
 

 
 
 
 
 

Value Education, 
Value Educators: 
Teacher Pay in England 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

National Education Union 
Submission to the School Teachers’ Review Body 
March 2022 
 
 
 

  



National Education Union: Submission to the School Teachers Review Body  2 
 

 
 

 
 

Contents          Pages 

 
 
Executive Summary         3-5 
 
The evidence base and the role of the STRB     6-8 
 
Value Education, Value Educators       9-10 
 
Teacher pay since 2010: the impact assessment     11-25 

• Overview. 

• Teacher pay cuts in real terms.        

• Teacher pay cuts compared to other graduate professions. 

• Teacher pay in the international context. 

• Treasury evidence and the impact of austerity policies. 

• The impact on teachers and school leaders:  
the NEU Pay and Progression Survey. 

 
Recruitment and retention since 2010: the impact assessment   26-33 

• Overview. 

• Teacher recruitment. 

• Teacher retention. 

• Class sizes and pupil numbers. 
 
The pay increases needed in 2022 and 2023     34-37 

• Overview. 

• Increases needed to starting pay. 

• Increases needed across the pay structure. 

• Securing fair and competitive pay in the long term.     
 
The pay structure reforms needed      38-43   

• Overview.      

• The need for a fair national pay structure.      

• Allowances.      

• Leadership group posts.  

• Equal pay for equal work.     

• Pay for supply teachers.       

• Pay in London and the Fringe Area.  

• Government proposals on the pay structure.   
 
Teacher Workload         44-49 
 



National Education Union: Submission to the School Teachers Review Body  3 
 

 
 

 
 

Executive Summary 

1. The National Education Union (NEU) is the largest education union in Europe.  The 
NEU represents the majority of teachers and education professionals in the UK. 
 

2. This submission to the School Teachers’ Review Body (STRB) sets out the NEU’s 
evidence-based position on the key pay and workload issues facing the teaching 
profession and responds to the remit on teacher pay in England given to the STRB by 
the Secretary of State on 17 December 2021.  

 
3. We note the comments made by the STRB in its 31st Report, that it should be 

“allowed to fully exercise our role in making recommendations on pay uplifts for all 
teachers and school leaders … based on the evidence, including conditions in the 
wider economy.”1  We agree that the STRB must be able to look at all of the relevant 
evidence.  We believe that this must include the impact of Government policy since 
2010 on teacher pay, and on recruitment and retention. 

 
4. In its 31st Report, the STRB expressed hope that improved recruitment and retention 

data signalled a reversal of the adverse long-term trends.  Unfortunately, the latest 
evidence indicates that any improvements due to the pandemic were temporary and 
that the underlying deep problems with teacher supply have quickly re-emerged.  
This submission sets out details of the latest picture on recruitment and retention, in 
the context of the crisis in teacher supply which developed in the 2010s and which 
continues to have an impact. 

 
5. The STRB also expressed fears that an upturn in the wider graduate labour market at 

a time when teacher pay was frozen would result in damage to the competitive 
position of teacher pay.  These fears are being realised.  This submission provides the 
latest details on teacher pay in the context of the wider graduate labour market, in 
addition to the impact of the attacks on teacher pay since 2010. 

 
6. On any objective analysis, Government policy since 2010 has failed.  Pay levels have 

been cut significantly in real terms, unfair performance-related pay (PRP) has been 
imposed, workload problems have increased, and serious recruitment and retention 
problems have developed.  The return of high inflation, with prices going up at a rate 
not seen for three decades, has intensified the impact of the Government’s 2021 pay 
freeze.   

 
7. Government policy on teacher pay since 2010 has not been based on evidence, but 

on ideology.   The Government’s political choices have already caused significant 
damage to the ability of the profession to value – and, therefore, to recruit and retain 
– teachers.  We need evidence-based policy to repair the damage.   

 
1 STRB 31st Report, Executive Summary, page 2. 
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8. The STRB must demonstrate its independence by setting out evidence-based 
recommendations grounded in an objective review, without preconditions, of the 
action needed on teacher pay.  It is then for the Government to take political 
responsibility by fully funding the pay increases, pay reforms and improvements to 
workload that are needed. 

 
9. The STRB’s analysis must be holistic if it is to recommend effective solutions.  

Recruitment and retention problems, for example, cannot be solved without urgent 
improvements in both pay and workload.  The increases needed in starting pay must 
be accompanied by equivalent increases in pay for more experienced teachers.  

 
10. We set out below how the evidence supports our call for pay increases for all 

teachers and school leaders of at least 8% in September 2022, followed by at least 8% 
in September 2023.  These increases are the clear, simple and fair actions on pay that 
are needed.  We are opposed to differentiated pay increases; they are unfair, they 
cause great anger, and they result in additional retention problems.  A commitment 
to a pay increase of at least 8% this year and next for all teachers and school leaders 
is the powerful signal needed to attract and retain the teachers we need. 

 
11. These increases would only start the job of repairing the damage caused by the 

attacks on teacher pay and pensions since 2010 and establishing pay levels sufficient 
to properly value teachers and ensure teaching can compete effectively against other 
graduate professions. 

 
12. In the context of the remit to consider pay increases for both 2022 and 2023, we are 

clear that imposition of multi-year increases through the STRB mechanism is not 
acceptable and would most appropriately be part of a collectively agreed package of 
improvements to teacher pay and conditions such as those previously arrived at in 
Scotland. 

 
13. The issue of the multi-year award is secondary to the need to secure significant pay 

increases for all teachers and school leaders, but this in turn raises a key question.  
Inflation is already high and is predicted to increase still further, even before the full 
impact of geopolitical factors (such as the crisis in Ukraine that was developing at the 
time of writing) is felt.  The outturn for inflation could prove to be even worse than 
commentators are currently predicting.  That means that we must put in place real 
protections for teachers against such an outcome. 

 
14. The NEU’s call for an increase of at least 8% in 2022 and 2023 reflects the need to 

take full account of the outturn for inflation.  We also call for a fair and effective 
review mechanism, so that teachers are protected against high inflation throughout 
the two-year period. 
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15. Previous multi-year awards in England (which also applied to Wales) included a 
reopening clause under which any party could ask the STRB to review the increases 
awarded in the light of average inflation levels over a year.  A much more robust 
mechanism is required in the context of the STRB’s current remit.  There must be fair 
and clear criteria for a review of the pay award to be automatically triggered, as soon 
as inflation reaches a given point.  

 
16. Alongside pay, we again include a separate section on workload issues.  Pay and 

workload problems interact and should not be considered in isolation from each 
other.   

 
17. Sky-high workload has an adverse impact on the hourly value of pay.  Hourly pay for a 

teacher on the maximum of the Main Pay Range outside London and the Fringe Area 
is just £14 based on the average working week of 52.9 hours.   

 
18. The latest NEU Pay and Progression Survey, details of which are set out in this 

evidence, shows that NEU members are increasingly angry about pay levels.  This 
year, 86% of respondents said that their pay was less or significantly less than they 
would expect to be paid given their job role, responsibilities and workload. This is a 
significant increase from the equivalent figure of 56% last year. 

 

19. The NEU Pay and Progression survey also found that 82% of respondents had 
considered leaving teaching due to concerns about pay levels or PRP, up significantly 
from last year’s equivalent figure of 60%.   

 

20. The number responding on the issue of pay has increased: last year 38% mentioned 
pay either alone or as part of a “both reasons” answer, this year it was 63%.  The 
proportion giving PRP as a reason rose from 38% last year to 52% this year. 

 
21. Our evidence sets out the need for effective action on workload, which must come 

alongside the urgent improvements needed to pay levels and the pay structure. 
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The evidence base and the role of the STRB 
 
22. We note above the points made by the STRB in its 31st Report on the constraints 

imposed on it by the Government last year.  Despite the huge contribution made by 
teachers to the pandemic response and the damage caused by pay cuts, the 
Government froze teacher pay in 2021.  Its definition of “pay restraint” means that it 
plans more real terms pay cuts for teachers.  That is a political choice made by the 
Government, which should not define the scope of the STRB’s considerations.  The 
STRB must assess the Government’s political choices on the basis of the evidence and 
compare it to other policy options. 

 
23. Political choices made by successive administrations since 2010 have been presented 

by the Government as the only possible approaches.  That is not true: other 
countries, including within the UK, have taken different approaches including 
rejecting PRP and keeping or restoring national pay structures.  In Wales, the national 
pay structure for teachers has been restored and PRP has been removed.  In 
Scotland, PRP has not been used.   

 
24. Even in England, many Multi-Academy Trusts (MATs) have removed PRP, including 

major MATs with a national presence such as ATT, EACT, Elliot, and Oasis.  They 
recognise the unfairness of PRP and the damage it causes.  These MATs have used 
the freedoms they have to replace PRP with systems better able to support positive 
appraisal arrangements.  We believe that this view of PRP is shared across the school 
system. 

 
25. As the STRB has noted, most schools in England use the pay structure recommended 

in the joint union advice issued by the NEU, NASUWT, ASCL, NAHT and Voice.2  That 
underlines the widespread support for our case for a fair and transparent national 
pay structure with equal pay for work of equal value at its heart. 

 
26. Moreover, the evidence shows that the policy choices made by the Westminster 

Government since 2010 have caused huge damage.  PRP and pay “flexibility” were 
imposed on teachers in England without consent and without appropriate impact 
assessments, not least on equalities.  Evidence from successive NEU Pay and 
Progression surveys and other NEU surveys show that many of our members have 
suffered from the unfairness of PRP.  The overwhelming majority of teachers and 
school leaders reject the Government’s political choice to impose PRP and dismantle 
the national pay structure.  This unjustified experiment has failed. 

 

 
2 Pay advice | NEU 

https://neu.org.uk/pay-advice
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27. The Government has consistently sought to restrict discussion on teacher pay by 
focusing on the implementation of its own misguided political choices within the 
current inadequate funding envelope.   

 
28. The Government’s attempts to rule out the teacher pay increases needed simply 

underline the inadequacy of its policy on school funding.  We must not allow one 
policy failure to generate another.  We must instead critically assess the 
Government’s political choices.   

 
29. Accepting these politically motivated constraints would further undermine the 

credibility of the review body process, which is meant to be grounded in evidence.  
The STRB must call out, not enable, this unacceptable behaviour by the Government.  
The STRB must reject the Government’s attempts to constrain it and instead 
recommend what is needed to repair the damage to teacher pay and value teachers.   

 
30. There are strong economic arguments that support our case on teacher pay and 

undermine the Government’s case.  Education is the engine of economic growth and 
teachers are central to the delivery of both.  We set out the economic arguments 
below, including our response to the Treasury evidence to the review bodies.   

 
31. The Treasury evidence has been spun by the Government as a “warning shot” not to 

recommend significant pay increases after the end of the pay freeze.  We set out how 
the politically motivated Treasury evidence is partial and misguided, and why it must 
not be allowed to obscure the key issues on public sector pay. 

 
32. Alongside these arguments, we enclose with this evidence and commend to the STRB 

the research we have commissioned from Incomes Data Research (IDR).  The IDR 
study critically assesses some of the key claims made by the Government, including in 
the Treasury evidence to review bodies.  We refer to the findings of the IDR research 
at appropriate points in this evidence. 

 
33. The Secretary of State’s remit letter notes broader structural issues on teacher pay 

but does not include them in this year’s remit.  The STRB must, however, recognise 
the urgency of pay structure reform.  Review of the pay structure must, as with 
review of pay levels, be based on objective analysis.  We believe that such analysis 
supports our case for a fair national pay structure without PRP. 

 
34. PRP is unfair and creates significant additional workload and stress.  The TLR and SEN 

allowances do not properly reward teachers taking on additional responsibilities.  The 
dismantling of the national pay structure has contributed to unfairness in pay and 
hinders teacher mobility.  We need a fair national pay structure for all school and 
academy teachers – including supply teachers – and all school and academy leaders.   
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35. The fair national pay structure set out in our evidence includes a shorter classroom 
teacher pay scale with no threshold, appropriate additional payments for 
responsibilities, fair pay for all teachers including school leaders and supply teachers, 
pay portability and the replacement of PRP with supportive appraisal and annual pay 
progression.  We call for an end to unfair blocks on pay progression, and for the pay 
system to again recognise the experience and skills teachers develop in pay 
progression arrangements.   

 
36. Removing PRP will enable us to put in place supportive appraisal for teachers and to 

remove the unnecessary and stressful workload caused by PRP and excessive 
accountability.  Along with the pay increases we call for, these changes to the pay 
structure are needed if we are to value, recruit, retain and support teachers and 
school leaders.  We again include evidence on the significant pay inequalities which 
characterise the existing “flexible” pay arrangements, including from our latest pay 
and progression survey of NEU members. 

 
37. The Government’s Levelling Up White Paper3 notes the huge economic gains that 

could be made by levelling up skills and education across the country and sets out a 
number of objectives relating to skills and education.  The White Paper did not follow 
through this logic by setting out the investment needed to support high quality 
education, but we are clear that recognition of the importance of education to 
economic prosperity must be accompanied by significant and fully funded 
improvements in teacher pay and workload. 

 
38. Any policy developments aimed at “levelling up” must acknowledge the major 

contribution made by public sector workers including teachers to disadvantaged 
areas and local economies.  Teachers and other public sector workers are a key 
source of local demand and spending power.  As graduates, properly-paid teachers 
help deprived areas to retain skills capital.  Cuts to public sector pay damage the 
private sector too, reducing demand in local economies including disadvantaged 
communities.  Repackaged and unfunded announcements such as the retention 
payment scheme4 are a wholly inadequate response to system-wide problems. 

 
39. In its 30th Report published in July 2020, and in the context of the pandemic’s impact, 

the STRB said: “There is an opportunity to secure a significant improvement in the 
competitiveness of the teacher pay framework over the next two to three years.”  
Since then, we have had the 2021 pay freeze, resulting in further real terms cuts to 
teacher pay and a further deterioration in the competitiveness of teacher pay.  To 
secure the significant improvement it has called for, the STRB must now recommend 
the significant and above-inflation pay increases for all teachers and school leaders 
that are needed. 

 
3 https://www.gov.uk/government/news/government-unveils-levelling-up-plan-that-will-transform-uk 
4 DfE names 55 areas for teacher retention payments (schoolsweek.co.uk) 

https://schoolsweek.co.uk/55-education-investment-areas-named-for-3k-teacher-retention-payments/
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Value education, value educators 

40. The remit letter from the Secretary of State calls for the STRB to make 
recommendations for the 2022-23 and 2023-24 pay awards.  The increases for 2022-
23 and 2023-24 must be sufficient to properly value teachers.  That means making a 
significant start in restoring the real terms pay cuts since 2010 and in doing so 
providing a strong foundation for recruitment and retention.   

 
41. The £30,000 starting salary outside London must be implemented within the two-

year period of the STRB remit, requiring increases to M1 of at least 8% in September 
2022 and at least a further 8% in September 2023 alongside increases to M1 in 
London and the Fringe Area of at least 8% in 2022 and 2023. 

 
42. Any improvements in starting pay must not be at the expense of more experienced 

teachers and school leaders.  That means that the STRB must recommend equivalent 
increases of at least 8% in 2022 and 2023 to all teacher and school leader pay points 
and allowances. 

 
43. Improvements in teacher pay are vital to support the Government’s declared 

objectives of securing economic growth, levelling up and increasing pay in the 
economy.  

 
44. Our campaigning priorities on pay reflect the reality faced by teachers.  They are 

grounded in the evidence and that evidence includes the problems caused for 
teachers by Government policy on teacher pay.  

 
45. Before and during the pandemic, teachers have been working with other educators 

to help young people develop their skills and potential.  That work will be just as 
crucial as we recover from the pandemic.   

 
46. Expecting teachers and school leaders to put up with pay cuts, excessive 

accountability and sky-high workload undervalues them and undermines the work 
they do.  Not only is this unfair on existing teachers and school leaders, it also causes 
retention problems and will deter potential entrants to the profession.   

 
47. The Government can afford to invest in teachers and the country cannot afford it not 

to.  We rely on teachers to deliver the excellent education service we need to support 
young people as they develop the skills needed for future economic prosperity.  We 
therefore need pay levels and a pay system capable of recruiting, retaining and 
valuing the teachers we need. 
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48. Valuing teachers properly is not only right in itself but is supported by the evidence.  
The cost of failing to properly pay and support teachers and school leaders is 
immense.  Failing to value teachers and school leaders means the Government fails 
parents and young people too. 
 

49. The NEU’s Value Education, Value Educators campaign has resonated strongly with 
NEU members.  Whether they are teachers or support staff, working in schools or 
colleges, NEU members recognise that the attacks on their pay since 2010 and sky-
high workload show that the Government does not properly value them or the crucial 
work they do. 

 
50. Teacher pay is a key part of the NEU campaign to Value Education, Value Educators.  

The contributions below are a small selection of responses from NEU members who 
have responded to our campaign by sharing their experiences.  These voices remind 
us of the reality teachers face.  We urge the STRB to listen carefully to the voices of 
those who experience the sharp end of Government policy on teacher pay. 

 
“It feels like we are getting a pay cut. I’ve just been promoted but my pay rise has 
now been negated by inflation. I do not feel valued as a teacher.” 
 
“Struggling to afford basic cost of living.” 
 
“I struggle to provide for my family.” 
 
“Fuel is so expensive worrying about heating and national insurance hikes will have to 
tighten the belt further.” 
 
“Other careers look like increasingly better options.” 
 
“I am dependent on my partner to make up the difference in our bills.” 
 
“I have had to return to work from maternity leave 4 months early.” 
 
“Commuting to work is significantly more expensive with rocketing petrol prices.” 
 
“Need to either have a second job or leave and get a better paid job.” 

 
51. It is clear from these responses that any further real terms pay cuts will intensify 

problems that are already critical.  Pay freezes and pay cuts against inflation have left 
teachers in serious financial difficulty and led many to consider their future in the 
profession.  The STRB must respond by making recommendations for an increase of 
at least 8% in September 2022 and at least a further 8% in September 2023 for all 
teachers and school leaders. 
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Teacher pay since 2010: the impact assessment 

Overview 

52. On any objective measure, Government policy on teacher pay under successive 
Coalition and Conservative administrations since 2010 has been a failure.  It is clear 
that we need an urgent change of policy to repair the damage caused.  This section 
explains the impact of Government policy on teacher pay, with reference to the 
evidence on the key issues of pay cuts and pay fragmentation; and includes the latest 
evidence available at the time of writing. 
 

53. Key teacher pay policies put in place by the Coalition Government of 2010-15 such as 
real terms pay cuts, the dismantling of national pay arrangements and the imposition 
of PRP have continued to be followed by successive Conservative administrations 
since 2015, despite the clear evidence of the damage such policies have caused and 
continue to cause.    

 
54. A full review of the evidence on teacher pay must include an impact assessment of 

the policies pursued since 2010.  The damaging impact of those policies is still being 
felt, for example the loss of experienced teachers and the hit to teacher living 
standards.  We must take account of the impact of Government policy since 2010 so 
that we set the appropriate context for reviewing the latest evidence.   

 
Teacher pay cuts in real terms 
55. We and other consultees have consistently raised the key issue of pay cuts for 

teachers since 2010.  The pay cuts were described by the Institute for Fiscal Studies 
(IFS) last year as “the long, long squeeze on teacher pay.”5  The IFS noted, as we have 
done consistently in our evidence to the STRB, the link between pay cuts and 
worsening recruitment and retention problems. 
 

56. We believe that the position is even worse than described by the IFS.  Whereas the 
IFS used the Consumer Prices Index Including Owner Occupiers’ Housing Costs (CPIH) 
as its inflation measure, our view is that the more appropriate measure of inflation 
for pay bargaining purposes is the Retail Prices Index (RPI). 

 
57. On either measure, inflation has rocketed since the IFS published its analysis in July 

2021.  Just as inflation began to take off, the Government imposed its freeze on 
teacher pay in England.  This was only the latest in a long-running series of real terms 
teacher pay cuts and the cumulative impact is devastating. 

  

 
5 https://ifs.org.uk/publications/15552 
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58. The graphics in this section of our submission show the above inflation increases that 
would be needed to recover the real terms pay losses against RPI inflation since 2010 
at three critical points of the pay structure: the maximum of the Main Pay Range 
(MPR); the maximum of the Upper Pay Range (UPR); and the minimum of the 
Leadership Group Pay Range (LGPR). 
 

59. The impact of years of pay freezes and below inflation pay increases on the value of 
teacher pay is clear to see.  The imposition of the 2021 pay freeze hugely increased 
the damage. 

 
60. In its 31st Report, the STRB said it thought that a pay freeze of more than one year 

“risks a severe negative impact on the competitive position of the teaching 
profession.”6  The figures below underline the point that the pay freeze itself has had 
a severely negative impact, both in terms of real terms cuts to pay and in relation to 
the already weak position of teaching in the wider labour market.  Any further real 
terms cuts against inflation will compound the damage and we call on the STRB to 
highlight this critical point in its next report. 

 
61. At the maximum of the MPR, an increase of 16.9% above inflation would be required 

to recover real terms pay losses against RPI since September 2010. 
 

 
  

 
6 STRB 31st Report, Executive Summary, page 2. 
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62. At the maximum of the UPR, an increase of 21.0% above inflation would be required 
to recover real terms pay losses against RPI since September 2010. 
 

 
 

63. At the minimum of the LGPR, an increase of 21.6% above inflation would be required 
to recover real terms pay losses against RPI since September 2010. 
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64. In addition to the real terms pay cuts against inflation, teachers have suffered 
significant cuts to take-home pay due to increased pension contributions.  The 
increase in pension contributions from a flat 6.4% to an average 9.6% in a banded 
system represented a significant cut in take-home pay for teachers and came soon 
after teachers were hit by the pay freezes and pay caps under the Coalition 
Government.   
 

65. In April 2016, the increase in National Insurance contributions following the removal 
of contracting-out for occupational pension schemes resulted in a further hit to take-
home pay. 
 

66. The impact of pension contribution increases must be included in any discussion of 
“total reward.”  There is no consensus on how to measure total reward – workload, 
for example, should be taken into account. 
 

67. Marginal tax rates are a significant problem for young teachers and are rising this 
year.  The marginal tax rate young teachers face is around 50%: basic rate income tax 
of 20%, National Insurance rising in April 2022 to 13.25% from 12%, student loan 
repayments of 9% and employee pension contributions of either 7.4% or 8.6% on M1.  
The only one of these costs that young teachers can avoid is the pension contribution 
and this has resulted in young teachers opting out of the pension scheme.  
Government plans to freeze the repayment threshold for student loans will add to 
the pressure on those who have studied since 2012.7 
  

68. The latest information on inflation available at the time of writing8 showed that RPI 
stood at 7.8% in January 2022, its highest level in more than thirty years.  
Commentators expected inflation to climb still higher.9  With huge increases in 
energy bills imminent, oil prices at their highest since 2014 and the crisis in Ukraine 
developing at the time of writing, there are few signs of any easing in the cost of 
living crisis. 

 
69. The Government’s planned National Insurance increases will add to the cost of living 

problems.  Teachers and other middle income earners will be hit particularly hard.  
Research shows that those earning between £30,000 and £50,000 will be the hardest 
hit and will pay a higher proportion of their income in National Insurance than those 
earning £100,000.10  The Government’s stealth tax of freezing tax thresholds puts 
further pressure on workers’ income. 

 

 
7 https://www.theguardian.com/education/2022/jan/28/graduates-in-england-face-tax-rise-by-stealth-on-student-loans 
8 https://www.ons.gov.uk/economy/inflationandpriceindices/timeseries/czbh/mm23 
9 https://www.theguardian.com/business/2022/feb/16/uk-inflation-rises-amid-cost-of-living-crisis 
10 https://www.theguardian.com/money/2022/jan/28/middle-income-earners-hit-hardest-national-insurance-higher-
percentage-uk-rishi-sunak 
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70. Housing costs are rocketing.  Private rents are rising at the fastest rate for five years 
and house prices have reached record high levels.11 
 

71. Any pay increases in 2022 and 2023 that are lower than RPI inflation will make the 
position set out above even worse.  At the time of writing, the latest Treasury 
average of forecasts12 showed RPI inflation at 6.4% in the fourth quarter of 2022 and 
at 3.8% in the fourth quarter of 2023. 

 
72. It is not acceptable to argue, as has the Governor of the Bank of England13, that 

workers should accept pay increases below inflation.  Teachers and other workers 
suffering from the cost of living crisis will note that this argument from the Governor 
came as bonuses in the banking sector increased to their highest level since the 
global financial crisis of 2008.14 

 
73. Teachers have already suffered from huge real terms pay cuts, as set out in this 

evidence.  The STRB must make pay recommendations to ensure that teachers do not 
suffer yet more real terms pay cuts, but instead see a significant start this year and 
next to the restoration of the pay cuts already inflicted between 2010 and 2021. 
 

Teacher pay cuts compared to other graduate professions 
74. The real terms pay cuts against inflation have contributed to a worsening in the value 

of teacher pay in the wider economy and against other graduate professions. 
 

75. With pay in the wider economy picking up as the economy returns to growth after 
the impact of the pandemic, the pay increases the NEU calls for are essential to 
prevent any further deterioration in the value of teacher pay against other graduate 
professions. 
 

76. The STRB has previously expressed concern about the competitiveness of teacher pay 
in the wider graduate labour market.  In its 30th Report of July 2020, the STRB noted 
that “teachers’ earnings continue to lag behind those for comparable graduate 
professions.”15  In its 31st Report, the STRB noted that the “opportunity to secure a 
significant improvement in the competitiveness of teacher pay” it had identified in 
2020 had been put at risk by the 2021 pay freeze.16  

 

 
11 https://www.theguardian.com/money/2022/feb/16/fastest-rent-rise-in-five-years-uk-cost-of-living-crisis-house-
price 
12 https://www.gov.uk/government/statistics/forecasts-for-the-uk-economy-february-2022 
13 https://www.newstatesman.com/economy/2022/02/dont-ask-for-a-pay-rise-says-bank-of-england-boss-andrew-
bailey-who-earns-half-a-million 
14 https://www.theguardian.com/business/2022/feb/16/weve-had-a-run-on-champagne-biggest-uk-banker-bonuses-
since-financial-crash 
15 STRB 30th Report, Executive Summary page x. 
16 STRB 31st Report, paragraph 4.31. 
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77. The STRB noted last year that any upturn in the wider graduate labour market, 
combined with the teacher pay freeze of 2021, would pose “significant risks to 
teacher recruitment and retention.”17 

 
78. At the time of the STRB’s 31st Report, there was significant uncertainty about the 

wider economy, including the graduate labour market.  Although some uncertainty 
remains, we now have a clearer picture.  The emerging trends in the wider economy 
underline the importance of taking urgent action to restore the competitiveness of 
teacher pay in the graduate labour market. 

 

79. Analysis of teacher pay against earnings in the wider economy underlines these 
concerns.  The graphic below shows the increasing gap between teacher pay and 
earnings in the wider economy, using the maximum of the UPR as an illustration.18  

 

 
 

80. At the top of the UPR, an increase of 15.4% above Average Weekly Earnings (AWE) 
growth would be required to recover losses against AWE since September 2010. 
 

81. The latest information available from the Office of National Statistics (ONS) at the 
time of writing shows that the increase in earnings growth in the wider economy has 
been sustained.  The ONS notes that there has been “a continuing recovery in the 
labour market.”19 

 
 

17 STRB 31st Report, paragraph 4.32. 
18 AWE measure used for comparison is “Whole Economy: Seasonally Adjusted Total Pay Excluding Arrears.” 
19 
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/bulletins/uklabourmarket/f
ebruary2022 
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82. The ONS figures show year on year average growth in earnings of 4.3% across the 
whole economy in the three months to December 2021.20   

 
83. The equivalent figure in December 2019, before the impact of the pandemic, was 

only 2.7%.  For most of the 2010s, the equivalent figure was significantly below 3%.21   
 

84. Growth in seasonally adjusted regular pay excluding bonuses was 3.7% in the three 
months to December 2021.  Earnings growth on this measure is also significantly 
higher than it was prior to the impact of the pandemic and during most of the 
2010s.22 

 
85. The latest pay settlement data adds to the evidence of increasing recovery in 

earnings.  The latest information available at the time of writing from the Labour 
Research Department23 shows a median increase for pay settlements of 3.8% in the 
three months November 2021-January 2022.  This is a significant increase from the 
equivalent figure of 2% in September 2021. 

 
86. As the IDR research for the NEU underlines, private sector earnings growth has 

recovered since the impact of the pandemic.  (IDR, page 44.)  The latest ONS data 
show private sector earnings growth significantly ahead of public sector earnings 
growth.  Pay growth in the private sector was 4.6% compared to 2.6% in the public 
sector on the total pay measure in the three months to January 2022.24 

 
87. The latest Treasury analysis of forecasts shows that the increase in pay growth in the 

wider economy is likely to be sustained.  The average of independent predictions for 
average earnings increases in 2022 is 4.2%, with a prediction of 3.4% for 2023.25 

 
88. Some commentators have noted the recent shift of power towards workers and away 

from employers, in the context of tight labour markets and skill shortages in key 
areas of the economy such as information technology.26  The impact of the pandemic 
has significantly increased the demand for flexibility.27  This is increasing the danger 
that other graduate employers will seem more attractive than teaching.  Tight labour 
markets are pushing up wages and increasing job vacancies. 

 
 

20 AWE: Whole Economy Year on Year Three Month Average Growth (%): Seasonally Adjusted Total Pay Excluding Arrears - Office 
for National Statistics (ons.gov.uk) 
21 AWE: Whole Economy Year on Year Three Month Average Growth (%): Seasonally Adjusted Total Pay Excluding Arrears - Office 

for National Statistics (ons.gov.uk) 
22 AWE: Whole Economy Year on Year Three Month Average Growth (%): Seasonally Adjusted Regular Pay Excluding Arrears - Office 

for National Statistics (ons.gov.uk) 
23 LRD - Home 
24 A01: Summary of labour market statistics - Office for National Statistics (ons.gov.uk) 
25 Forecasts for the UK economy: February 2022 - GOV.UK (www.gov.uk) 
26 https://www.bbc.com/worklife/article/20220210-can-newfound-worker-power-change-the-workplace-for-good 
27 https://www.businessleader.co.uk/how-the-pandemic-has-shifted-the-power-balance-in-workspace-demands-from-the-

corporates-to-the-employees/ 

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/timeseries/kac3/lms
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/timeseries/kac3/lms
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/timeseries/kac3/lms
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/timeseries/kac3/lms
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/timeseries/kai9/lms
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/timeseries/kai9/lms
http://www.lrd.org.uk/
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/datasets/summaryoflabourmarketstatistics
https://www.gov.uk/government/statistics/forecasts-for-the-uk-economy-february-2022
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Teacher pay in the international context 
89. We note the improvements achieved on teacher pay in Wales, including the removal 

of PRP and the restoration of the national pay structure.  We commend these 
improvements, which have been welcomed by teachers and school leaders in Wales, 
to the STRB. 
 

90. In Scotland and in other countries PRP has not been used.  Teachers do not face 
unfair obstacles to the pay progression they deserve on the basis of their experience.  
Even without taking account of pay increases due in Scotland from 1 April 2021 that 
are still to be resolved, pay levels in Scotland are significantly higher than in England. 

 
Treasury evidence and the impact of austerity policies 
91. Austerity policies including spending cuts, public sector pay freezes and below-

inflation pay increases have failed teachers, pupils and parents.   
 

92. We need to invest in public services including education and the urgency of this 
investment has been underlined by the impact of the pandemic.  The Government’s 
response has been wholly inadequate.  The Government’s education recovery 
commissioner Sir Kevan Collins resigned last year after his proposal for a £15 billion 
education recovery package was rejected by the Government.  The additional 
spending announced by the Government in the Spending Review announcement 
comes nowhere near to the investment proposed by Sir Kevan Collins.   

 
93. Even after recent increases in Spending Reviews, day-to-day public spending is set to 

be 20% lower in real terms per person in 2024-25 compared to 2009-10.28  The job of 
the STRB is not to accept the limitations caused by this damaging policy on public 
sector spending, but to make the recommendations needed to enable teaching to 
recruit, retain and value the teachers we need to deliver a first class education 
service.   

 
94. Time and again, the Government has sought to promote a negative, divisive and 

misleading narrative on public sector workers.  The latest ONS data show that there 
are 5.7 million public sector workers in the UK, almost one in six of the total paid 
workforce in the UK.  Public sector workers are a major and key component of the UK 
economy, who kept the country going through the pandemic.  The spending power of 
public sector workers is essential to the private sector.   

 
95. It stands to reason that we should reward public sector workers properly for the 

essential jobs they do; sadly, Government policy continues to be based not on reason 
but on dogma.  

 

 
28 Under pressure - The Inquiry (resolutionfoundation.org) 

https://economy2030.resolutionfoundation.org/reports/under-pressure/
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96. Public sector workers including teachers and other education professionals have 
been hit especially hard by austerity.  Like the Government’s negative messages 
about the public sector, the attacks on public sector pay contribute to recruitment 
and retention problems. 

 
97. Public sector workers have been central to the country’s response to the pandemic 

and will be essential as we recover from the pandemic.  Teachers are key workers and 
we support the TUC campaign to end the public sector pay freeze and give all public 
sector workers a decent pay rise.29 

 
98. The Treasury evidence to the review bodies of December 202130 is the latest example 

of this dogma-driven approach.  We set out below why the Treasury evidence is 
partial and misleading, and how it fails to counter the overwhelming economic case 
for investing properly in teachers and other public sector workers. 

 
99. As in previous years, the Treasury evidence misrepresents the real picture on public 

and private sector pay.  It states that remuneration is better on average in the public 
sector without subjecting this statement to the most elementary analysis of the 
significant differences in the characteristics of the public and private sector 
workforces.  As the IFS has noted,31 public sector workers are more likely to be highly 
educated professionals.  When the IFS compared public and private sector pay after 
controlling for observed differences such as age, education and experience, it found 
that the pay differential was barely 1%.  

 
100. The Treasury evidence calls for “affordable” public sector pay increases, but the STRB 

must interrogate the use of this term.  This is especially the case given that the 
Treasury evidence has been spun by the Government as a “warning shot” not to 
recommend significant pay increases after the end of the pay freeze. 

 
101. As a country, we cannot afford not to invest properly in public sector workers 

including teachers.  Teachers and other education professionals play a crucial role in 
developing the skills and potential of young people which are the basis for future 
economic prosperity.  Ensuring that teacher pay levels reflect the key role they play, 
the skills they bring to their work and the challenges of the job they do should be a 
high priority for this and any other Government.   

 
102. Pay cuts such as those we have seen since 2010 inflict severe opportunity costs, in 

economic and social terms.  They have resulted in consistent failure to recruit and 
retain the teachers we need, with the existing workforce struggling against pay cuts 
and sky-high workload.   

 
29 https://www.tuc.org.uk/WinningaPayRise 
30 https://www.gov.uk/government/publications/hmt-economic-evidence-to-review-bodies-2021 
31 Public sector pay and employment: where are we now? - Election 2019 - IFS 

https://election2019.ifs.org.uk/article/public-sector-pay-and-employment-where-are-we-now
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103. The Government’s dogmatic approach, reflected in the Treasury evidence, means 
that it ignores the impact of pay cuts not only on teachers but also on the quality of 
education available to young people. 

 
104. The Treasury evidence notes32 the strength of the economic recovery from the 

pandemic and high growth rates for the UK economy.  Teachers and other education 
professionals who played such a key role in the pandemic response will rightly ask 
why they should be denied a share of the proceeds of the economic growth to which 
their work contributed so significantly. 

 
105. The discussion of inflation in the Treasury evidence is skewed by its claims that public 

sector pay increases would exacerbate inflationary pressures, for example by 
influencing private sector wage demands.  The Treasury evidence presents no 
evidence to support this assertion, even though the assertion forms a fundamental 
plank of the Government’s approach on public sector pay including teacher pay.   

 
106. We refer the STRB to the independent research from IDR for the NEU, which we have 

sent to the STRB as part of our evidence.  The IDR work on this important issue shows 
that in 2020 employers ranked Government pay policy bottom of a list of twelve 
factors influencing pay; in 2021 and 2022, Government pay policy was second to 
bottom in the list (IDR 2.1, pages 8-9). 
 

107. IDR notes that, in setting their pay, employers focus on benchmarks within their own 
sector and do not generally consider public sector pay developments.  As IDR notes, 
the public sector is more or less a monopsony when it comes to teachers and such 
key factors further reduce the likelihood of private sector pay being influenced by the 
public sector. 

 
108. IDR goes on to note that the public sector is far more likely to be influenced by 

private sector developments than the other way round.  With private sector pay 
increasing, this underlines the need for better pay for teachers so that we do not lose 
potential and serving teachers. 

 
109. After a very brief interlude in 2020, public sector pay awards are significantly behind 

the private sector (IDR, figure 1, page 11).  Other than for this brief interruption, 
private sector pay awards have been ahead of the public sector – and often well 
ahead – since 2010. 

 
110. IDR found no evidence that pay rises are contributing to the current spike in inflation.  

As IDR notes and as the Treasury itself recognises in its evidence, inflation has been 
pushed up due to the impact of the pandemic on the one hand, and higher energy 
and oil prices on the other.   

 
32 Treasury evidence to the review bodies, paragraph 2.1 et seq. 



National Education Union: Submission to the School Teachers Review Body  21 
 

 
 

 
 

111. IDR goes on to show how there is a time lag between inflation increases and pay 
rises, and how pay rises are generally lower than inflation. 

 
112. Again, a fundamental plank of the Government’s approach is shown to be without 

merit – underlining the importance of challenging the assumptions behind the 
Government’s approach to teacher pay.   

 
113. Public sector workers didn’t cause the increase in inflation and they can’t be 

expected to simply put up with yet more hits to their living standards.  The 
Government says it wants a high-growth economy and for wages to increase.33  
Teachers and other public sector workers also deserve higher pay, especially given 
the huge real terms cuts to which Government policy has subjected them since 2010. 

 
114. Despite the Prime Minister’s statement that he wants wages to rise across the 

economy, real earnings when taking inflation into account are stagnating.34  Stagnant 
wages in the last decade contributed to the UK’s poor record on growth in the wake 
of the 2008 financial crisis.  The IFS has provided details of what it called the UK’s 
“remarkably poor” record on growth in the wake of the 2008 crisis.35  We must not 
make the same mistake as we recover from the pandemic. 

 
115. The value of the public sector has been demonstrated many times over during the 

pandemic.  Public services and public sector workers are absolutely essential to our 
society and our economy.  Investing in public sector workers including teachers and 
properly valuing their contribution makes economic sense as well as being 
fundamentally fair. 

 
116. Austerity does not work because by imposing cuts in living standards for ordinary 

workers it reduces economic demand, resulting in a downward spiral of job losses 
and impoverishment. 

 
117. There is no evidence to support another period of austerity.  Teacher recruitment, 

retention and wellbeing are already struggling to recover from the impact of the 
austerity policies of the 2010s.  Extending the long period of teacher pay cuts into the 
2020s, as the wider economy recovers and graduate opportunities increase, will 
intensify the existing problems. 

 
118. The Treasury evidence argues that public sector recruitment and retention is positive, 

and that public sector pay is competitive.  We set out elsewhere in this submission 
how this is certainly not the case for teachers.   

  

 
33 https://www.thetimes.co.uk/article/cost-of-living-crisis-dont-ask-for-a-pay-rise-workers-are-told-h303zf7zh 
34 https://www.newstatesman.com/chart-of-the-day/2021/12/how-uk-wages-are-stagnating 
35 https://ifs.org.uk/publications/13302 
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119. There was a strictly limited and temporary improvement to some recruitment and 
retention data, but the underlying and deep problems have not been addressed and 
we are already seeing their re-emergence.  Teacher pay is not competitive with that 
of other graduate professions. 

 
120. The Treasury evidence reflects the Government’s dogmatic approach to economic 

issues.  It fails to present an accurate or comprehensive picture on key issues such as 
public sector pay levels compared to equivalent posts in the private sector, private 
sector approaches to pay setting and the root causes of inflation.  It fails to 
acknowledge that the Government’s political choices are not the only 
macroeconomic options available – still less does it consider the benefits of those 
other options, such as the key role of the public sector in economic growth and the 
consequent need to invest properly in teachers and other public sector workers.   

 
121. We urge the STRB not to allow itself to be constrained by the Government’s political 

choices and the questionable claims set out in the Treasury evidence.  Teachers are 
less able than some other workers to access opportunities such as working from 
home, so competitive pay is central to supporting recruitment and retention. 

 
122. A sustainable recovery from the pandemic’s economic impact can only be built by 

investing in our human capital.  Education and training are key economic assets which 
are needed as the foundation for economic prosperity.  Teachers are central to 
delivering the highly-skilled workforce we need.  The Government must value 
teachers in order to secure our economic future. 

 
123. We refer the STRB again to the NEU’s Education Recovery Plan, which sets out 

concrete measures to tackle the challenges of recovering from the pandemic.36 
 

The impact on teachers and school leaders: the NEU Pay and Progression Survey 
124. The NEU Pay and Progression Survey, with responses from over 12,000 members, is a 

substantial piece of evidence showing how the pay system works in practice and its 
impact on serving teachers.  Its findings support the NEU case against PRP and for a 
fair national pay structure.  We enclose the full survey report alongside this 
submission and set out key findings below.  

 
125. On progression overall, of those teachers eligible for progression and who knew the 

outcome 12% were denied progression in September 2021 – significantly up from 8% 
in 2020 and 6% in 2019.  Denial of progression continued to be more common for 
women (13% compared to 10% for men); experienced teachers, with 18% of eligible 
UPR teachers denied progression compared to 11% of MPR teachers; and those in 
leadership roles (16% denied progression). 

 
36 https://neu.org.uk/recovery-plan 
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Structural discrimination in teacher pay 
126. The NEU annual survey on teacher’s pay illustrates that structural discrimination in 

the pay structure for teachers continues.  
 

127. All Government departments are required in the exercise of their functions under 
Part 11 of the Equality Act 2010 to have due regard to the need to eliminate unlawful 
discrimination, harassment and victimisation and any other unlawful conduct in the 
Equality Act 2010, to advance equality of opportunity and to foster good relations. 
We reiterate our demand that the Government takes steps to remove or minimise 
disadvantages in the teacher pay structures on grounds of sex, race and disability. 
The Government must assess the impact on equality of its policies and practices 
before pay decisions are made.  

 
128. The School Workforce data continues to show that women are disadvantaged in 

terms of pay and career progression.  
 

129. Our data on pregnancy, maternity and part-time discrimination shows that the 
Government has not heeded the findings of the Government Equalities Office (GEO) 
report on Women’s Progression in the Workplace37 published in 2019. The report 
concludes that one of the main barriers to women’s progression comes from 
“organisational norms and processes that allow gender bias to creep into decision 
making”.   

 
130. The report illustrates how processes for progression open up space for bias. “In the 

absence of clear systems and transparent systems, decisions about pay and 
promotion are more likely to be made through processes that disadvantage women, 
including via networks and the process of social cloning, where those in positions of 
power champion those who are like themselves.” 

 
131. The GEO report says: “In many workplaces persistent norms of overwork, 

expectations of constant availability and excess workloads conflict with unpaid caring 
responsibilities – the majority of which still fall on women.” 

 
132. As we have reported previously, this finding sums up our members’ experience of the 

appraisal arrangements for teachers. The introduction of PRP has exacerbated 
overwork, presenteeism, excess workload and has all but eliminated any semblance 
of work-life balance for teachers. 

 
133. The GEO report focused on gender bias. The findings can be applied equally to bias 

against Black teachers and disabled teachers. The Government cannot proceed with 
PRP, advisory pay awards and the new proposals without undertaking a 
comprehensive equality impact assessment.  

 
37 https://www.gov.uk/government/publications/gender-equality-at-work-research-on-the-barriers-to-womens-progression 

https://www.gov.uk/government/publications/gender-equality-at-work-research-on-the-barriers-to-womens-progression
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134. The NEU pay research found that of respondents who were eligible for pay 
progression and knew the outcome of their application, 16% of those who had been 
absent for at least 10 days during the previous year for pregnancy or maternity leave 
were denied progression.  Lack of transparency in school pay systems is permitting 
decision makers to discriminate unlawfully.  We found evidence of explicit 
discrimination.  Twelve women out of twenty-five were told expressly by the decision 
maker that they would not progress because they had been absent due to pregnancy 
or maternity leave.   

 
135. Of all respondents who were eligible for pay progression and knew the outcome of 

their application 12% of disabled teachers were denied progression compared to 10% 
of teachers who did not describe themselves as disabled. 
 

136. Compared to 12% of white respondents who were eligible for pay progression and 
knew the outcome of their application, 23% of Asian38 teachers, and 22% of Black39 
teachers, were denied pay progression.  These rates of denial were almost double the 
rate for white respondents, underlining our concerns on equalities.  

 
137. Part-time teachers are undervalued: 10% of those working full-time were denied 

progression, compared to 20% of those working part-time.  We continue to see that 
the contributions of part-time teachers to the school are not appreciated or 
recognised and that only those on a full-time contract are considered to have made a 
wider contribution to the school. This is clearly detrimental to part time teachers, the 
majority of whom are women. 

 
Unfairness in teacher pay 

  
138. There continues to be evidence that due process is not being followed. 
 

a. 93% of those who were denied progression were not given any indication during 
the year that they were failing to meet the required standards, comparable to 
previous years (96% last year). 

b. Of the small group who were told that they were failing to meet standards, 88% 
said they were not offered any support. Most of the rest said support either came 
too late or was of limited value. 

c. 17% of teachers who were denied progression and provided details said that they 
were explicitly told that the decision was due to funding or budgetary constraints, 
up from 13% last year. 

  

 
38 Asian (inc Asian, Asian British, Asian Bangladeshi, Asian Chinese, Asian Indian, Asian Pakistani, Asian Other) 
39 Black (inc Black or Black British African, Black or Black British Caribbean, Black or Black British Other) 
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139. Of those denied progression, 92% felt the decision was unfair, broadly consistent 
with figures of around 90% in recent surveys. 
 

140. Only 22% of those denied progression were told about their right to appeal, down 
from 24% last year. 

 

Teacher anger on pay 
 

141. There continues to be significant anger on pay.  The overwhelming majority (86%) of 
all respondents felt their current pay is less or significantly less than they would 
expect to be paid given their job role, responsibilities and workload.  Even among 
respondents in leadership roles who are generally paid more, 75% this year said they 
are underpaid. 
 

 
Which of these statements best matches how you feel about your pay? 

 Classroom Leadership Total 

My current pay is significantly more than I would expect to 
be paid given my job role, responsibilities and workload. 0% 0% 0% 

My current pay is more than I would expect to be paid 
given my job role, responsibilities and workload. 0% 1% 0% 

My current pay is what I would expect to be paid given my 
job role, responsibilities and workload. 12% 24% 14% 

My current pay is less than I would expect to be paid given 
my job role, responsibilities and workload. 50% 47% 50% 

My current pay is significantly less than I would expect to 
be paid given my job role, responsibilities and workload. 38% 28% 36% 

 

142. 82% of respondents have considered leaving teaching due to concerns about pay 
levels or PRP.  This is up significantly from 60% last year and 63% the year before. In 
particular the numbers responding on the issue of pay have increased.  Last year 38% 
mentioned pay either alone or as part of a “both reasons” answer, this year it was 
63%.  On PRP, the numbers giving it as a reason rose from 38% last year to 52% this 
year. 
 

143. The vast majority of respondents (98%) agree with the NEU’s position that the same 
percentage increase in pay applied to starting pay should be applied to experienced 
teachers.  
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Recruitment and retention since 2010: the impact assessment 

Overview 
144. The overall picture since 2010 has been one of falling entrant numbers and increasing 

wastage, even as higher pupil numbers significantly increased demand for teachers.  
The long period of pay cuts in the 2010s contributed significantly to the recruitment 
and retention crisis that emerged. 

 
145. Ahead of the full impact of the pandemic, the STRB noted that long-term analysis 

revealed “severe and persistent problems with teacher supply.”40  Last year, the STRB 
noted the persistence of high wastage rates and fears of a post-pandemic exodus 
from the teaching profession.41   

 
146. It is essential to recognise that the failures to recruit to target since 2010 and the loss 

of the skills and expertise of so many experienced teachers and school leaders have 
resulted in ongoing and cumulative damage.  Younger, less experienced teachers 
benefit hugely from the presence of more experienced colleagues – but many 
experienced teachers have been driven out of the profession by a combination of pay 
cuts and high workload.  Years of missed training targets are feeding through into 
supply problems for middle leaders.42   

 
147. Workload is adversely impacted by teacher shortages, with many teachers seeing 

their already high workload added to further due to teacher shortages.   
 

148. The temporary impact of the pandemic has not solved the serious and deep-rooted 
recruitment and retention problems.  Indeed, even recruitment to target would not 
make up for the years of under-recruitment and increasing teacher wastage.  As the 
economy and the graduate labour market recover, these problems will get even 
worse unless teacher pay and conditions are significantly and urgently improved. 

 
149. Solutions to the recruitment and retention problems must include urgent action to 

improve pay.  Instead, successive administrations since 2010 have carried on the 
failed policy of cutting teacher pay in real terms, imposing PRP and dismantling the 
national pay structure.  Those policies on pay have sustained and indeed exacerbated 
the recruitment and retention problems. 

 
150. Initiatives such as the Early Career Framework are not enough to address the 

recruitment and retention problems – and there can be no effective solution to such 
problems without significantly improving pay for all teachers and school leaders.   

 
40 STRB 30th Report, Executive Summary, page 10. 
41 STRB 31st Report, paragraph 4.25, page 67. 
42 https://johnohowson.wordpress.com/ - 8 February 2022 

https://johnohowson.wordpress.com/
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151. Similarly, bursaries benefit only a relatively small number of teachers so are no 
substitute for the competitive starting pay, pay prospects and career development 
opportunities that are needed. 

 
152. Recruitment and retention problems are intrinsically linked.  Prioritising recruitment 

over retention is a damaging policy.  Potential recruits are not just interested in 
starting pay.  They need to know that they will be able to quickly progress to 
appropriate pay levels as they acquire experience in the profession, so keeping down 
pay levels for more experienced teachers will deter potential recruits. 
 

153. Implementing higher starting pay but imposing lower increases for more experienced 
teachers sends an extremely negative message to the overwhelming number of 
teachers in the profession.  Such approaches have not worked in the past and they 
will not work now.  Instead of hitting the morale of experienced teachers and 
increasing the retention problem, we must value all teachers by implementing 
increases to all pay points of at least 8% this year and next. 

 
154. This section sets out the key evidence on recruitment and retention, including the 

context set by the damage caused since 2010 as well as the latest developments. 
 
Teacher recruitment 
155. Teacher trainee numbers have already fallen back to the pre-pandemic pattern, with 

the 82% recruitment in 2021-22 against the secondary postgraduate ITT target even 
lower than the 83% in 2019-20.  This was a reversion to a long-established pattern, as 
shown below. 
 
Recruitment to secondary teacher training targets by percentage 
 

 
  



National Education Union: Submission to the School Teachers Review Body  28 
 

 
 

 
 

156. The speed of this reversion to the long-term pattern is instructive.  After the global 
financial crisis of 2008, it was three years before teaching started to struggle to 
attract entrants.43  The pandemic has resulted in only one year of improved teacher 
entrant numbers.   
 

157. A key difference between the two situations, and in our view a key explanatory factor 
for the quick re-emergence of recruitment problems this time, is that following the 
global financial crisis the then Government did not choose to impose a pay freeze on 
teachers.  Last year’s pay freeze and the delay in increasing starting pay to £30,000 
will have damaged recruitment as well as retention.  This underlines our case that 
there is a direct causal relationship between attacks on pay, and recruitment and 
retention problems. 

 
158. The number of new entrants fell again in 2020-21, sustaining a pattern of declining 

numbers of entrants that has become entrenched since 2014-15.  The number of FTE 
entrants in 2020-21 (43,516) was almost 9,000 below the equivalent figure (52,507) 
in 2014-15.44 

 
159. The chart below underlines the point that recruitment difficulties are not confined to 

a small number of subjects.  Some two-thirds of the subject areas listed missed their 
recruitment target. 

 

 
 

 
 

43 https://johnohowson.wordpress.com/2020/11/26/no-tsunami-of-applications/ 
44 https://explore-education-statistics.service.gov.uk/find-statistics/school-workforce-in-england 
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160. This evidence of problems in recruiting across the curriculum is underlined by the 
continuing evidence of subject mismatch across the curriculum.  A significant 
proportion of teaching is delivered by teachers without a degree or other post-A level 
qualification in the subject concerned.  The DfE did not collect data on this in 
November 2020, but the figures for November 2019 showed that in almost half of the 
32 subject areas for year groups 7-13, a fifth or more of teachers had no relevant 
post-A Level qualification.  In nearly a third of subject areas, a quarter or more of 
teachers had no relevant post-A level qualification.45 
 

161. Vacancy rates are higher.  TeachVac recorded more than 64,000 teacher vacancies 
during 2021, including a record number of vacancies during December 2021.46 
 

162. The latest data on the number of vacant places on ITT courses indicates, in the words 
of the teacher supply expert John Howson, that the current recruitment round is 
“challenging.”47  

 
163. The impact of Government immigration policy on teacher supply continues to be a 

matter of concern.  We were pleased to note the introduction of the Professional 
Qualifications Bill last year, which sets out a new UK framework for the long-term 
recognition of professional qualifications from overseas.  We hope the Bill will be 
enacted soon and that teacher specific regulations for the recognition of teaching 
qualifications from overseas will be drafted to help schools recruit suitable 
candidates more easily from a wider variety of countries. 

 
Teacher retention 
164. The recruitment shortfalls since 2010 have been exacerbated by worsening retention 

problems.  Again, the pandemic has had a temporary impact including a significant 
drop in the number of teachers leaving the profession in 2020 compared to the 
previous year.   
 

165. It is notable, however, that even this sharp drop still left the number of teachers 
leaving excluding retirees at a higher level than the equivalent numbers at the start of 
the 2010s; and that the more gradual drop in 2018-19 left numbers significantly 
higher than they were at the start of the decade.  The chart below sets out the 
position since 2010.48 

 

 

 
45 School workforce in England: November 2019 - GOV.UK (www.gov.uk) 
46 https://johnohowson.wordpress.com/tag/labour-market-for-teachers/ 
47 https://johnohowson.wordpress.com/ -15 February 2022 
48 https://www.gov.uk/government/statistics/school-workforce-in-england-november-2020 

https://www.gov.uk/government/statistics/school-workforce-in-england-november-2019
https://johnohowson.wordpress.com/
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166. The chart above indicates the significant reduction in the number of teachers leaving 
the profession due to retirement.  Only around one in eight teachers leaving left due 
to retirement in 2019-20, down from around one in three in 2010-11.   
 

167. The chart below sets out more detailed analysis on this issue. 
 

 
 

168. The chart above underlines the concerns we have expressed about the increasing 
likelihood of teachers to leave the profession.  Concerns about pay and working 
conditions are in our view key to understanding the increasing problems with 
retention. 
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169. Although there has been a slight improvement in retention rates for most cohorts of 
newly qualified teachers qualifying over the past decade, these improvements go 
nowhere near to redressing the losses of the last decade.  
 

170. The latest data available at the time of writing49 showed the position in November 
2020, when the temporary impact of the pandemic had reduced teacher wastage.  
Even then, however, retention figures continued to give caused for alarm. 

 
171. Around a quarter of new teachers leave within three years and around a third leave 

within five years.  These figures were little changed compared to the equivalent 
figures in November 2019 and the danger is that they will worsen when we see the 
next set of figures. 

 
172. The loss of more experienced teachers is also significant, with barely 60% of teachers 

remaining in the profession after nine or ten years.   
 

173. Retention rates for more experienced teachers improved only marginally in 
November 2020 and these improvements were not enough to restore retention rates 
to the figures seen in the years before November 2019. 

 
174. The concerns about retention are amplified by the findings of the NEU’s latest “State 

of Education” survey available at the time of writing.50  This showed that (excluding 
“don’t know” answers) 15% of respondents did not expect to be still working in 
education in two years’ time, with 43% saying that they did not expect to still be 
working in education in five years’ time.  Almost half of those in their first five years 
in a career in education and planning to leave cited pay as a factor. 

 
175. We are concerned at the potential impact of the pandemic on teacher retention, with 

possible delayed decisions to leave yet to show up in the data. 
 

176. The number of teachers responding to the Secretary of State’s appeal to return to the 
profession has rightly been described as a “drop in the ocean” compared to the 
numbers needed to make up for COVID-related absences.51  We are in no doubt that 
the damage inflicted on teacher pay and conditions since 2010 is a key factor in 
failures to attract former teachers back to the profession. 

  

 
49 School workforce in England, Reporting Year 2020 – Explore education statistics – GOV.UK (explore-education-

statistics.service.gov.uk) 
50 https://neu.org.uk/state-education-staff-workload-wellbeing-and-retention 
51 https://www.independent.co.uk/news/education/education-news/covid-school-teacher-staff-shortage-b1991172.html 

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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177. Finally in this section, we address below key issues raised by the NFER report 
produced for the OME and published in January 2022, “What teachers do after 
leaving and the implications for pay setting.”52 
 
a. The NFER study notes concerns about the competitiveness of teacher pay, states 

that teacher supply improvements due to the pandemic are likely to be temporary 
and highlights the need to improve the competitiveness of teacher pay to head off 
future teacher supply issues. 

b. Teachers who left teaching tended to earn more than when they were a teacher. 
c. NFER concludes that there is “some evidence” to target resources towards early 

career teachers but makes this statement in the context of the current funding 
levels.  As noted elsewhere, the solutions required cannot be found within the 
existing inadequate funding envelope. 

d. NFER found that teacher pay issues had contributed to recruitment and retention 
problems. 

e. NFER notes that lower pay increases for more experienced teachers could 
 
178. We know that many older women have experienced inappropriate pressure to leave 

posts.  This unacceptable phenomenon add to the concerns we express elsewhere on 
pay inequalities. 
 

179. Sticking plaster responses such as retention payments limited to certain areas offer 
no solution to problems that are evident across the school system and require a 
strategic response.  It is true that pay is not the only factor influencing teacher 
retention, but it is a key factor.  Without urgent improvements in pay and workload, 
teaching will continue to lose the skills of the experienced teachers who are leaving 
the profession. 

 
Class sizes and pupil numbers 
180. Demand for teachers has increased significantly due to growth in pupil numbers in 

recent years.  Unless teacher numbers keep pace with increases in pupil numbers, 
class sizes will increase from already high levels. 
 

181. In England, after rising since 2009, the nursery and primary population has been 
predicted to fall slightly due to a lower number of births from 2013 onwards.  
However, the secondary school population has increased and is projected to continue 
increasing to an estimated 3.3 million in 2025 – a rise of some 15 per cent on the 
figure for 2018.  

  

 
52 https://www.gov.uk/government/publications/what-teachers-do-after-leaving-implications-for-pay-setting 
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182. School class sizes have continued to increase.  Secondary class sizes have risen for the 
sixth year in a row adding two more pupils to every class.  They are now at their 
highest for more than 40 years.  Primary classes also rose for the third year in a year 
and are now at their highest since 2000. 
 

183. A study of Government figures by the Labour Party has shown that some 900,000 
pupils were in classes of more than thirty.  This represented an increase of some 
150,000 since 2010.53 

 
184. This is the direct result of the Government’s cuts to schools over the last decade. 

Four-fifths of secondary schools and two-thirds of primary schools have lower real 
terms per pupil funding now than they did in 201554. 

 

 
 
 

  

 
53 Soaring numbers of pupils taught in ‘supersized’ classes | The Independent 
54 Spreadsheet with data and sources: 
https://www.dropbox.com/s/itdd0uegzqhurhm/class%20sizes%201978-2021.xlsx?dl=0  

https://www.independent.co.uk/news/education/education-news/super-size-classrooms-england-tories-b1899181.html
https://www.dropbox.com/s/itdd0uegzqhurhm/class%20sizes%201978-2021.xlsx?dl=0
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The pay increases needed in 2022 and 2023 
 
Overview 
185. We have set out earlier in this submission the extent of the cuts to teacher and 

school leader pay against inflation since 2010.  Those cuts, alongside the imposition 
of PRP and the unfair blocks on pay progression experienced by many teachers and 
school leaders, have hit living standards hard when we should be valuing teachers 
and school leaders.  The cuts have also damaged the ability of the profession to 
compete effectively with other graduate employers. 
 

186. Developments in the wider economy underline the importance of implementing pay 
increases for teachers and school leaders that are significantly above inflation.  The 
outlook for inflation has worsened considerably since the STRB’s last report and is 
likely to get even worse.  Pay in the wider economy has picked up markedly since the 
STRB’s last report, as the economy grows strongly and workers rightly demand 
significant pay rises to prevent their living standards deteriorating further. 

 
187. The sustained improvement in recruitment and retention that the STRB hoped to see 

has not materialised.  Instead, recruitment has already dropped back to pre-
pandemic levels and we are yet to see the impact on retention of the stress and 
additional workload in schools caused by the pandemic. 
 

188. The evidence clearly justifies urgent and significant restoration of the pay cuts.  The 
NEU’s call for pay increases for all teachers and school leaders of at least 8% in 
September 2022, followed by at least 8% in September 2023, must be implemented if 
we are to value teachers and school leaders, and begin to tackle the severe 
recruitment and retention problems which have accumulated over this long period of 
pay cuts.   

 
189. Even before the conflict between Russia and Ukraine, there was already a likelihood 

that inflation would stay high for a prolonged period.  That danger has now increased 
and as noted earlier in this submission it is essential that alongside the increases of at 
least 8% this year and next a review mechanism is in place to effectively protect 
teacher living standards should the outlook for inflation worsen.  

 
Increases needed to starting pay 
190. The Government has delayed the implementation of its proposed £30,000 starting 

salary for teachers, as part of the pay freeze imposed last year.  This was a broken 
promise on pay. 
 

191. The Government has itself noted the need to improve teacher starting pay so that it 
is competitive with starting pay in other graduate professions. 
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192. The research we have commissioned from IDR underlines the disadvantaged position 
of teachers in terms of starting pay.  IDR shows that the gap between starting pay for 
teachers and starting pay for graduates as a whole widened in 2021, to 8.2%.55 

 
193. In his remit letter to the STRB, the Secretary of State says that: “Investing in the pay 

of early career teachers remains a critical priority.”  The “critical priority” is of course 
to invest in the pay of all teachers and school leaders. 

 
194. There is an urgent need to significantly improve starting pay for teachers, but we are 

clear that the issue of starting pay must not be assessed in isolation from the rest of 
the pay structure and differential increases must be avoided. 

 
195. Experienced teachers and school leaders responded with fury to previous differential 

pay increases that were skewed towards starting pay and early career, so retention 
problems would be worsened.  As noted above, the NEU Pay and Progression Survey 
showed that 98% of respondents agreed with the NEU position that there must be 
equivalent pay increases for experienced teachers and school leaders. 

 
196. New and early career teachers themselves will seek a job in which experience is 

rewarded, looking not just at starting pay but at pay across their future career 
journey, so increasing starting pay on its own will not solve recruitment problems.  

 
197. The remit letter refers to “increasing starting salaries to £30,000 outside of the 

London pay areas.”  We are clear that equivalent increases are required to starting 
salaries in the London and Fringe pay areas and we discuss particular issues for those 
areas elsewhere in this submission. 

 
Increases needed across the pay structure 
198. The remit letter refers to the need for “significant, but sustainable, uplifts to the pay 

of more experienced teachers, but still with the aim of moving towards a relatively 
flatter pay progression structure.”  As noted elsewhere in this submission, it is not 
clear what this means in practice.  Nevertheless, the statement in the remit letter 
that the STRB’s 2020-21 recommendations “enabled progress” towards achieving a 
flatter pay progression structure and that the STRB’s recommendations on “how we 
can continue to do so” are welcome are an indication of the Government’s thinking. 

 
199. The STRB’s 2020-21 pay recommendations were for a significantly higher increase of 

5.5% to starting pay than the 2.75% increase recommended for the maximum of the 
Main Pay Range, and the minima and maxima of other pay ranges.  

 
200. These recommendations and the Government’s proposals for a flatter pay structure 

were condemned by STRB consultees.   
 

55 IDR, page 2 et seq. 



National Education Union: Submission to the School Teachers Review Body  36 
 

 
 

 
 

201. The differentiated pay increases of 2020 were greeted with fury and dismay by 
experienced teachers and school leaders, because it was fundamentally unfair.  This 
approach has an adverse impact on the morale of experienced teachers and school 
leaders, creating additional retention problems.   

 
202. It is important for the STRB to note that the impact of the pandemic in 2020 

significantly reduced wastage and the retention impact that the differentiated 
increases would have otherwise had.  As noted elsewhere in this submission, 
retention issues are re-emerging as we recover from the pandemic and additional 
retention issues have been created by the impact of the pandemic on teachers and 
school leaders.  A differentiated pay increase would add significantly to the retention 
problems. 

 
203. Nor is a higher increase at starting pay an effective response to recruitment or early 

years retention issues, because potential and new teachers seek a profession offering 
progression to competitive levels of pay.  The 2020-21 approach is not an appropriate 
model for the STRB to follow and we call on the STRB to instead recommend the 
significant across-the-board pay increases for which we call.   
 

204. In this submission we urge the STRB to make recommendations based on the 
objective evidence.  This includes refusing to allow the statements in the remit letter 
to prevent the action needed to secure significant increases for all teachers and 
school leaders. 

 
205. We are opposed to differentiated pay increases, including by career stage as well as 

by location and other factors, because the recruitment and retention crisis requires a 
strategic response.  That means implementation of the clear and undifferentiated pay 
increase of at least 8% this year and next, so that we send a powerful signal that all 
teachers and school leaders are valued. 

 
Securing fair and competitive pay in the long term 
206. The increases of at least 8% this year and next for all teachers and school leaders are 

only the first step towards securing fair and competitive pay levels for the long term. 
 

207. The urgent restoration of the real terms cuts to pay since 2010 must be followed by 
establishing pay levels which reflect the value of teachers and enable the profession 
to recruit, retain and value the graduate professionals we need.  This must be 
accompanied by pay structure reform to establish a fair national pay structure 
without PRP, and by significant improvements on workload and class size. 
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208. Long-term solutions will not be found if the Government continues to prioritise 

dogma over evidence.  We cannot ignore the impact of inadequate funding, pay cuts, 
recruitment and retention problems, equalities issues created by PRP and sky-high 
workload.   

 
209. Instead of using inadequate funding levels to close off discussion, the Government 

must engage positively with the unions to address the evidence on the key issues.  
We can then identify the changes and investment needed to secure fair pay and 
healthy levels of teacher supply.  That is how evidence-based policy should work and 
we call on the STRB to recognise that the evidence supports the urgent action on 
teacher and school leader pay set out in this submission. 
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The pay structure reforms needed 

Overview 
210. Earlier in this submission, we set out details of the impact of PRP and the dismantling 

of the national pay structure.  The evidence demonstrates how unjustified PRP and 
unevidenced pay “flexibility” have created unjustified blocks on pay progression, as 
well as additional workload and stress.  Potential and serving teachers can have no 
certainty that pay decisions will be taken not on the basis of fairness and 
transparency.  Instead, they know that they may see pay progression blocked on the 
basis of factors that are not within their control. 
 

211. PRP, individualised pay decisions, fragmentation, the rise of supply agencies and 
academisation have been imposed without evidence or support from teachers and 
school leaders but have a significant impact on pay and conditions.  The STRB has 
recognised56 that most academies follow the provisions of the School Teachers’ Pay 
and Conditions Document (STPCD), even though they are not required to do so.  
Academies recognise the value of national pay arrangements in a system of more 
than 20,000 schools. 

 
212. As with other aspects of Government policy on teacher pay and supply, the STRB 

must include the impact of these policies in its analysis in order to make evidence-
based recommendations.  
 

213. It is clear that the pay reforms of the 2010s have created significant problems.  The 
reforms were not wanted by teachers and school leaders.  They have contributed to 
recruitment, retention, workload and wellbeing problems.  To value teachers and 
school leaders properly, we must ensure that we now put in place a fair and 
transparent pay structure.   

 
The need for a fair national pay structure 
214. We call on the STRB to recommend the implementation of a national pay structure 

without PRP and with the characteristics set out below, on a mandatory basis for all 
maintained schools and academies, including supply teachers, and all school and 
academy leaders.  Such a structure is essential if we are to value teachers and school 
leaders properly, protect them against pay inequalities, and support recruitment and 
retention.   

 
215. The pay structure must contain mandatory pay scales for all teachers and school 

leaders, with annual cost of living increases applied equally to all pay points so that 
teachers can be sure they will receive the nationally-mandated pay scales and the 
annual cost of living increases. 

 
56 STRB 30th Report, paragraph 1.24 
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216. The joint union advice57 from NEU, NASUWT, ASCL, NAHT and Voice is widely adhered 
to across the school and academy system.  The well-supported approach set out in 
the joint union advice illustrates the consensus in the profession on the need for a 
mandatory national structure and we again recommend it to the STRB. 
 

217. The restored national pay structure must embed pay progression on the basis of 
experience, with no artificial and unfair obstacles to pay progression and the removal 
of PRP.  Teachers and school leaders need a pay structure that provides career 
development opportunities, not obstacles. 

 
218. Teachers denied pay progression under unfair PRP since 2013 have suffered an unfair 

detriment with a significant impact on their career earnings.  Restoration of pay 
progression as the norm must therefore be accompanied by a requirement for 
schools to assess cases where teachers have been denied pay progression since 2013 
but would have received pay progression under the previous arrangements. 

 
219. The pay structure must include a significantly shorter pay scale for classroom 

teachers, with the removal of the threshold and the creation of a single classroom 
teacher pay scale to replace the separate Main and Upper Pay Ranges.  The 
implementation of a six-point scale with automatic progression to recognise the 
acquisition of experience and expertise signal that teachers’ acquisition of experience 
and expertise will be properly valued, improving recruitment and retention.   
 

220. The threshold has become a significant and unjustified obstacle to the pay 
progression teachers deserve on the basis of their acquisition of experience and skills.  
The NEU Pay and Progression Survey summarised elsewhere in this submission 
shows, as it has in previous years, that pay progression rates drop significantly on the 
Upper Pay Range.  There is simply no justification for this.  The emergence of the 
maximum of the Main Pay Range as an effective pay ceiling for so many teachers 
adds to the significant concerns on teacher pay; and contributes to the recruitment 
and retention problems. 

 
221. We are aware that teachers on the Upper Pay Range are often exposed to 

unjustifiable expectations, including pressure to take on additional responsibilities 
without payment.  This is unacceptable and the new national pay structure must 
ensure that classroom teachers are properly rewarded for their experience as 
classroom teachers without an expectation of taking on additional unpaid 
responsibilities. 

 
222. Pay portability must be restored, so that teachers can move between schools or take 

a career break without a pay penalty and retain the pay value achieved through pay 
progression in their teaching careers.   

 
57 The joint union advice can be found at https://neu.org.uk/pay-advice 
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223. Pay progression achieved in previous years of service as a teacher, as well as pay 
progression achieved in the current post, should be recognised as permanent pay 
entitlements.  This will help to allocate teacher supply more efficiently to demand, 
supporting sideways moves for career development within the huge school system 
instead of inhibiting teacher mobility be failing to guarantee pay portability. 

 
224. The current lack of pay portability exposes women teachers to discrimination when 

they take career breaks for family reasons.  The pay structure must prevent such 
discrimination, by protecting the pay progression achieved prior to the break in 
service as a teacher. 

 
225. Supply teachers must be included in the national pay structure on the same basis as 

other teachers. 
 
Allowances 
226. The TLR and SEN allowance arrangements fail to properly reward teachers taking on 

additional responsibilities.  The evidence shows58 that funding issues influence the 
award of the allowances, when they should be paid on the basis of fair and 
transparent criteria.  This underlines our concerns at the inequalities in teacher pay. 
 

227. Access to TLRs is very difficult from teachers in the nursery and primary sector, with 
only one in six receiving a TLR at all and the median value of TLRs significantly lower.   

 
228. Payment levels are skewed towards the lower end of the TLR ranges, with only 2% of 

TLR payments at a level aligning with the minimum of the TLR1 range.   
 

229. The real terms value of the median TLR in all sectors has been cut significantly since 
2010.  The cuts to the value of TLR payments have been particularly savage in the 
secondary sector, where the median value of TLRs was lower in cash terms in 2019 
than in 2010, as well as being lower in real terms.   

 
230. TLRs and SEN allowances are more likely to be awarded in some areas of the country 

than others, underlining our concerns on unfairness, inconsistency, the lack of 
transparency and the undermining of the key principle of equal pay for equal work. 

 
231. The STPCD states that teachers cannot be expected to undertake such responsibilities 

without “appropriate additional payment” (STPCD statutory guidance, Section 3, 
paragraph 48), but we know from member feedback that this happens in a significant 
number of cases. 

  

 
58 See Government evidence to the STRB 2021, Annex C. 
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232. The national pay structure must guarantee appropriate payment for responsibilities 
replacing the current TLR and SEN allowances.  The current arrangements provide no 
such guarantee, which is not only fundamentally unfair but means that arrangements 
for responsibilities do not properly support career development and progression.  
This is vital if we are to repair the supply line for school leadership posts. 

 
233. Implementation of appropriate arrangements for responsibilities must be on the 

basis of clear, fair and transparent criteria.  These must support the overarching 
priority of ensuring equal pay for similar responsibilities undertaken.  
 

Leadership group posts 

234. The challenges of school leadership, already huge, have been intensified due to the 
impact of the pandemic. 
 

235. The policies on teacher pay imposed by successive administrations since 2010 have 
added to the problems faced by school leaders.  Not only have they, like other 
teachers, seen the value of their pay cut significantly – they have also had to deal 
with the additional workload, bureaucracy and conflict caused by PRP.   

 
236. As shown in the latest NEU Pay and Progression Survey, deputy and assistant 

headteachers face significant obstacles to pay progression. 
 

237. PRP has also added to the excessive accountability regime and the extreme high 
stakes for school leaders.   

 
238. All of these factors make a significant contribution to the severe school leader 

recruitment and retention problems. 
 

239. School leaders, like other teachers, deserve fair and transparent pay within a 
mandatory national pay structure.  Pay for school leaders must sit within coherent 
national arrangements, including pay arrangements for Executive Heads and 
academy CEOs.  School leader pay arrangements must not be detached from pay 
arrangements for other teachers.   

 
240. Fair and transparent pay arrangements for school leaders ensuring equal pay for 

work of equivalent value, with barriers to school leader pay progression removed, 
would help to tackle the school leader recruitment and retention problems.  We must 
value school leaders, as we must value all educators.  Competitive and fair pay for 
school leaders is essential and will be supported by the pay increases and pay 
structure reforms for which we call. 
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Equal pay for equal work 
241. We set out elsewhere in this submission our continuing concerns at the equalities 

issues created by the fragmentation of the pay structure and imposition of PRP.  
 

242. The fair national pay structure we propose is based on the principle of equal pay for 
equal work.  Such a mandatory pay structure would protect teachers and school 
leaders against inconsistent and unfair pay outcomes, and conscious or unconscious 
bias in pay decisions.  

 
243. Reform of the pay structure must be built on a full equality impact assessment, so 

that we move from the current unfair pay arrangements to one with fair pay 
outcomes by equality strand.  Implementation of such a fair pay structure must be 
accompanied by the robust equality monitoring that has been so conspicuously 
absent from the reforms imposed in the 2010s.   

 
244. We welcome the comments made by the STRB in its 31st Report on the need for the 

DfE to use School Workforce Census (SWC) data to examine key issues such as the 
use of allowances and pay progression/promotion by equality characteristic.  We call 
on the STRB to recommend annual equality audits, using the pay data collected by 
the SWC.  There must be annual publication of data by establishment on pay and pay 
progression, including on the equality characteristics of teachers denied pay 
progression. 

 

Pay for supply teachers 
245. We note above that supply teachers must be included in the national pay structure 

arrangements on the same basis as other teachers.  The treatment of supply teachers 
under the current arrangements is unfair.  Their expertise and professionalism needs 
to be properly valued. 
 

246. Supply teacher agencies drive down the pay of supply teachers and increase 
insecurity.  Supply teacher pay levels have deteriorated, both against other teachers 
and compared with rates typically offered by supply agencies in the past.  This 
unfairness in pay terms is compounded by the denial of access to the Teachers’ 
Pension Scheme for agency supply teachers, the denial of sickness and maternity pay 
provisions, and the lack of protection from dismissal without notice. 

 
247. Supply teacher agencies are a significant drain on school resources, due to the ability 

of agencies to charge significantly more to a school than the amount that is paid to 
the supply teacher.  Public money intended for education should not be creamed off 
into private profit.   
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248. There is no justification for the unfair treatment of supply teachers, the profits taken 
by agencies or the inefficiency of agency arrangements compared with coherent 
supply teacher pools run by local authorities with teachers employed under the 
STPCD and Burgundy Book.  We refer the STRB to the NEU’s Charter for Supply 
Teachers59 and call on the STRB to make recommendations to ensure that we value 
supply teachers properly and on an equivalent basis to other teachers. 

 
249. The pandemic reminded us of crucial role of supply teachers and the need for them 

to be paid fairly and valued. 
  

Pay in London and the Fringe Area 
250. There are particular teacher supply issues in London and the Fringe Areas.   

 
251. We continue to call for a review of teacher pay and supply in London and the Fringe 

Area, including discussions on a London-wide allowance and appropriate pay levels 
for the Fringe Area.  Any move towards regional pay would be extremely damaging, 
so pay for London and the Fringe Area must be discussed on the basis of the cost 
compensation approach including the full impact on living standards of the cost of 
living and working in London and the Fringe Areas. 
 

252. Alongside the pay increases needed, Government action on non-pay issues could 
improve teacher recruitment and retention.  This should include access to and supply 
of housing to teachers as key workers.  We would welcome the STRB expressing its 
support for the Government taking such action. 

 
Government proposals on the pay structure 
253. We note the reference in the Secretary of State’s remit letter to a “relatively flatter 

pay progression structure.”  This follows statements on such a structure in previous 
years’ Government evidence to the STRB. 
 

254. We will respond to the Government’s evidence, including any proposals on changes 
to the pay structure.  In the meantime, however, we are clear that reform of the pay 
structure must be on the basis we set out above – and that damaging and unfair PRP 
must be replaced with pay progression as the norm and supportive, developmental 
appraisal.  We are also clear that reform of the pay structure cannot be based on 
differentially lower pay increases for experienced teachers and school leaders 
compared with increases to early career pay including starting pay. 

 
59 https://neu.org.uk/policy/supply-teachers 
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Teacher workload 
 
255. The NEU continues to call on the STRB to seek a remit on workload.  This is needed 

urgently, alongside the improvements to pay we call for in this evidence.  Excessive 
workload and lack of a reasonable work/life balance is a key driver for teachers 
leaving the profession.  Workload concerns also discourage teachers from seeking 
promotion opportunities.  The NEU strongly advises the STRB to review teacher 
workload and specifically the STPCD working time provisions and such requirements 
in the STPCD that impact on workload such as teacher cover, administrative tasks, 
and work/life balance.  We believe this is worth this review body’s attention. 
 

256. Workload remains unsustainable despite attempts to tackle the issue.  Numerous 
surveys and analysis by the DfE, NEU and other stakeholders shows that teachers are 
still spending far too much time on planning, marking, writing assessments, and doing 
other administrative tasks.  Analysis also tells us the working hours and work intensity 
of teachers and leaders remains high. 

 
257. The challenging workload situation facing schools has continued to increase during 

the Covid-19 pandemic.   In addition to their normal high workload, during the 
pandemic, teachers have also had to develop and deliver remote education while 
continuing to deliver classroom-based teaching; regularly cover for absent colleagues 
isolating or sick due to Covid-19; ensure schools were Covid-19 safe and constantly 
adapt to new teaching practices and other measures issued by the DfE due to the 
pandemic. 

 
258. In our annual survey of more than 10,000 NEU members, school staff reported in 

2021 that: 
 

• 70 per cent say workload has increased over past year, with almost all respondents 
(95per cent) reporting they are worried about the impact on their wellbeing. 

• 35 per cent of total respondents reported they would definitely be no longer 
working in education in five years’ time. 

• 55 per cent said that their work-life balance was now worse than before the first 
lockdown, with one in five of all respondents (20 per cent) saying it was ‘much 
worse’. 
 

259. In response to the same 2021 NEU survey, members told us:  

• ‘As a senior leader my work levels are always changing in response to what is 
happening. The pandemic has had a huge impact on this but other things that I used 
to do have reduced. I worry moving forward that all the other things will come back 
and none of the new things will go away’  
 

• ‘Only solution to truly improve my own wellbeing is to leave the profession.’  
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• ‘The expectations in terms of monitoring, feedback, assessment and additional 
support for students are overwhelming. Teaching in the classroom is so enjoyable, 
but the lack of time we are afforded to prepare for it is appalling and stressful, 
particularly as it is replaced by mundane unnecessary tasks’ 

 
260. The extra demands of maintaining a Covid-secure school have inevitably been added 

to staff workload.  Teachers have had to keep schools open and COVID secure, as well 
as continue to provide high quality teaching which responds to students’ learning and 
wellbeing needs.  Leaders have had to continually adjust to the demands of the 
pandemic as well as keep up with and implement ever changing government policy 
and instruction.  At a recent (2 February 2022) parliamentary briefing60 on in the 
impact of the pandemic on the workload of senior leaders, it was reported that the 
vast majority of school leaders say their health and wellbeing has been affected by 
their role this year and keeping pace with government pandemic guidance has been 
the biggest driver of workload.  When surveyed, over 50 per cent of those who were 
not currently a headteacher did not want to become one. This figure is up from 46 
per cent in 2020 and 40 per cent in 2016.  Furthermore, the more experienced a 
teaching professional becomes, the less likely they are to want to take the final step 
to leadership.  

 
261. Perceptions of workload and its impact on work life remain extremely negative and 

the NEU believes this is leading to low morale and reduced job satisfaction of school 
staff.  In our 2021 survey, when asked to compare aspects of their job to a year ago, 
to assess which had improved or worsened over the course of the Covid year, 66 
percent said it had got worse. Only 9per cent believed it had improved.  55 per cent 
said that their work-life balance was now worse than before the first lockdown, with 
one in five saying it was ‘much worse’.  The only significant improvement was in staff 
relationships with parents, who have been in greater contact during lockdown. Our 
members are exhausted. The NEU believes unless more done to alleviate teacher 
workload immediately, there will be high levels of burnout in the profession that will 
inevitably lead to the loss of experienced teachers and leaders. 

 
262. The DfE Teacher Workload Survey (TWS) 2019 confirmed the proportion of teachers 

viewing workload as a fairly/very serious problem remains high. Some 73 per cent of 
primary teachers and 87 per cent of secondary teachers say workload is a serious 
problem. Although this is slightly lower than reported in the TWS 2016, it is still 
clearly a significant problem that will have worsened due to the pandemic and still 
needs to be tackled. 

 

 
60https://www.naht.org.uk/Portals/0/PDF's/Reports/NAHT%20School%20business%20leaders%20report%20FINAL_w
eb.pdf?ver=2022-01-11-145311-603 

https://www.naht.org.uk/Portals/0/PDF's/Reports/NAHT%20School%20business%20leaders%20report%20FINAL_web.pdf?ver=2022-01-11-145311-603
https://www.naht.org.uk/Portals/0/PDF's/Reports/NAHT%20School%20business%20leaders%20report%20FINAL_web.pdf?ver=2022-01-11-145311-603
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263. There is overwhelming data showing that workload continues to be a significant 
factor not only driving teachers out of the profession but is also having a negative 
impact on staff work/life balance and wellbeing.  Evidence gathered in recent years 
by the DfE, Unions, other stakeholders and the STRB have confirmed that significant 
increases in teacher workload and hours is having a huge impact on morale; and most 
worryingly it is having a negative consequence on recruitment and retention. 

 
264. Workload is consistently given as one of the main reasons for leaving the profession.  

While some studies/surveys have used a general ‘workload’ category, several studies 
have a more detailed breakdown.  In these studies, teachers have reported ‘too much 
work out of school hours’, ‘accountability’ and ‘increased paperwork’ as the main 
reasons for leaving.   The 2018 recommendations of the Workload Advisory Group 
(WAG)61, which have the Department’s full support62 are welcomed and so is the 
redesigned DfE workload toolkit plus associated initiatives.  However, findings from 
the TWS 201963 in England found that teachers generally felt they still spent too much 
time on admin tasks, lesson planning, marking and data management rather than 
teaching.  A breakdown by phase suggests that workload might be a more decisive 
reason for quitting for primary than for secondary school teachers. 

 
265. In addition to tacking excessive workload driven by admin tasks, lesson planning, 

marking and data management, immediate action must be taken to address the 
excessive hours teachers are having to work.  Studies by the NEU and the results of 
the TWS 2019, Teaching and Learning International Survey (TALIS) 201864 and the 
teacher workload study 2019 by the UCL65 all show that teachers’ working hours 
remains high and is having a negative impact on the profession in terms of morale 
and job satisfaction. 

 
266. The Department’s teacher workload survey (TWS) 2019 confirmed that although 

there has been a small reduction in working hours between 2016 and 2019, which is 
not corroborated by NEU member experience and is certainly not the case since the 
pandemic, 94 per cent of full-time teachers and middle leaders are still working more 
than 40 hours a week; and 57 per cent of full-time teachers and middle leaders are 
still working more than 50 hours a week.   Furthermore, around two-thirds of full-
time teachers are still working longer than the 48-hour maximum stipulated by the 
Working Time Regulations.  

 

 
61https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/754349/Workl
oad_Advisory_Group-report.pdf  
62https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/753496/Workl
oad_Advisory_Group_response_table_final.pdf  
63 https://www.gov.uk/government/publications/teacher-workload-survey-2019 
64 https://www.oecd.org/education/talis/ 
65 WHAT MOTIVATES PEOPLE TO TEACH, AND WHY DO THEY LEAVE? ACCOUNTABILITY, PERFORMATIVITY AND 
TEACHER RETENTION 

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/754349/Workload_Advisory_Group-report.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/754349/Workload_Advisory_Group-report.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/753496/Workload_Advisory_Group_response_table_final.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/753496/Workload_Advisory_Group_response_table_final.pdf
https://www.gov.uk/government/publications/teacher-workload-survey-2019
https://www.oecd.org/education/talis/
https://www.tandfonline.com/doi/abs/10.1080/00071005.2019.1589417?journalCode=rbje20
https://www.tandfonline.com/doi/abs/10.1080/00071005.2019.1589417?journalCode=rbje20
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267. TALIS 2018 tells us that both primary and lower-secondary teachers in England 
reported working longer hours than teachers in most other countries that 
participated in TALIS.  For lower-secondary, the average hours of work amongst full-
time teachers in England was 49.3 per week, above the OECD average of 40.8.  Full-
time primary teachers in England working hours are the second highest in the OECD 
averaging 52.1 hours per week. 

 
268. Further evidence of excessive working hours is provided by the Teacher Labour 

Market in England Annual Report (June) 2020 by the NFER66 (National Foundation for 
Education Research) which found that teachers work longer term-time hours than 
other professionals in a typical week.   Teachers also work additional hours during 
periods when the school is closed; continue to have the lowest satisfaction with their 
amount of leisure time and are more likely to have low job satisfaction than other 
similar professions.    Due to the nature of the school year, teachers’ working pattern 
is very intense across fewer weeks in the year.  Working long hours over prolonged 
periods, as teachers are doing, creates pressure and stress, with potential negative 
effects on health and well-being leading to unsatisfactory work/life balance.   The key 
reason for this is high workload and teachers who cannot cope with the demands and 
constant pressures end up leaving the profession. 

 
269. The Teacher Labour Market in England Annual Report (March) 2021 by the NFER67 

(National Foundation for Education Research) found that when schools were fully 
open, full-time teachers’ working hours was around 46 hours per week, significantly 
more hours than the 41 hours per week reported by full-time similar professionals 
during the same period.  The same report concluded that although the pandemic and 
its impact on the economy had made the profession slightly more attractive and staff 
turnover had improved slightly due to the job security teaching provided, reducing 
workload, and supporting well-being should remain a priority for the Government in 
the post-pandemic recovery phase. 

 

270. Analysis of teachers’ working hours over the years by the NEU, TALIS and NFER have 
consistently shown that teachers in England are working longer hours than their 
peers in the OECD and similar professions in the England.  Total hours may vary 
slightly depending on the methodology used, but all point to the same conclusion.  
The number of excessive hours teachers are working is having a detrimental impact 
on their work/life balance, is driving teachers out of the profession and leading to 
acute recruitment and retention problems. 

  

 
66 https://www.nfer.ac.uk/teacher-labour-market-in-england-annual-report-2020/ 
67 https://www.nfer.ac.uk/teacher-labour-market-in-england-2021/ 

https://www.nfer.ac.uk/teacher-labour-market-in-england-annual-report-2020/
https://www.nfer.ac.uk/teacher-labour-market-in-england-2021/
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271. In addition to concerns regarding workload and working hours, our members are also 
concerned about the increased intensity of their workload.  Evidence gathered from 
the British Skills and Employment Survey68 (SES) showed that from 2006 onwards, 
teachers’ enthusiasm, contentment and the frequency of end of day exhaustion had 
worsened significantly.  The survey results confirmed that compared to other 
professions, teachers are far less satisfied with the amount of work they have to do, 
hours worked and their ability to influence their jobs.  Today teachers are working 
more intensively than at any other time since the survey began in 1992.  The study 
reported that compared to other professionals and occupations in England, teachers 
work more intensively, and their work intensity has risen to unprecedented levels. 
The SES concluded that any improvements to job quality for teachers in a post 
pandemic era must address the fundamental issues of work intensity, hours and 
workload.  Improved job quality is important because it relates directly to the quality 
of teaching pupils receive over the long term.  Better job quality equals better 
teachers. 

 
272. What all of this tells us is that reducing the burden on teachers from data collection, 

marking, planning and preparation alone is not enough to fully tackle the problem.  
More needs to be done.  The NEU believes a review of teachers’ working time, 
reinstating guidance that limits time spent on cover and restoring the list of 
administrative/clerical tasks not to be carried out by teachers, will radically help to 
reduce teacher workload to more manageable levels. 

 
273. Another worrying factor adding to teacher workload identified in the 2019 TWS and 

the 2021 NEU Survey, is the amount of time spent by senior leaders on performance 
management and pay determination.  A large proportion of primary and secondary 
senior leaders responding to the TWS survey raised the issue of time spent on 
performance management. The number of primary senior leaders spending time on 
performance management of staff increased by 33 per cent between TWS 2016 and 
2019 and by 12 per cent for secondary senior leaders.   

 
274. In the 2021 NEU survey confirmed time spent on performance management added to 

staff workload.  28 per cent of leaders and 25 per cent of the total respondents said 
time spent on performance management had increased and was adding to already 
unmanageable workload.     

 
275. Given that there is no evidence to support the appropriateness and effectiveness of 

PRP in teaching and the obvious detrimental impact PRP is having on teacher 
workload, we ask the STRB to review and recommend ending this damaging practice.  

  

 
68 British Skills and Employment Survey.pdf 

file:///C:/Users/ugbajabiamila/AppData/Local/Microsoft/Windows/INetCache/Content.Outlook/KER83ILQ/British%20Skills%20and%20Employment%20Survey.pdf
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276. Our evidence and that of the TALIS, NFER and DfE confirm teachers continue to work 
far in excess of their 1265 hours.  On average, approximately an extra 20 hours a 
week.  Working time must be part of the discussion if we are to fully address the 
teacher workload crisis.  We call on the STRB to eliminate or place a limit on the 
overarching requirement on teachers to “work such additional hours as may be 
necessary to enable the effective discharge of the teacher’s professional duties” 
(STPCD paragraph 51.7). 

 
277. The NEU has long been particularly concerned about this overarching requirement on 

teachers. If the requirement to work unlimited hours remains in place, attempts to 
address the current workload problems will be undermined.   Revised provisions on 
working time should not include any such open-ended requirement.  If excessive 
working time can be challenged rather than left open ended, employers will have to 
put in place practices that ensure teachers are not working excessive hours. 

 
278. Achieving this cultural shift will be challenging for a lot of schools, who after several 

years of doing things a certain way, have become entrenched in their attitude to 
workload.  Recommendations to reduce the bureaucracy, frequency and unnecessary 
tasks associated with planning, marking and data management alone, will not reduce 
workload. These must be bolstered by tackling the unreasonable additional hours 
teachers are working; and this can only be achieved through reviewing the working 
time provisions and eliminating or limiting the additional hours a teacher may be 
asked to work. 

 
279. In addition to pay, teachers are concerned about workload, long hours, and job 

satisfaction.  If the STRB is serious about reversing the downward trend in 
recruitment and retention, it must recommend effective action on workload as well 
as pay.    

 
280. The NEU again calls on the STRB to review teacher workload and the working time 

provisions.  We strongly believe that limits on working time and restoring the list of 
admin tasks not required of a teacher coupled with better pay will achieve our joint 
aim of reducing workload to more manageable levels and increase teacher 
recruitment and retention. 

 


