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School Teachers’ Review Body (STRB): Remit for the 29th Report - 
2019 pay award 
 
Response of the Association of School and College Leaders 
 
1 The Association of School and College Leaders (ASCL) represents over 19,000 

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 per cent 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 21 
November 2018 which addresses the arrangements for the 2019 pay award. 

 
3 However, we remain concerned about the lack of commitment from HM 

Government to prioritise the funding of education or take on board the 
recommendations of the independent pay review body. The STRB’s 
recommendations in their 28th Report1 were clear: a 3.5 per cent uplift to each pay 
and allowance range for teachers and school leaders. We recognise that this 
followed careful consideration of the merits of each range and allowance and was 
not a blanket award. 

 
4 We understand that the Government rejected the STRB’s recommendation on the 

grounds of affordability. Putting the arguments for affordability aside until later, this 
decision is very concerning in that it ignores the findings and advice of the Review 
Body that a substantial uplift was required on all pay ranges and allowances in order 
to ‘address deteriorating trends in teacher retention by improving the position of the 
teachers’ pay framework in the labour market for graduate professions’2. 

 
5 In addition, when one considers the significant issues facing employers when 

trying to recruit to the leadership group, which the STRB’s 28th Report highlighted, 
it is perverse for the Government to not only propose differentiating the award but 
to give the lowest increase to the leadership group. The only conceivable outcome 
can be that the recruitment and retention problems at this level will be 
exacerbated, and as good school leadership is key to school improvement, this 
lack of investment in our children’s education is, in our view, wrongheaded. 

 
6 We were encouraged by the fact that the Department for Education (DfE) went 

some way to recognising the funding crisis being faced by schools and sought to 
address this in part by providing some funding to support this year’s pay award for 
schools in England. However, despite the Department’s continued misleading 
rhetoric, the uplift was only part funded as schools in England were still required to 
meet the first 1 per cent of the award, placing many of them in further financial 
difficulties, and sixth form colleges received no financial support. 
 

7 We therefore start this pay round in a situation where the real terms pay of many 
                                                           
1 School Teachers’ Review Body 28th Report: 2018 
2 ibid 

https://www.gov.uk/government/publications/school-teachers-review-body-28th-report-2018
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staff is far worse than the STRB could have anticipated when they made their 
recommendations last time and the financial burden on schools, as we shall 
evidence, has worsened. 
 
Matter for recommendation 
 
An assessment of what adjustments should be made to the salary and 
allowance ranges for classroom teachers, unqualified teachers and school 
leaders to promote recruitment and retention, within the bounds of 
affordability across the school system as a whole. 
 

8 As previously stated, we welcome the recommendations made by the STRB in 
their 28th Report which recognised the pressures on recruitment and retention 
across the pay framework. However, as the majority of these recommendations 
were rejected by the Secretary of State on the grounds of affordability and not 
because he refuted the analysis of the evidence, the STRB must now assess the 
appropriateness of any uplift for this year whilst taking into account the 
unanticipated real terms decline suffered by those ranges whose recommended 
uplifts were reduced. 
 

9 Whilst we welcome the funding that was provided towards last year’s increase, 
this was not fully funded, leaving schools and academies having to fund the first 1 
per cent from their already stretched budgets. Nor was it provided across the 
sector. Future increases must be fully funded in order that employers are able to 
implement them across the pay ranges if we are to stem the fragmentation of the 
pay framework. 
 

10 It remains our position, that the STRB should include, as a specific 
recommendation, that HM Government returns to the principle of fully funded pay 
awards. 
 

11 Budget pressures are increasing. Research by the Education Policy Institute3 
(EPI) showed that without additional funding, a 1 per cent increase in teacher pay 
in 2018/19 and 2019/20 would push 228 local authority maintained primary 
schools and over 25 secondary schools into a deficit budget. They stated, 
‘Expecting schools to meet pressures from a combination of core government 
funding and their reserves does not, for many schools, look feasible even in the 
short-term’. 
 
Argument 
 
Current Picture 
 

12 Following the removal of the public sector pay cap, in their last Report the STRB 
were able to make an unfettered recommendation on teachers’ pay for the first 
time since 2010. The recommendation of 3.5 per cent for each range and 
allowance was less than the 5 per cent recommended by the joint unions but was 
a welcome recognition of the pressures on recruitment and retention. 
 

13 In a move that showed an utter disregard for the evidence, the Government chose 
to ignore the Report of the STRB and rejected the majority of the 
recommendations in favour of reduced awards of 2 per cent to the Upper Pay 
Range, Leading Practitioner Range and allowances, and just 1.5 per cent to the 
Leadership Pay Ranges. 

 

                                                           
3 EPI - School Funding Pressures in England March 2018  

https://epi.org.uk/publications-and-research/school-funding-pressures/
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14 This has left more senior and experienced teachers and school leaders not only 
with yet another year of a real terms decrease in their pay, but also saw no move 
towards restoring the value of pay against the significant losses suffered since 
2010. 
 

15 It is also the case, that although salaries at the UK’s leading graduate employers 
have remained unchanged for the fifth consecutive year, with a median starting 
salary of £30,0004, this continues to compare unfavourably with teachers starting 
salaries. This is all against a backdrop where The House of Commons Briefing 
Paper ‘Teacher recruitment and retention in England’5 highlighted that in 2017, for 
the first time, more teachers left the profession than joined 
 
Recruitment and Retention 
 

16 It will come as no surprise then that the recruitment and retention crisis continues. 
A significant driver behind the continued crisis in teacher recruitment, particularly 
in the secondary sector, is the growth in pupil numbers with an extra 400,000 
pupils expected to enter the secondary phase over the next 5 years. 
 

17 Therefore, although the most recent census data on Initial Teacher Training (ITT)6 
shows an increase in the total number of postgraduate trainees for both primary 
and secondary schools, with just over 16,000 secondary school trainees and just 
under 13,000 primary trainees in 2018-19, there remains a significant undersupply 
in the majority of subject areas. Indeed, the increases in secondary school 
trainees were mainly driven by rises in Biology, English, PE and Geography, 
which, with the exception of Geography, are subjects where the shortages are 
less acute than in other areas. 
 

18 There are additional challenges in secondary schools which make the pressure on 
recruitment more acute. The government’s ambition for 90 per cent of GCSE 
pupils to be entered into the English Baccalaureate (EBacc) by 2025 will require a 
very significant rise in the number of teachers able to teach these subjects. 
Analysis by the EPI7 suggests that the number of modern foreign languages 
teachers would need to increase by 78 per cent in 2019–20 in order to meet 
government targets. 
 

19 We broadly welcome the DfE’s recently published Teacher Recruitment and 
Retention Strategy8 and believe that there are elements within it that have the 
potential, in time, to make significant positive changes. 
 

20 However, the Department has had to respond to the lack of success of some of 
their existing schemes, most notably the ITT bursary and scholarship payments. 
This is because the current strategies have not seen sufficient numbers of 
qualifying graduates remaining in teaching. As a result, the DfE have already 
introduced a mathematics early-career payments’ pilot that is available to teachers 
starting their initial teacher training in the 2018 to 2019, or 2019 to 2020 academic 
year which is in addition to the £20,000 bursary or £22,000 scholarship during ITT. 
All eligible teachers will receive early-career payments of £5,000 each in their third 
and fifth year of teaching. Those who are teaching in one of the targeted local 
authorities will receive an uplift of an additional £2,500 to each of these payments, 
bringing the total to £7,500. 
 

                                                           
4 High Fliers The Graduate Market in 2019  
5 HOC Briefing Teacher Recruitment in Schools December 2018  
6 Initial Teacher Training (ITT) Census for the academic year 2018 to 2019, England  
7 EPI Teacher Labour Market Pressures  
8 Department for Education Teacher Recruitment and Retention Strategy  

https://www.highfliers.co.uk/download/2019/graduate_market/GMReport19.pdf
http://researchbriefings.files.parliament.uk/documents/CBP-7222/CBP-7222.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/759716/ITT_Census_2018_to_2019_main_text.pdf
https://epi.org.uk/publications-and-research/the-teacher-labour-market/
https://www.gov.uk/government/publications/teacher-recruitment-and-retention-strategy
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21 However, feedback from our members indicates that the mathematics early- 
career payments’ scheme is unlikely to have a significant impact on the number 
and quality of mathematic teachers being retained in the profession, and in any 
event, should it prove successful, its impact will not be felt for some years. 

 
22 The DfE have also introduced the teachers' student loan reimbursement scheme. 

This is open to teachers in years 1-5 of their career who teach at least one of the 
eligible subjects: 
• biology 
• chemistry 
• computer science 
• languages 
• physics 
 

23 The scheme is being piloted in a small number of local authority areas. As the 
STRB are aware, we have long called for the Department to introduce use the 
high cost of student loans as a way of recruiting graduates into teaching and to 
retain them in the profession. We are disappointed with the nature of the scheme 
the Department has chosen and would have preferred them to adopt the model 
used by the NHS for dental graduates. As it is, we do not expect the pilot to 
address the nationwide shortages our members are experiencing currently. 
Recruitment is difficult across the country and is most acute in socially deprived 
areas. 
 

24 Evidence from the EPI9 showed that there are stark differences in how highly- 
qualified teachers are represented in the most, and least deprived schools in 
England (at KS4) that are not being addressed by current measures. 
 

25 It is unarguably the case that the continued trend in recruitment has been 
downward. Evidence from the EPI shows that we continue to see falls in physics, 
mathematics and technology, all of which are now equal to their lowest levels 
seen in the recent past. Trainees represented less than half (47 per cent) of the 
target for physics in 2018 and about a quarter (25 per cent) for D&T, despite the 
recent introduction of the phased inducements. 
 

26 Exit rates are also increasing. It is the case that these rates remain particularly 
high early in teachers’ careers: only 60 per cent of teachers remain in state- 
funded schools five years after starting and this drops to 50 per cent for ‘high- 
priority’ subjects like physics and mathematics. Yet, the issue of retention is not 
solely one pertaining to the early career years. Analysis by the NFER10 shows the 
proportion of classroom secondary teachers in the workforce aged 50+ had fallen 
from 23 per cent in 2010 to 17 per cent in 2017. 
 

27 We are particularly concerned that the DfE’s Recruitment and Retention Strategy 
ignored the difficulties there are in recruiting and retaining senior leaders. This part of 
the workforce has been hit disproportionally harder than any other pay range in recent 
years as any differentiated pay uplift has favoured the main pay range and other 
financial strategies have been aimed at early career teachers. Meanwhile higher 
earners are seeing their take home pay further hit by increases in deductions, changes 
to pension allowances and are subject to a high stakes accountability system. We 
know that employers are continuing to struggle to recruit and retain good school 
leaders and therefore the decision by the Secretary of State to reduce the 
recommended level of the leadership pay range uplift last year to just 1.5 per cent can 
only have worsened the situation. 

                                                           
9 EPI The teacher labour market in England: shortages, subject expertise and incentives  
10 NFER Article Latest teacher retention statistics paint a bleak picture for teacher supply in England 

https://epi.org.uk/publications-and-research/the-teacher-labour-market-in-england/
https://www.nfer.ac.uk/news-events/nfer-blogs/latest-teacher-retention-statistics-paint-a-bleak-picture-for-teacher-supply-in-england
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Impact of Brexit 
 

28 Brexit is having an impact on the teaching workforce with a sharp decline in the 
number qualified teachers from the EEA being awarded QTS in England. There 
were 3,525 QTS awards made to qualified teachers from the EEA in the financial 
year 2017/18 (the latest available data). This represents a 25 per cent decrease 
from financial year 2016/17, where the number of QTS awards was 4,690. This 
decline in teachers from the EEA seeking QTS in England will have an impact 
across the board but will have a particularly significant impact on teachers of MFL. 
 

29 This fall in migration of teachers from the EEA is not being replaced by teachers 
from other countries. The number of QTS awards made to teachers from outside 
the EEA (Australia, Canada, New Zealand and the USA) was 1,475 in financial 
year 2017/18. This is a 14 per cent decrease from financial year 2016/17, where 
the number of QTS awards was 1,71511. 
 

30 For this trend to be reversed potential migrants need to have confidence that 
teaching is a profession that is valued in this country and that the acute shortages 
and current recruitment and retention crisis is being recognised through an 
appropriate pay framework. 
 
Use of Supply Teachers 
 

31 In order to address recruitment problems our members are often having to use 
supply agencies. A survey of our members showed that more than 70 per cent 
have increased their spending on agency supply teachers over the past three 
years and that the teacher recruitment crisis is a major factor in driving up costs. 
The survey showed that many schools have to use agency supply staff not just to 
provide cover for teacher absence but because they are struggling to recruit 
permanent teachers. 
 

32 The survey of 322 headteachers of state-sector secondary schools in England 
found that almost all of them (97 per cent) have used agency supply teachers in 
the past 12 months, and that two thirds (66 per cent) have had to do so to cover 
vacancies caused by difficulty in recruiting permanent staff. 
 

33 We also found that: 
• 71 per cent (228 respondents) said they have had to increase or significantly 

increase the amount they spend on agency supply teachers over the past 
three years. 

• The main reasons for this increased expenditure were greater reliance upon 
supply agencies because of difficulties in recruiting permanent teachers, 
with 53 per cent (171 respondents) citing this as a factor, and increased 
supply agency fees, with 54 per cent (173 respondents) saying this was a 
factor. 

• 82 per cent (264 respondents) said the daily rate for hiring an agency supply 
teacher was more expensive than it would cost for an equivalent permanent 
teacher, and 42 per cent (135 respondents) said it was over 10 per cent 
more expensive. 

• 74 per cent (237 respondents) spent between 1 per cent and 5 per cent of 
their school budget on agency supply teachers over the past 12 months. 
Nearly a fifth (17 per cent) spent between 6 per cent and 10 per cent. In an 
average- size secondary on minimum funding in 2018-19 that equates to 
between £261,000 and £435,000. Nineteen respondents spent more than 10 
per cent. 

                                                           
11 Initial Teacher Training (ITT) Census for the academic year 2018 to 2019, England  

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/759716/ITT_Census_2018_to_2019_main_text.pdf
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School Funding 
 

34 ASCL continue to be very clear in our messaging to the DfE and HMT that new 
money is urgently required to boost school budgets. In the period 2009/10 to 
2017/18, total school spending per pupil fell by 8 per cent in real terms12. The 
additional £1.3 billion added to core schools funding over the period 2018 - 2020, 
and the £508 million teachers’ pay grant (over the same period) are very welcome 
but necessary sums. However, it should be noted that these allocations hold total 
spending at a rate 4 per cent lower in real terms than spending prior to 2015. They 
do not account for a series of unfunded costs, such as increased contributions to 
National Insurance, employer contributions to pensions, pay awards and the 
apprenticeship levy. Furthermore, these allocations are funding recycled from 
elsewhere within the current overall education budget. 
 

35 During the 2000s, primary and secondary spend per pupil increased by around 5 
per cent each year. This ended in 2011/12 with spend frozen in real terms from 
2011/12 to 2015/16. (IFS long run trends April 16)13. However, it should be noted 
that it was only protected in real terms because of the introduction of the Pupil 
Premium Grant. The basic rate of per pupil funding was largely frozen in cash 
terms. 
 

36 As the purpose of the Pupil Premium Grant is to provide additional provision for 
disadvantaged children, the reality was that funding pressures accumulated in 
terms of core provision (see p.29 of the IFS reported cited above). 
 

37 In 16-19 education the situation is even worse. Evidence indicates that when there 
are spending cuts, 16-19 provision suffers more than cuts to school spending and 
sees smaller rises when there are increases in public spending. ASCL is 
concerned that this indicates that 16-19 publicly funded education is considered of 
lower priority than publicly funded pre-16 education. It is astonishing that 
university tuition fees are charged at a maximum rate of £9,250 compared to a 
basic funding rate of £4,000 per pupil in sixth forms and colleges. 
 

38 We know that more schools are working with in-year budget deficits14 and that by 
implication reserves are reducing. Indeed, the number of maintained secondary 
schools posting in-year deficits trebled between 2013/14 (8.8 per cent) and 
2601/17 (26.1 per cent) and this has risen again in 2017/18 to 30 per cent15. The 
number of maintained primary schools posting in-year deficits increased from 4 
per cent in 2015/16 to 7.1 per cent in 2016/17. 
 

39 This evidence is supported by ASCL’s May 2018 funding survey for business 
leaders. Respondents told us that 50 per cent did not have any free reserves, and 
80 per cent told us that those with free reserves had seen them fall in the last 
three years. 
 

40 As indicated earlier, we welcomed the DfE commitment to provide funding to meet 
the costs of the teachers’ pay award in some settings but remain disappointed that 
those schools had to fund the first 1 per cent from their existing budget allocation. 
We are clear that the full cost of any pay award should be funded in full for 
2018/19, 2019/20 and beyond, and that no school should see a shortfall. 
According to EPI research16 only 27 per cent of schools received funding that was 
within 5 per cent of costs associated to the pay award. 

                                                           
12 Institute for Fiscal Studies 2018 Annual Report on Education Spending in England  
13 Institute for Fiscal Studies Long-Run Trends in School Spending in England  
14 EPI School Funding Pressure in England March 2018  
15 EPI School Revenue Balances in England  
16 EPI Winners and Losers from the Teachers’ Pay Grant 

https://www.ifs.org.uk/uploads/publications/comms/R150.pdf
https://www.ifs.org.uk/publications/8236
https://epi.org.uk/wp-content/uploads/2018/03/School-funding-pressures_EPI.pdf
https://epi.org.uk/publications-and-research/school-revenue-balances/
https://epi.org.uk/publications-and-research/teacher-pay-grant-allocations/
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41 ASCL believes that the pay of teachers in all types of sixth form provision should 
be equally and fairly supported by the teachers’ pay grant. 
 

42 In addition, all schools have had to fully fund the support staff pay award which 
has increased these pay bills by at least 2 per cent per year for 2018/ 2019 and 
2019/20. We supported the improved pay award for support staff but must 
acknowledge the further cuts that schools have had to make to make this 
affordable. 
 

43 ASCL has proposed to government that the following immediate actions are taken 
to address the chronic funding crisis in our schools and colleges: 
• Introduce additional money into the education budget, so that real terms cuts are 

reversed, and schools and colleges have sufficient funding to set inflation- 
proofed three-year budget plans; and 

• Commit to fully funding all future pay increases and employer contributions 
to staff pensions for teachers and support staff in schools and colleges. 

 
Affordability 
 

44 We firmly believe that the issue of affordability lies with the Government and not 
the STRB. The lack of adequate pay increases over a prolonged period are the 
reason that significant increases are now required and the school budget issues 
detailed are the reasons that schools do not have the funds to cover the increases 
required, or indeed the 1 per cent they were expected to fund in 2018/19. 
 

45 We urge the STRB to recommend a return to fully funded awards. The teachers’ 
pay grant was a welcome step towards this, but additional funding is needed if we 
are not to see the pay awards pushing schools into deficit or further into deficit and 
causing employers to have to employ less teaching staff or not fully implement pay 
awards to all pay ranges. 
 
Application of the 2018/19 Pay Award 
 

46 As indicated above, school budgets remain under considerable pressure. The 
teachers’ pay grant did not cover the cost of even the reduced pay award, and this 
has impacted on how employers felt they were able to pass on the award to their 
staff. 
 

47 A survey of our members at our Regional Information Conferences indicated that 
members’ employers proposed doing the following when it came to applying the 
2018/19 pay award: 
 
Award the increase, as set out in the STPCD, to those on the 
minima and maxima of the relevant range only. 6.7% 

Award the increase, as set out in the STPCD, to all those on the 
relevant range. 86.7% 

Award uplifts in excess of those set out in the STPCD for at least 
one of the ranges. 2.1% 

Award uplifts below those set out in the STPCD for at least one of 
the ranges 2.1% 

Other 2.4% 
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48 We understand that where uplifts were awarded in excess of the award this was to 
either bring all ranges in line with the 3.5 per cent award, or to increase the 
leadership award in order to address the recruitment and retention issues. 
 

49 Where increases have not been awarded across the range or have been below 
the STPCD recommendation we understand that this has been for budget reasons 
and has not been linked to performance. Employers recognise the short-term 
nature of this approach but are often in an invidious position. 
 

50 This continued undermining of the pay framework by employers, whilst 
understandable in part from a short-term budget standpoint, is detrimental to 
teaching as an attractive profession. The core purpose of the STRB is to ensure 
that the pay and reward system keeps teaching competitive, not just at the entry 
point but throughout a teacher’s career. If employers are permitted to continue to 
erode the system then we can expect to see a worsening of the recruitment and 
retention crisis. 
 
Conclusion 
 

51 In light of the DfE’s unilateral rejection of the majority of the STRB’s 
recommendations last year, the continued recruitment and retention crisis and 
school and college budget pressures we call upon the STRB to review all of the 
ranges in order to ensure that all teachers and school leaders are rewarded 
appropriately. 
 

52 We call again for the STRB to recommend that the annual uplift be applied to all 
points (fixed or otherwise) in an employers’ pay policy in order to address the 
increasing number of employers who, because of funding pressures, are being 
forced to undermine the STRB’s recommendations and attempts to improve 
recruitment and retention. 
 

53 In order that employers are able to afford to pay teachers the annual uplift they 
deserve, that the STRB recommend that HM Government fully fund any award for 
schools and colleges. 
 

54 I hope that this is of value to your consultation, ASCL is willing to be further 
consulted and to assist in any way that it can. 
 
 

Sara Ford 
Association of School and College Leaders 
30 January 2019 


