITT, reduction in working pattern etc. 

205. Recruitment is now significantly worse than when the Department suggested 

these reform plans and has worsened in spite of them.  

206. This shows that the government’s plan to only raise salaries for early career 

teachers is not addressing recruitment and will not address retention.   

207. A view supported in an NFER report which said [of awarding higher increases to 

starting salaries]: ‘However, doing this flattens the pay scale and has other 

consequences. First, lower pay differentials may reduce the incentives for 

teachers to progress, for example into leadership positions. Second, fewer 

experienced teachers are likely to be retained relative to spending the same total 

amount on a uniform pay award. This in turn has implications for teaching quality, 

as experienced teachers tend to be more effective than inexperienced teachers 

(Podolsky et al., 2019), and for support and mentoring capacity.’67 

208. The government seems to continually ignore the fact that teacher and school 

leader pay has been significantly damaged by its decisions to restrain and freeze 

pay over the last 10-12 years.  

209. It appears to be unable to acknowledge this, let alone do anything to rectify it. 

210. This is something which does not compare favourably with other countries, who 

did not allow this to happen in the first place.  This excerpt from an EPI blog in 

July 2022 sums up the situation perfectly: ‘In comparison to other OECD nations, 

that leaves England near the bottom of the table for pay growth over the 2010s 

(chart below). In some countries, teacher’s real pay rose by over 30% during that 

decade but, in England, it fell. It is likely that the fall in real pay has contributed to 

the recruitment and retention problems the profession has experienced, which 

lends some weight to the unions’ contention that a greater pay increase is 

needed.’68 

211. It is clear that a significant increase to all pay ranges and allowances is needed, 

in order to ensure that teaching is seen as desirable career, to both graduates 

and career changers, and to repair the damage to pay due to over a decade of 

real terms pay cuts. 

  

 
66 Government evidence to the STRB: the 2020 pay award (page 48) 
67 Addressing the Post-Pandemic Teacher Supply Challenge 
68 Teachers' pay in context, EPI, July 2022 

https://www.gov.uk/government/publications/evidence-to-the-strb-2020-pay-award-for-school-staff
https://www.nfer.ac.uk/media/5210/addressing_the_post_pandemic_teacher_supply_challenge.pdf
https://epi.org.uk/publications-and-research/teachers-pay-in-context/
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School Business Leaders 

212. ASCL believes that School Business Leaders are a crucial and integral part of 

school leadership, and as such should be recognised and remunerated 

accordingly. We believe that business or executive leaders who undertake whole 

school, college or trust responsibilities should be paid with parity to other 

leadership colleagues holding the same level of responsibility, regardless of any 

particular route into education leadership. 

213. There is no national pay framework that specifically recognises business 

leadership roles, and as a result there is a disparity in the level of pay and 

recognition in these roles. 

214. The situation is exacerbated by the fact that job profiles used by some local 

authorities were carried out many years ago, and do not always reflect how the 

responsibilities and accountabilities of these roles and the profession have 

evolved in that time. Local authorities operate their own job evaluation and 

grading framework, generally within the National Joint Council (NJC) pay scales, 

and this varies greatly between authorities. This has resulted in a fragmented 

position where some schools are denied access to higher pay scales which are 

warranted by these roles, and others are not. 

215. This also links to point we make later in our submission in the Gender Pay Gap 

section, in that it also creates issues around equality. The School Business 

Leader workforce is predominantly female, as is the teaching profession. 

However, just as in teaching, higher paid Business Leaders are predominantly 

male. This means that it is highly likely that in a senior leadership team which is 

made up of a mix of males and females, the female leaders are highly likely to be 

lower paid than the male leaders, and Business Leaders are likely to be the 

lowest paid member of leadership, regardless of the level of responsibility and 

accountability they hold. This is something that simply must be addressed. 

216. This situation is clearly unfair and is no doubt contributing to impending crisis in 

the recruitment and retention of School Business Leaders and those working in 

related senior education roles, as highlighted in our member survey in 2021. 

217. School Business Leaders have a wealth of transferrable skills, which can allow 

them to easily move into higher paid roles in other sectors. These also offer more 

flexible working opportunities making it much less appealing to remain in the 

education sector. 

218. If nothing is done, as well as losing the knowledge and expertise that is in the 

system, this will also in turn drive up the workload of other school leaders trying 

to fill the gaps. 

219. ASCL Position: ‘Business or executive leaders who undertake whole school, 

college or trust responsibilities are an integral part of the leadership team. ASCL 

believes that this should be reflected in their status and remuneration. Where 
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this is not the case, there should be a review of the business leader’s pay to 

ensure their crucial role is appropriately recognised and remunerated.’69 

220. We have previously called on the STRB to include School Business Leaders in 

their recommendations in order for them to be recognised and acknowledged in 

the same way as other senior leaders. It is now more vital than ever that this is 

acted upon.   

221. The Document must remain relevant to the whole sector and that must include 

all school leadership roles.  

 Workload and wellbeing 

222. The 2022 Teacher Wellbeing Index (TWIX) showed that ‘record number of UK 

teachers and education support staff have considered leaving the sector in the 

past academic year due to pressures on their mental health and wellbeing.’70 

223. Over half (55%) have actively sought to change or leave their current jobs (58% 

senior leaders, 53% teachers). 

224. Workload was cited as the main reason for thinking about leaving for 68% (83% 

senior leaders, 66% teachers). 

225. In most categories, if not all, responses from senior leaders were highest.   

226. Stress levels for all increased in 2022, with senior leaders remaining the highest, 

with 84% reporting being stressed by their job role.  

227. Again, the signs of acute stress were highest amongst senior leaders. 

228. Amongst the reasons for considering leaving the profession, in addition to 

workload (as detailed above), over 60% cited seeking a better work-life balance 

and not feeling valued, 48% cited lack of resources (staff and general) and 40% 

were seeking higher pay. 

229. The proportions seeking higher pay have increased significantly since the 

previous year, with senior leaders more than doubling at 36% compared with 

16% in 2021, and 41% of teachers compared with 24% in 2021, again making the 

case for urgent action being needed on pay. 

230. The 2022 Teacher Wellbeing Index score for England was 44.01, much lower 

than the National Adult Population score of 52.4 for the same period. Although 

this has increased very slightly from 43.9 in 2022, it remains lower than it was in 

2020 or 2019.71 

 
69 ASCL Policy Position – Business Leader Pay and Recognition 
70 Teacher Wellbeing Index 2022, Education Support 
71 Teacher Wellbeing Index 2021, Education Support 

https://www.ascl.org.uk/Our-view/Position-on-policy/Conditions-and-Employment
https://www.educationsupport.org.uk/news-and-events/news/teacher-wellbeing-index-2022-record-numbers-plan-to-leave-profession-as-mental-health-suffers/
https://www.educationsupport.org.uk/resources/for-organisations/research/teacher-wellbeing-index/
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231. The report states that those ‘with scores of between 41 and 45 should be 

considered at high risk of psychological distress and increased risk of 

depression’.72 

232. These issues are also reflected in our member survey results, where factors 

(other than pay) prompting members to consider leaving the profession included 

exhaustion/fatigue (67.5%), unsustainable workload/working hours (66.5%), 

stress (53.3%) and wellbeing (51.6%). 

Flexible Working 

233. Flexible working is a tool which can be used to improve the wellbeing and work-

life balance of all staff. 

234. Whilst it is not without its challenges for some roles in education, it is not utilised 

as widely as it could or should be.  

235. We were pleased to see it highlighted as an area of priority in the STRB’s 32nd 

Report, but again, it is something that the Secretary of State chose not to include 

in this year’s remit. 

236. Flexible Working was included in one of the four priorities in the Department’s 

Recruitment and Retention Strategy73 published in January 2019.  

237. Additionally, one of the commitments in the DfE Education Staff Wellbeing 

Charter74, launched in 2022 was to ‘Champion flexible working and diversity’. 

238. The government’s response75 to the consultation ‘Making Flexible Working the 

Default’ (another Conservative manifesto commitment) was finally announced in 

December 2022, a year after the consultation ended. Once the changes in 

legislation are passed, they should bring about significant change. 

239. It is therefore somewhat puzzling as to why the Secretary of State chose to omit 

this recommendation when issuing the STRB’s remit. 

240. The coronavirus pandemic brought about a global, seismic shift in Flexible 

Working practices. 

241. Almost all professions and sectors had to adapt rapidly to different working 

practices, including a significant increase in remote working – including schools. 

242. Amongst the key findings in the CIPD report ‘An update on flexible and hybrid 

working practices’76 were the following: 

• ‘Over half of organisations (56%) believe that it is important to provide 

flexible working as an option when advertising jobs. They see this as a key 

way of attracting staff and addressing skill or labour shortages. 

 
72 Ibid, (pg 28) 
73 Ibid 
74 Education Staff Wellbeing Charter, DfE 
75 Government response to consultation on Making Flexible Working the Default 
76 An update on flexible and hybrid working practices, CIPD, April 2022 

https://www.educationsupport.org.uk/media/zoga2r13/teacher-wellbeing-index-2022.pdf
https://www.gov.uk/government/publications/teacher-recruitment-and-retention-strategy
https://www.gov.uk/guidance/education-staff-wellbeing-charter#overview
https://www.gov.uk/government/news/millions-of-britons-to-be-able-to-request-flexible-working-on-day-one-of-employment
https://www.cipd.co.uk/Images/flexible-hybrid-working-practices-report_tcm18-108941.pdf
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• More than two-fifths of organisations (42%) say they will be more likely to 

grant requests for flexible working, besides working from home, compared 

with before the pandemic (March 2020). 

• Lack of flexibility prompting job and career changes for some: 

• 4% of employees say they have left a job in the last year 

specifically due to a lack of flexible working and 9% have changed 

their careers/profession due to a lack of flexible working options 

within the sector.’ 

243. The report also highlights the key benefits of shifting to increased homeworking 

or hybrid working, saying that ‘respondents point to: improved work–life balance 

(69%), improved employee satisfaction (48%), improved business flexibility and 

improved employee wellbeing (41%).’ 

 

244. With work-life balance being such an important issue for the sector, more 

importance really needs to be placed on these benefits.  

245. Schools have seen first-hand how they can incorporate so many more Flexible 

Working practices than would have been thought possible prior to the onset of 

the pandemic. 

246. Special leave arrangements give schools options to accommodate many more 

informal flexible working arrangements on an ad-hoc or short-term basis, and this 

is something we would like to see the Department promoting and supporting, with 

a view to some provision being included within the Document. 

247. As the report above shows, employees will change jobs or professions due to a 

lack of flexible working options, something which was already an issue in schools 

even before the pandemic. 

248. Furthermore, with increases in flexible working opportunities, and better pay, the 

graduate marketplace is already becoming much more competitive and teaching 

is clearly a less appealing choice.  

249. Urgent action on this is needed to by the government to help resolve the 

recruitment and retention crisis. 

Pupil Population 

250. The latest National Pupil Projections77 show that the pattern of change for 

secondary pupils remains broadly similar.  Numbers are projected to peak at 

3,230,000 in 2024 before decreasing to approximately 3,163,000 in 2028.  

251. This means that there will be approximately 216,000 more pupils in secondary 

schools in 2024 than there were in 2020, and 304,743 more than in 2010/11. 

252. Even after the gradual fall in numbers by 2028, there will still be an additional 

160,000 secondary pupils than in 2020. 

 
77 National Pupil Projections 2022 

https://explore-education-statistics.service.gov.uk/find-statistics/national-pupil-projections#releaseHeadlines-tables
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253. The chart below shows the projected increases based on the actual secondary 

pupil population in 2020. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
254. The 2021 School Workforce Census78 (SWC) data shows that there was an 

increase in the number of full-time equivalent (FTE) secondary teachers from 
209,842 in 2020/21 to 213,567 in 2021/22. This will include the increases in ITT 
applications as a result of the economic uncertainty created by the pandemic, 
which have already started to plummet. 

 
255. However, despite this increase when looking at historical SWC data79 shows that 

the overall trend since 2010/11 is downwards (see chart above). In 2021/22 there 
were 5,170 fewer FTE secondary teachers than in 2010/1180.  

 
256. This is in stark contrast to the changes in pupil population which has increased 

significantly and is projected to continue to do so. 
 

257. Latest ITT recruitment81 and retention data82 would suggest that the numbers of 
secondary teachers will continue to fall. This will mean the inevitable increase in 
class sizes and Pupil Teacher Ratio (PTR), in turn increasing further the workload 
for those already employed in schools and creating a vicious circle in relation to 
the retention of those teachers. 

 
78 School workforce in England 2021 
79 Ibid 
80 Ibid 
81 ITT Census 2022 
82 Ibid 

https://explore-education-statistics.service.gov.uk/find-statistics/school-workforce-in-england
https://explore-education-statistics.service.gov.uk/find-statistics/school-workforce-in-england#releaseHeadlines-tables
https://explore-education-statistics.service.gov.uk/find-statistics/school-workforce-in-england#releaseHeadlines-tables
https://www.gov.uk/government/statistics/initial-teacher-training-trainee-number-census-2022-to-2023
https://explore-education-statistics.service.gov.uk/find-statistics/school-workforce-in-england
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258. As a result of pupil increases in secondary schools without the corresponding 

increase in teachers, the pupil teacher ratio (PTR) has increased from 14.8 in 
2010/11 to 16.7 in 2021/2283. These proportions must not be allowed to increase 
further. 

 
School finances and cost pressures 

Affordability  

259. Notwithstanding our firm position that affordability should not be a consideration 

for the Review Body for the reasons cited earlier in our submission, we have 

provided our views on the school funding and cost pressures and carried out 

modelling on a number of scenarios. 

260. According to the government’s own figures84 LA maintained schools spent, on 

average, 47% of total expenditure on teachers in 2021/22. This is slightly less 

than in the previous year. Government statistics also indicate an increase in the 

number of schools in deficit and the average revenue balance of those recording 

a deficit.  

261. The latest expenditure information available is for the financial year ending March 

2022, so before the surge in general inflation and, in particular, energy prices.  

262. However, we do know that these types of cost pressure are not felt equally, often 

determined by individual contract terms. A significant portion of non-staff costs 

are attributable to energy and catering.  

263. The Energy Bill Relief Scheme (EBRS) comes to an end in March 2023 and it is 

reasonable to expect that these pressures will continue to weigh heavily on 

school budgets. We acknowledge that the Energy Bill Discount Scheme (EBDS) 

includes schools in scope. However early indications are that the threshold unit 

prices included in the scheme will severely limit access to it. 

 
83 Ibid 
84 LA and school expenditure, 2021/22 

https://explore-education-statistics.service.gov.uk/find-statistics/school-workforce-in-england#dataBlock-05968480-c08f-4da1-988f-ceb7a64e142e-tables
https://explore-education-statistics.service.gov.uk/find-statistics/la-and-school-expenditure/2021-22#releaseHeadlines-summary
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Funding for 2023/24 

264. The core schools budget is increasing by £3.5 billion compared to 2022/23.This 

includes £1.5 billion previously settled as part of the October 2021 Spending 

Review (SR21), and £2 billion from the Autumn Statement 2022.  

265. For clarity it is important to remember that the core schools budget includes 

funding for high needs, the pupil premium and central school services, as well 

revenue funding for mainstream via the national funding formula (NFF). 

266. In its Annual Report on Education Spending85 the IFS estimates that total school 

spending per pupil will grow by around 7% between 2022 and 2024.  

267. We are mindful that this calculation includes local authority spending, sixth form 

funding, funding for increases pension and national insurance contributions as 

well as direct allocations to schools. We are concerned only with direct 

allocations to schools. 

268. The DfE School Costs Technical Note (SCTN) 202386 indicates that funding will 

increase by 6.7%. We think that the average expected increase to delegated 

budgets will be closer to 5.6%. We think this because in the DfE DSG 

allocations87 document the per- pupil increase is calculated at 5.6%.  The 

increase in total schools block spending is slightly higher (6.3%) but includes 

funding for growth. We are concerned only with direct allocations to schools. 

269. We know that all schools will not receive the national average uplift. There are 

structural reasons for this which are related to insufficiency of funding, namely the 

continuing requirement for movement of funds from schools block to meet 

increasing demands on the high needs block. At local level this means that some 

schools cannot achieve the NFF allocation as intended. 

A challenge of the current distribution methodology 
 

270. We have recently become aware of a situation occurring in some LAs which has 

arisen due to changes in cohort characteristics between 2021/22 and 2022/23.  

271. In determining the National Funding Formula 2023-24 units of funding at LA level, 

the DfE has initially used pupil and school characteristics based on October 2021 

school census data.  

272. The final dedicated schools grant (DSG) allocations to local authorities are 

updated using October 2022 census data for pupil numbers, but the underlying 

pupil characteristics data still reflects the October 2021 census.  

273. This is accepted historic practice, however as a consequence of an increase in 
deprivation characteristics (free school meal eligibility for example) between the 
2021 and 2022 census, the outcome (in some cases) is that the confirmed DSG 
allocation for 2023/24 leaves the LA short of required funding for local distribution 
to schools.   

 
85 Annual report on education spending in England 2022, IFS 
86 DfE School Costs Technical Note 2023 
87 DSG allocations 

https://ifs.org.uk/sites/default/files/2022-12/Annual-report-on-education-spending%20-in-England-2022-Institute-for-Fiscal-Studies.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1137908/Schools__costs_2022_to_2024.pdf
https://www.gov.uk/government/publications/dedicated-schools-grant-dsg-2023-to-2024
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Testing for affordability 

 

A. Mainstream 

274. In 2023 funding allocated directly to mainstream schools by the NFF will deliver 

an average increase of 5.6% per pupil88. 

275. The DfE SCTN 202389 indicates that known costs are expected to rise by 2.1% in 

2023/24. We think that school costs (not teachers) align more closely with CPI 

than the GDP deflator. SCTN uses a GDP deflator projection of +3.2%. In our 

testing we have used OBR forecast90 (December 2022) for CPI across 2023, 

indicating +7.4%. The affordability headroom will be significantly less than that 

assumed using the GDP deflator. 

276. Using data from Gov.uk schools financial benchmarking website we have 

considered affordability in the context of income growth and known cost 

pressures.  We have looked at typical schools in the following age ranges: 

1) Two form entry mainstream primary 

2) 11-16 mainstream secondary 

3) 11-18 mainstream secondary with sixth form 

 

277. We have made the following assumptions in our modelling: 

  

• All schools will receive a 5.6% uplift in core revenue funding. 

• School costs are more closely aligned with CPI than the GDP deflator as a 

measure of inflation. We have used OBR forecast (December 2022) for CPI 

across 2023.  

• All schools work within a balanced budget in year. 

 

 Modelling results 

1) Two form entry primary school: number on roll 410 

 Base year  % 
available  
income  

2023/24  
adjustments  

2023/24 
impact £ 

2023/24 
impact on 
5.6% uplift 

Income  £2,074,000   +5.6% £116,114 +5.6% 

       

Support 
staff 

£559,980 
 

 27% +CPI 7.4% £41,439 (+2%) 

Everything 
else 

£539,240  26% +CPI 7.4% £39,904 (+1.9%) 

Teachers  £974,780  47%    

      1.7% 

 

 
88 Dedicated schools grant (DSG) 2023-2024 
89 Ibid 
90 OBR forecasts 

https://www.gov.uk/government/publications/dedicated-schools-grant-dsg-2023-to-2024
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1137908/Schools__costs_2022_to_2024.pdf
https://obr.uk/forecasts-in-depth/the-economy-forecast/inflation/#CPI
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Modelling suggests that expenditure on all except teachers is a net increase in 

school costs of around 3.9%, which leaves 1.7% of the uplift to cover increases in 

teacher costs.  

 

2) 11-16 secondary: number on roll 901 

 Base year   % available 
income  

2023/24 
adjustments  

2023/24 
impact 
£ 

2023/24 
impact on 
5.6% uplift 

Income  £5,492,000   +5.6% £307552 +5.6% 

       

Support 
staff 

£845108 
 

 15.4% +7.4% CPI £62538 
 

(+1.13%) 

Everything 
else  

£1,482,840 
 

 27% +7,4% CPI £109730 (+2%) 

Teachers  £3,130,440 
 

 57%    

      2.47% 

 

Modelling suggests that expenditure on all except teachers is a net increase in 

school costs of around 3.13%, which leaves 2.47% of the uplift to cover to cover 

increases in teacher costs. 

 

3) 11-18 secondary school with sixth form: number on roll 1182 

 Base year  % available 
income 

2023/24 
adjustments  

2023/24 
impact £ 

2023/24  
impact on 
5.6% uplift  

Income £6,964,000   +5.6% £389,984 +5.6% 

       

Support 
staff costs 

£1,044,600 
 

 15% +7.4% CPI £77,300 (+1.2%) 

Everything 
else costs  

£1,323,160  19% +7.4% CPI £97,914 (+1.5%) 

Teachers  £4,178,400 
 

 60% 
 

   

      2.9% 

 

Modelling suggests that expenditure on all but teachers is a net increase in school 

costs of around 2.7%, which leaves 2.9% of the uplift to cover increase in teacher 

costs. 

B.   Special schools and alternative provision 

 
278. In the financial year 2023 to 2024 maintained special schools and pupil referral 

units, special and alternative provision (AP) academies (including free schools), 
and maintained and academy hospital schools, will receive a separate allocation 
amounting to 3.4%91 of their total place and top-up funding income, similar to the 
mainstream schools additional grant.  

 
91 Annual 2023 to 2024 funding overview 

https://www.gov.uk/government/publications/high-needs-funding-arrangements-2023-to-2024/high-needs-funding-2023-to-2024-operational-guide#annual-funding-overview
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279. Special schools’ minimum funding guarantee (MFG) for 2023 to 202492 has been 

set at 3% compared to 2021 to 2022 funding levels. The additional funding 
allocations referred to above must be excluded from the MFG calculations, so 
that special schools receive both the 3% MFG increase over 2 years and the 
additional 3.4% in 2023 to 2024. 

 
280. There is significantly less transparency in the way that specialist provision 

funding is allocated. Much is related to historic spend, and whilst place funding is 
allocated at a national rate of £10,000, top-up funding varies from area to area. 
Top up funding is also driven by need which makes benchmarking at national 
level problematic. However, for the purposes of affordability we need to highlight 
the difference in expenditure patterns that exist between mainstream and 
specialist provision.  

 
281. Using data from Gov.uk schools financial benchmarking website we have 

considered affordability in the context of income growth and known cost 
pressures at special schools. We have used a benchmark set of similar schools 
using the quick selection function. The default school is an 11-16 community 
special school. 

 
282. We have made the following assumptions in our modelling: 

 

• All schools will receive a 6.4% uplift in core revenue funding. This is made up 

of +3% MFG and +3.4% additional funding. 

• School costs are more closely aligned with CPI than the GDP deflator as a 

measure of inflation. We have used OBR forecast93 (December 2022) for CPI 

across 2023.  

• All schools work within a balanced budget in year. 

 

Average special school 

 

 Base year  % 
available 
income  

2023/24  
adjustments  

2023/24 
impact £ 

2023/24 
impact 
% on 
total 
budget 

Income  £3,139,043   +6.4%  £200,898 
 

+6.4% 

       

Support 
staff 

£904,512 
 

 29% +CPI 7.4% £66,934 (+2%) 

Everything 
else 

£816772 
 

 26% + CPI 7.4% £60,441 (+0.5%) 

Teachers  £1,312,890   42%    

      3.9% 

 

 
92 Ibid 
93 OBR forecasts in depth 

https://www.gov.uk/government/publications/high-needs-funding-arrangements-2023-to-2024/high-needs-funding-2023-to-2024-operational-guide#annual-funding-overview
https://obr.uk/forecasts-in-depth/the-economy-forecast/inflation/#CPI
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Modelling suggests that expenditure on all but teachers is a net increase in 
school costs of around 2.5%, which leaves 3.9% of the uplift to cover increase in 
teacher costs. 

 
283. We have highlighted our concerns about the risks of using national averages to 

assess the headroom available to support as yet unknown school costs including 
pay awards.   
 

284. In our modelling we have attempted to demonstrate this concern and how it might 
manifest itself in different types of school.  Moreover, our modelling indicates that 
the headroom quoted in the DfE SCTN, February 2023 (4.6%) simply will not be 
available to all schools. 
 

Performance-related pay 

 
285. ASCL has, along with other teaching unions, consistently called for the removal 

of performance-related pay (PRP) from the Document for several years and have 
all provided significant and compelling evidence to support this request. 
 

286. The Review Body itself highlighted ‘Pay progression, including the appropriate 
use of performance- or capability-related pay’ a future priority for review in its 32nd 
report. 

 
287. Yet again, the Secretary of State chose to ignore all the above. 

 
288. We have provided substantial evidence in our submissions over recent years, all 

of which still stands. So, we do not intend to re-rehearse that evidence in this 
submission. 

 
289. Rather we will summarise the key reasons that we believe that PRP should be 

removed from the Document from September 2023: 
 

• There is no evidence that PRP improves student outcomes. 

• There is growing evidence that PRP has a detrimental impact on workload 
for all involved. 

• There is evidence that PRP has a negative impact on retention. 

• There is growing evidence that PRP contributes to the gender pay gap. 

• There is significant evidence to show that PRP does not (and cannot) work 
in education in the same way as it does in other professions/business. 

 
The Gender Pay Gap 
 
290. As detailed in the joint report 2021 by ASCL and others ‘Closing the Gender Pay 

Gap in Education: A Leadership Imperative’94, there is a significant gender pay 

gap across education and this is particularly so for school leaders. 
 

291. Using data from the School Workforce Census95, it can be seen across the various 

school types that male head teachers are on average paid more than their female 
colleagues. The following table shows the mean pay for all school types: 

 
94 Closing the gender pay gap in Education - a leadership imperative 
95 School Workforce Census 

https://ascl.org.uk/ASCL/media/ASCL/Our%20view/Campaigns/Closing-the-gender-pay-gap-in-Education-a-leadership-imperative.pdf
https://explore-education-statistics.service.gov.uk/find-statistics/school-workforce-in-england
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School type Headcount 
Mean Pay 

- male 
Mean Pay 
- female Difference 

% of male 
pay for 
female 

% gap 
2021 

State-funded 
nursery and 
primary 

4,695 £70,392 £68,171 £2,221 96.84% 3.16% 

LA maintained 
nursery and 
primary 

2,860 £70,045 £67,962 £2,083 97.03% 2.97% 

LA maintained 
nursery  

16 £65,971 £62,979 £2,992 95.46% 4.54% 

LA maintained 
primary 

2,844 £70,068 £68,175 £1,893 97.30% 2.70% 

Primary academies  1,835 £70,941 £68,504 £2,437 96.57% 3.43% 

Primary converter 
academy 

1,340 £71,193 £68,776 £2,416 96.61% 3.39% 

Primary sponsor 
led academy 

427 £69,824 £67,479 £2,345 96.64% 3.36% 

Primary free school  68 £72,898 £70,452 £2,446 96.64% 3.36% 

State-funded 
secondary 

2,267 £97,657 £93,958 £3,698 96.21% 3.79% 

LA maintained 
secondary 

468 £98,396 £96,908 £1,488 98.49% 1.51% 

Secondary 
academies  

1,799 £97,462 £93,307 £4,155 95.74% 4.26% 

Secondary 
converter academy 

1,132 £99,207 £96,547 £2,660 97.32% 2.68% 

Secondary sponsor 
led academy 

489 £95,805 £89,836 £5,969 93.77% 6.23% 

Secondary free 
school  

142 £91,516 £85,519 £5,997 93.45% 6.55% 

Secondary UTC or 
studio school 

36 £87,376 £91,572 -£4,196 104.80% -4.80% 

State-funded 
special or PRU 

567 £81,442 £80,238 £1,204 98.52% 1.48% 

LA maintained 
special or PRU 

273 £81,254 £81,504 -£250 100.31% -0.31% 

Special and PRU 
academies 

294 £81,621 £78,568 £3,053 96.26% 3.74% 

Centrally employed  11 £66,623 £64,656 £1,967 97.05% 2.95% 

 
292. It should be remembered that these percentages do not reflect the true gender 

pay gap across education. Analysis by Employer Link on behalf of the LGA96 puts 

the mean gender pay gap at 18.4% and the median gender pay gap at 29.4%. 

 
96 https://www.local.gov.uk/employer-link/useful-resources/analysis-gender-pay-gap-school-sector 
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293. This is clearly down in large part to the high proportion of women working in lower 
paid roles across education but the data in the table above show that women in 
broadly similar roles are paid less than their male colleagues. 
 

294. The table above also shows that the gender pay gap is wider in schools that have 
greater flexibility over their pay arrangements. LA maintained schools (both 
primary and secondary) have a narrower pay gap than academies. Within 
secondary academies, the gap widens further still with secondary free schools 
having the widest gender pay gap of all school types. 

 
295. Comparing the 2021 school workforce census data with that of 202097 shows that 

it is a mixed bag in terms of the narrowing or widening of the gender pay gap for 
head teachers: 

 

School type 
% gap 
2021 

% gap 
2020 

State-funded nursery and primary 3.16% 4.04% 

LA maintained nursery and primary 2.97% 3.70% 

LA maintained nursery  4.54% 10.33% 

LA maintained primary 2.70% 3.43% 

Primary academies  3.43% 4.59% 

Primary converter academy 3.39% 4.81% 

Primary sponsor led academy 3.36% 4.18% 

Primary free school  3.36% 0.69% 

State-funded secondary 3.79% 2.79% 

LA maintained secondary 1.51% -0.01% 

Secondary academies  4.26% 3.50% 

Secondary converter academy 2.68% 1.91% 

Secondary sponsor led academy 6.23% 5.69% 

Secondary free school  6.55% 6.49% 

Secondary UTC or studio school -4.80% -6.50% 

State-funded special or PRU 1.48% 2.86% 

LA maintained special or PRU -0.31% 1.12% 

Special and PRU academies 3.74% 5.07% 

Centrally employed  2.95% 1.15% 

 
296. It can be seen that the gap narrowed in primary schools but widened in secondary 

schools. 
 

297. ASCL welcomes the inclusion of the need to assess the equality impact of any 
changes proposed to the STPCD in the Secretary of State’s remit the STRB, but 
is concerned that this does not appear to include the need to equality assess 
existing arrangements for pay. 
 

  

 
97 School Workforce Census, November 2020 

https://www.gov.uk/government/statistics/school-workforce-in-england-november-2020
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298. In its 32nd Report the STRB98 stated: 

a) ‘Given the current form of PRPP has now been in operation for some eight 
years, best practice suggests that a review should take place. This might 
start by identifying where improvements are most needed. This should 
include reviewing current practice, including understanding equalities 
concerns, and understanding what works well.  
 

We invite the Department to set us a remit to consider the current approach   
 to performance-related pay progression and alternative approaches.’ 
 

299. The gender pay gap in education is very obviously real and as the data above 
demonstrates cannot be explained as being solely down to the gender distribution 
of roles. The state funded education sector in England is failing in its public sector 
equality duty and is failing to demonstrate that is does not have discriminatory pay 
arrangements that pay women less than men for work of equal value.  
 

300. ASCL would welcome confirmation by the STRB that there is a compelling need to 
implement the recommendations in the joint report ‘Closing the Gender Pay Gap 
in Education: A Leadership Imperative’99 (referenced above) and the need for a 

comprehensive review of the pay system for school teachers and leaders, which 
should include: 

 

• Comprehensive analysis on the equality implications of the teachers’ and 
leaders’ pay system, including consideration of the role that performance-
related pay has on the gender pay gap  

• Review of the factors determining pay for school leaders  

• Review of the question of which leadership roles are covered by the 
existing pay structure  
 

B. Broader structural issues: in the 32nd STRB report we indicated a 
willingness to assist in the development of recommendations on broader 
structural issues related to the recruitment and retention of teachers and the 
STRB’s purpose. The report set out a number of observations on such 
issues. Building on this initial work, we invite the sharing of evidence, data 
and views relevant to an effective, coherent and fulfilling career path for 
teachers and educational leaders. 

 

• To what extent do current pay and conditions recognise and 

support distinct career stages and roles? 

• To what extent are these the right career stages/roles? 

• What adjustments, if any, would better support the right 

stages/roles? 

• What other considerations should be considered in supporting an 

effective career path? 

(consider views in context of PD reforms in ITT, ECF and NPQs) 

  

 
98 STRB 32nd Report 
99 Closing the gender pay gap in education: a leadership imperative 

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1092278/STRB_32nd_Report_2022_Accessible.pdf
https://www.ascl.org.uk/gender-pay-gap
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Introduction 

302. We start this section by referencing the actual recommendation on this area by 

the STRB in its 32nd Report100: 

 

‘Career paths and pay structures for teachers and school leaders 

5.4  The pay system for teachers should provide a clear, coherent framework that 

supports, rewards and incentivises teachers at all stages of the multiple 

pathways that teachers may take in their career. It is important that all elements 

of the pay system work together in a complementary manner. The pay 

framework should be structured to support equity of reward and designed and 

operated in a way that maximises its reward impact, ensuring the considerable 

associated public cost is put to the best possible use. 

5.5  Given the changes over recent years to the school landscape, including to 

workforce models and to elements of the existing pay framework, we believe a 

careful examination of the pay framework is now required to ensure its 

effectiveness. 

5.6  This is a very large topic that could be addressed in two stages. The first step 

could be to identify where improvements are most needed. Issues to address 

as part of this review may include: 

• How the pay framework can be better aligned to the key stages of 

teachers’ careers while providing for clear progression, supporting 

different career pathways and more fully reflecting the range of teacher 

and leadership roles. 

• The extent to which the existing allowances meet their objectives in 

rewarding expertise and additional responsibilities. 

• Whether the current pay framework is optimal for recruiting and retaining 

school leaders, including addressing issues such as rewarding new 

leadership roles and reviewing the underlying method for calculating 

head teacher pay. 

 

5.7   The subsequent stage would consider the changes required to the framework 

to deliver the objectives set out above and make recommendations 

accordingly. 

5.8  We invite the Department to set us a multi-year remit: 

• to identify those areas where the framework can be improved such that it 

best supports, rewards and incentivises teachers at all stages of their 

careers, and 

• to consider, and make recommendations on, the changes needed to the 

framework to deliver this.’ 

 

303. There has been a clear shift from the focus of the recommendation, which is 

primarily around the pay framework, to the item included in the remit by the 

Secretary of State which is primarily around career paths. 

 
100 STRB 32nd Report 

https://www.gov.uk/government/publications/school-teachers-review-body-32nd-report-2022


Page 50 of 59  
 

 

304. We believe that this an important area, and as such we will not restrict our 

evidence on this item. 

 

305. We also highlight that in its Recruitment and Retention Strategy101, published in 

January 2019, the Department said ‘We also want a pay system that supports 

career progression. In order to help us achieve this goal, we are planning a 

comprehensive review of the pay framework to support more flexible and 

rewarding career pathways for teachers, creating a more attractive offer for 

teachers at all career stages. We will be asking the School Teachers’ Review 

Body for recommendations on how to achieve this, with a view to implementing 

any reforms in 2020.’ 

 

306. Yet here we are four years later and only just starting to look at this area, with no 

firm plans or dates for implementation. 

 

307. We note that the Secretary of State asks the STRB to consider its views ‘in the 

context of the professional development reforms in Initial Teacher Training, the 

Early Career Framework and National Professional Qualifications.’ 

 

308. We do not believe that this is the right approach.  A strategic review should be 

exactly that – a wholesale review of the career paths and pay structures. To do 

this in the context of current provision would simply ‘bake in’ the many and varied 

problems and flaws within the current system. 

 

309. This area also links to another of the STRB’s future priorities which was ‘Support 

for the broader state-school sector, including the academy sector’ and as such 

should not be looked at in isolation. 

 
310. The STPCD needs to be a benchmark for academies in order for there to be a 

coherent and supportive framework that allows development across the system 

 

311. It needs to be considered alongside the structures and new roles created in the 

academy sector by new and growing trusts, along with the opportunities they 

present, but also the barriers. 

 

312. Many ‘grow their own’ and talent spot across the trust, providing career 

progression opportunities to staff already employed. However, this can present a 

barrier to those not working within the trust, limiting their opportunities to move 

into a trust from a maintained school or single academy trust. 

 

Current pay and conditions framework 

 

313. It is our view that current pay and conditions do not recognise and support distinct 

career stages and roles. Furthermore, it does not cover all school leaders and 

completely excludes those in School Business Leadership roles. 

 
101 Ibid 

https://www.gov.uk/government/publications/teacher-recruitment-and-retention-strategy
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314. There is no real or structured career pathway for someone who wants to 

specialise in being a classroom teacher.  There have been half-hearted attempts 

to address this previously, with the Advanced Skills Teachers and Excellent 

Teacher programmes and subsequent Lead Practitioner roles.  

 

315. However, as is the case for many of the pay flexibilities offered by the STPCD, 

without sufficient funding schools cannot afford to utilise these provisions. 

 

316. Another barrier to the Leading Practitioner roles is the fact that as they are 

remunerated on the leading practitioner pay range, they lose many of the 

protections of the STPCD such as the directed time 1,265 hours/195 days in the 

same way that school leaders do. We believe that this acts as a disincentive to 

becoming a Leading Practitioner. 

 

317. This is a perfect example of how the conditions do not support career stages and 

roles. 

 

318. Diminishing differentials between pay ranges caused by pay awards consistently 

targeted at early career teachers and the erosion of pay caused by real terms cuts 

since 2010 mean that there is little incentive for teachers to want to progress into 

leadership roles. 

 

319. A teacher on the top of the upper pay range with a TLR allowance can be paid 

more than a senior leader. In some cases, they could be paid more than a 

headteacher of a primary school. 

 

320. Add to that the significant change to terms and conditions when taking these roles 

and it makes it an unpalatable option to many teachers. 

 

321. We saw throughout the pandemic the additional expectations and requirements 

placed on school leaders, and especially headteachers, over weekends and 

throughout school holidays. 

 

322. Our members were working unimaginable hours, with no prospect of any let up, 

and no protected time or guaranteed holiday period. 

 

323. We believe that all teachers and leaders should be protected from never ending 

workload and to ensure that they are able to achieve a reasonable and acceptable 

work-life balance, as indicated in the Document. 

 

324. The current conditions system does not support that. 

 

325. Whilst we acknowledge and appreciate that the responsibilities and demands of 

the roles of headteachers and school leaders would not fit into the agreed 1,265 

hour framework for teachers, it cannot be the case that their working hours are 

unlimited, protected only by reference in the Document to the Working Time 

Regulations 1998. 
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326. Changes must be made to provide school leaders, (and those on other senior pay 

ranges like the leading practitioner range), with some protections providing them 

with an upper limit to the days and hours on which they can be required or 

directed to work. 

 

327. We would also like to see them provided with a guaranteed minimum period of 

annual leave, and not just a reference to Working Time Regulations offering basic 

statutory entitlements. 

 
328. This is something that should be actioned as a matter of urgency, and not held 

back with the broader structural issues. 

 

329. Furthermore, there should be provision within the Document to allow employers to 

award payments to teachers and school leaders where they have taken on 

responsibilities or carried out duties which are over and above what should be 

expected of them in extenuating circumstances and are not covered by current 

provisions, as was the case during the pandemic. 

 
330. It is worth remembering that teaching is one of the few public sectors where 

overtime is not payable, which makes the inclusion of the provision as detailed 

above even more important. 

 

331. As highlighted earlier in our submission, the Department’s own research shows 

how many senior leaders and headteachers are returning to lower paid roles – this 

would suggest that current pay and conditions certainly do not support and 

recognised senior leadership roles. 

 

332. ASCL, along with other teaching unions, have consistently called for the removal 

of performance-related pay (PRP) from the Document for several years102. There 

is further information earlier in our submission relating to this. 

 

333. Again, one of the STRB’s future priorities for review was ‘Pay progression, 

including the appropriate use of performance- or capability-related pay.’ 

 

334. It is our firm view that sufficient evidence has been provided by consultees for 

PRP to be removed.  The Review Body itself recommended a review, but yet 

again the Secretary of State omitted it from this remit.   

 

335. As frustrating as this is, it is non-sensical that it was not included in this remit item 

looking at career paths and pay structures. How can career progression genuinely 

be reviewed if pay progression is not considered as part of that review? 

 

Career paths 

 

336. When looking at career paths for the teaching profession, it is clear that unless a 

teacher wants to progress into a leadership role, the path ends rather abruptly. 

 
102 Joint union statement to STRB  

https://www.ascl.org.uk/News/Our-news-and-press-releases/Education-unions-call-on-the-Government-to-repair


Page 53 of 59  
 

 

337. When comparing this to other graduate, and even non-graduate professions, there 

is quite a stark contrast. Take medicine, law and the armed forces for example, in 

each there is a clear career pathway which is recognised with appropriate pay 

levels or structures. 

 

338. Before even beginning training, someone wanting to become a doctor will have 

already thought about the career path they want to follow, and given serious 

thought to any speciality they may be interested in. 

 
339. When joining the armed forces, recruits know what the potential career pathways 

and options available to them are, and what salary they can expect to earn. 

 

340. Law graduates will have considered what area of law they wish to practice in and 

will be aware of the of career path and options available to them, and again have 

a good idea of potential earnings. 

 

341. For teaching graduates, the picture is less clear, particularly if they do not wish to 

go into leadership roles. In primary, there are even fewer options, even if they do 

want to go into leadership. Secondaries offer more leadership options, with Heads 

of Department, Heads of Year, bigger senior leadership teams, and other senior 

roles. 

 
342. Many other professions offer fast-track routes into leadership. This has been 

trialled in education a number of times without meaningful success to date, due to 

the difficulty in identifying high-potential teachers before they have taught, but it 

should be easier to identify and fast-track high potential school leaders in service. 

This would help with the leadership pipeline if the terms and conditions were 

favourable and would allow an ambitious graduate to see school leadership as a 

career option. 

 

343. We note with interest the outcome of the ‘Independent panel on career pathways 

for teachers: final report’103 in Scotland which includes recommendations on 

career pathways for specialist roles for teachers and headteachers and beyond 

headship and we think that research of this nature would be helpful in England. 

 

Mentoring and coaching  

 

344. It is clear that the success of the ECF is dependent on mentoring.  Yet there is no 

additional remuneration for those expected to develop the skills become effective 

mentors.  

 

345. This is such a crucial and valuable role and can be used more widely than just 

with ECTs, but the government provides a minimal amount of funding which just 

supports the time to take the mentor off timetable and some of the training costs. 

 

 
103 Independent panel on career pathways for teachers: final report 

https://www.gov.scot/publications/independent-panel-career-pathways-teachers-final-report/pages/3/
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346. Mentoring and coaching can have a tremendously positive impact on staff in 

schools, and in turn on the education of children and young people. As detailed in 

our previous evidence104 on performance-related pay, we are seeing real shifts in 

practice around appraisal and staff development, heavily linked to coaching and 

mentoring.  

 

347. This can create a more supportive and developmental environment and ethos 

which is likely to enhance relationships and have a positive impact on both 

retention and recruitment. 

 

348. This is one area that we believe should be a priority to be addressed by this 

review. We would like to see a career pathway linked to mentoring and coaching 

which is appropriately resourced, recognised and remunerated. 

 

349. If the government wants the ECF to be successful, which is looking unlikely at 

present, then it must invest in this area by recognising that the mentoring 

expectation is significantly increased and must be remunerated.  

 

350. Again, we refer to the Recruitment and Retention Strategy which states: ‘The early 

career framework reforms must be firmly and exclusively about an entitlement to 

additional support and training – it must not be, or appear to be, an additional 

burden or an assessment of early career teachers.’ 

 

351. Teachers and school leaders are already buckling under an astronomical 

workload. Indeed, our members tell us that this is already the case.  

 

352. A report published in November 2022 ‘Golden Thread or Gilded Cage?’105 

analyses the DfE support for the continuing professional development of teachers.  

It includes the following in a list of concerns with the implementation of the ECF: 

 

• The need for mentors to ‘backfill’ the programme with contextualised learning 

due to the uniform content; this can add significantly to mentor workload. 

• Providing mentors and support for their development places considerable 

strain on schools; this represents a huge risk to the programme. 

• Mentoring costs are such that some schools avoid recruiting newly qualified 

teachers; this is exacerbated by diminishing pay differentials between recruits 

and experienced teachers. 

 

353. Whilst the report highlights ‘An emphasis on wellbeing particularly in relation to 

introducing strategies to manage workload’106 as one of the particular strengths of 

the ECF, this is clearly only focussed on the ECT and not the mentor. 

 

  

 
104 ASCL evidence to STRB (31st and 32nd remit) 
105 Golden thread or gilded cage? CPD position paper (UCET, November 2022) 
106 Ibid 

https://www.ucet.ac.uk/14594/golden-thread-or-gilded-cage-cpd-position-paper-november-2022
https://www.ucet.ac.uk/14594/golden-thread-or-gilded-cage-cpd-position-paper-november-2022
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SENCo 

Context - Changing understanding of Special Needs 

354. The SEND landscape has changed dramatically since 2014. The Children and 

Families Act 2015 was intended to reduce SEND numbers. Since then, SEND 

numbers have been gradually rising.  

 

355. Schools have historically viewed SEND as minority group. Currently the national 

statistic for identified SEND is 16.5%.107 

 

356. Back in 2018, Fischer Family Trust (FFT) tracked the incidence of special 

educational needs (SEND) of a single cohort from Reception in 2004/05 to the 

end of Year 11 in 2016/17. They found that 44% of pupils had been recorded as 

having SEN during their school career.108 

 

357. This data and the increasingly complex presentation of young people is leading to 

recognition that SEND is central to school planning rather than being an 

afterthought. 

 

Current expectations 

 

358. In the most recent Code of Practice 2015109, the SENCo must: 

 

a) be a qualified teacher.  

The governing body of maintained mainstream schools and the proprietors of 

academies and free schools must ensure that a qualified teacher is 

designated as a SENCo. The SENCo must be a qualified teacher working at 

the school although they do not necessarily need to be employed directly by 

the school.  

 

b) Complete the National award in Special Educational Needs Coordination 

within three years of appointment.  

Where a newly appointed SENCo has not previously been the SENCo at the 

school or any other school for more than 12 months, they must achieve a 

National Award in Special Educational Needs Coordination within three years 

of appointment. The SENCo has an important role to play in determining the 

strategic development of SEN policy and provision in the school. 

 

Expected changes 

 

359. The SEND Green Paper110 (and the Schools Bill111) have proposed the SENCo 

Award (currently M Level) is transitioned to an NPQ. 

 

 
107 Special educational needs publication June 2022 
108 More pupils have special educational needs than you might think (FFT, 2018) 
109 SEND Code of Practice (January 2015) 
110 SEND Review 
111 Schools bill 

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1082518/Special_educational_needs_publication_June_2022.pdf
https://ffteducationdatalab.org.uk/2018/11/more-pupils-have-special-educational-needs-than-you-might-think/
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/398815/SEND_Code_of_Practice_January_2015.pdf
https://www.gov.uk/government/consultations/send-review-right-support-right-place-right-time
https://bills.parliament.uk/bills/3156
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360. Current challenges for leadership of SEND in schools: 

 

• Recruitment and retention of SENCos.  

There is currently little incentive to take on the ‘exponential workload that 

comes with this role’. (see evidence section in annex one) 

• The current SEND allowance is not sufficient to act as an incentive. 

• Recruitment and retention of support staff is adding to the pressure on 

SENCos.  

Members tell us – ‘it’s not just difficulties of recruitment and retention of TAs - 

even being able to afford them due to the impact of budgets... Not just 

impacting teacher workload but also SENCo workload since increasingly 

difficult/impossible to deliver SEND provision’.  

• Removal of the SENCo Award – there were academic benefits to an M level 

Qualification that some would argue have significantly benefited the 

professionalism of this role. The academic expectation involved interrogating 

evidence and interrogation of impact and the development of professional 

curiosity and confidence. All of these dispositions are key to success of this 

role. This new NPQ must not be lost in transitioning to an NPQ. 

• For some staff eager to progress a school funded M level award has been an 

incentive. There has been no research into the impact of losing the M level 

award as the award is removed and becomes an NPQ. 

• There can be no time lapses transitioning from SENCo Award to SEND NPQ as 

this is a statutory award. This also applies to any DfE tendering process. 

 

361. See annex two for details of what ASCL believes the career pathway for a SENCo 

should look like. 

 

School Business Leaders 

 

362. There are many different career paths that those working within business 

leadership roles can follow, but none are specifically or clearly defined. 

 

363. Furthermore, the disparity and fragmentation of the pay for these roles makes it 

even more haphazard. There are generalist roles covering all areas of Business 

Leadership, and specialist roles focussing on one or two specialised areas, such 

as Finance, HR, Operations. The Institute of School Business Leadership (ISBL) 

has a set of professional standards112 which are endorsed by ASCL. The 

standards encompass all areas of business leadership and are split into four tiers.   

 

364. Previously, funded professional development provided good opportunities for 

Business Leaders/Managers to acquire the skills and qualifications to support their 

career progression (CSBM, DSBM, ADSBM programmes113). 

 

365. The current lack of funded professional development coupled with the pay 

disparities contribute to problems in recruiting and retaining Business Leaders.  

 
112 ISBL Professional Standards 
113 School Business Management - impact and evaluation update 2009-2010 

https://isbl.org.uk/the-isbl-professional-standards/
https://dera.ioe.ac.uk/2122/7/download_id=132141&filename=sbm-impact-evaluation-update-09-10_Redacted.pdf
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The NPQs114 are only available to school leaders who are teachers, completely 

excluding Business Leaders from accessing qualifications relevant to their roles 

as school leaders. 

366. The description on the website for NPQs states: ‘National professional 

qualifications (NPQs) are designed to support the professional development of 

teachers and leaders.’ and ‘The specialist and leadership NPQs provide training 

and support for teachers and school leaders at all levels.’ But this clearly does not 

include Business Leaders, despite there being ‘4 leadership NPQs in senior 

leadership, headship, executive leadership and early years leadership’. 

 

367. Being allowed funded access to the leadership NPQs would allow Business 

Leaders to evidence their knowledge and expertise and progress to the top tier of 

the standards. 

 

368. This is just one example of how Business Leaders are overlooked, or not 

acknowledged by the Department or the government when looking at or talking 

about school leaders. This is something that must be addressed so that all school 

leaders are recognised, valued and remunerated for the crucial work that they do. 

 

Strengths and weaknesses of the current system 

 

369. In discussions with members of ASCL Council we have obtained the following 

feedback on some of the strengths/positives in the current system and some of 

the weaknesses/negatives, and some suggestions for areas for improvement or 

development. 

 

Strengths/positives 

• Opportunity to be paid while you train is good. 

• Good, free training opportunities – NPQs, good but quality of delivery can be 

variable.  

• Bursaries and scholarships – enable career changers to re-train with an 

income. 

• ECF programme – support, training and mentoring for two years, rather than 

ad-hoc after first year. 

 

Weaknesses/negatives 

• Recruitment targeted only at young, much wider workforce to appeal to – 

career, changers, re-entrants. 

• Bursaries: only for some subjects, some people cannot afford to retrain if not 

in relevant subject; not required to repay if do not stay in teaching. 

• Schools struggling with capacity to mentor ECTs – cannot accommodate. Can 

deter schools from employing ECTs. 

• Promotion opportunities more difficult/limited at senior levels when looking to 

move from a single school or academy into a trust. 

 
114 National Professional Qualifications 

https://www.gov.uk/government/publications/national-professional-qualifications-npqs-reforms/national-professional-qualifications-npqs-reforms
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• Pay and conditions may be an issue in some MATs – this is why the STPCD 

should be a benchmark of minimum provision. 

• Drive by DfE to cut number of TLR roles as part of cost-cutting exercises – 

reducing/removing career progression opportunities. 

• Media portrayal of teaching could be off-putting – status and profile of the 

profession needs to raised and valued and recognised for the important 

career it is. 

• Does not cover all school leadership roles. 

 

Suggestions 

• Look at how we school – use of technology, flexibility – job shares.  

• Job must be able to be ‘done in a working day’; it is in effect two jobs, one in 

school during the working day, another at home in evenings and weekends. 

• Paid sabbaticals for summer term after an agreed minimum length of service, 

eg could be able to take the summer term and holidays on full pay after a 

minimum service of say five years. 

• Please keep NPQs free and quality assure standard of delivery. 

• Promote Flexible Working opportunities more, especially at senior levels, eg 

Co-Headship, remote working. 

• Look at other age groups for potential recruitment – eg over 55-year-olds and 

consider reviewing tax arrangements on pensions to facilitate this. 

 

Conclusion 
 

302. We believe that a significant increase is required to all pay ranges in September 
2023.  

 
303. Furthermore, we call for a long-term commitment to funding over a number of 

years in order that the significant real term decline in pay rates can be reversed 
together with the re-establishment of previous differentials between pay ranges. 

 
304. We again recommend that the performance-related pay element of the pay 

system is removed from the STPCD. 
 
305. Workload and wellbeing must be addressed for all teachers and leaders. We call 

for provisions to be made within the Document for school leaders not covered by 
the 1,265 directed time provisions, to determine and codify expectations of 
working hours and entitlement to time off. This must happen for September 2023. 

 
306. School Business Leaders must be recognised and remunerated for the vital roles 

they carry out and the level of responsibility and accountability that those roles 
hold. 

 
307. We would like to see the Review Body’s other areas of priority acted on as soon 

as possible, and a co-ordinated and strategic approach taken so that areas are 
not reviewed in isolation. 

 
308. We look forward to working with the Review Body and other consultees on the 

broader structural issues as part of the next remit. 
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309. We hope that this response is of value to your consultation. ASCL is willing to be 

further consulted and to assist in any way that it can. 
 
 
Louise Hatswell & Carl Parker 
Conditions of Employment Specialists: Pay 
 
Association of School and College Leaders 
21 March 2023 


