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Our Employment Terms 

Bright Futures Educational Trust is an organisation committed to our vision: ‘The best for everyone, 
the best from everyone’. Everything that we do is underpinned by our values of community, integrity 
and passion. We never forget that we are here in the service of children, families and communities. In 
order to get the best from our young people we need to invest in our workforce providing opportunities 
for people to work collaboratively, to share practice, to support and challenge one another, recognising 
that we are always learning. Staff development is an important aspect of our employment offer and 
we provide many opportunities using our networks and our own schools and expertise, to enable staff 
to grow in their existing role and progress beyond it. It is an exciting place to work. The diversity of our 
schools is a huge asset that brings expertise across many different aspects of teaching and learning.  
Equality, diversity and inclusion is a thread that weaves through all our employment practices.  
Together we make a strong, vibrant and exciting team.  
 
Everything that we do is underpinned by our vision, values and commitments: 
 

Our Values 
 

 
 

  

 
 
 
 
 
 
 
 
 
 
 
 
 

Our Commitments 
 

• Collaboration and strong relationships 

• Professional learning 

• Supportive, challenging and fair 

• Effective communication 

• Strong Governance and accountability 

• Value for money 

• United behind decisions 

• Equality, diversity and inclusion 
 
One of our strategic aims is that Our staff advocate Bright Futures as an excellent and equal 
opportunities employer.  Here are a few quotes from our staff: 
 
 
 
 
 
 
 

 
  

“There is a high 
involvement of student 
and staff voice which 
are at the centre of 
decision making”  

“Strong line 
management ensures 
a good balance of 
challenge and support 
for staff decision 
making”  

“Positive vibes are 
very apparent in 
schools”  

“Children are at the 
heart of decision 
making” 
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How will we know if we have achieved our 
strategic aim above?  
 
In our strategy we say that this aim will have the 
following outcomes: All staff are positively 
engaged, enjoy equitable treatment, are held to 
account, supported and challenged.  People’s 
wellbeing and development are evident through 
compassionate behaviours, strategies and 
decision making. 

 
This booklet has been designed to illustrate our employment offer and summarises the terms and 

conditions of employment that we offer to all staff.  The full detail of these terms is contained in either 

your Statement of Particulars and/or policies.  If you have any questions your HR contact in school 

will be more than happy to help you. 

 

Lynette Beckett 

Director of HR and Strategy 
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The next pages take each of these quadrants in turn and explain our employment 

terms. 

 

 

Salary 
• Incl TLR payments & other 

allowances 

•  

Values driven policies & 
practice 
• Flexible working 

•Working hours 

•Appraisals & Professional 
development 

•Health and Wellbeing 

•Best practice HR  
policies 

•  

Other Pay 
• Employer pension contributions 

• Sick pay 

• Family leave pay 

Benefits 
•Holidays 

•Pension schemes 

•Salary sacrifice schemes 

•Time off 
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We have three sets of salary scales at Bright Futures 

1. Those contained in the School 

teachers pay and conditions document 

(STPC&D).  These are determined nationally 

and contain the scale points for the teachers 

main-scale, upper pay range, unqualified scale 

and various allowance points e.g. TLR 1-3, 

SEN allowance. 

The leadership scales are also in the STPC&D however the 

Trust’s pay points in this scale are slightly higher. We gave a 

slightly higher percentage increase a few years ago.  Every 

leadership post is given a range of points (either 5 or 7), this is 

called the individual salary range (ISR) for the post. 

You will find a copy of the current STPC&D scales in Appendix 1 of this booklet.  The monetary 

values in these scales represent the pay for someone who works full time.  The scales are 

negotiated nationally by the School Teachers Review Body (STRB) with teaching unions.  Any 

increases to scale are applied with effect from September each year. 

2. National Joint council (NJC) scales. These are the scales that applied when our schools were 

part of their respective local authority and we have chosen to continue with them.  The annual 

review of these scales is undertaken nationally by the local government association and trade 

unions.  Any increases are applied with effect from April each year. 

 

Wrapped around these scales are the Bright Futures grades, numbered 1 to 11. Each grade has 

between 2 to 5 scale points within it.  Every associate staff role is given a Bright Futures NJC 

grade.  The current NJC scales and the Bright Futures grade structure can be found at 

Appendix 2. 

The monetary values in these scales represent the pay for someone who works full time. Most 

of our associate staff work a term time arrangement, for example, the most popular arrangement 

is to work 39 weeks per year i.e 38 weeks (term time), with an additional week for training.  

Salary is prorated accordingly, factoring in holidays (see page 7) and we use the same 

calculation across all of our schools to do this, it’s called our weeks per year (WPY) table.  You 

can find this at Appendix 3. 

3. Bright Futures non-school leader pay scales. There are a small number of leadership posts 

in the Trust e.g. executive team, which are not based in a school and being a qualified teacher 

isn’t a requirement of the role.  Therefore, we do not apply the school teachers and leaders’ pay 

scales and other terms of employment for teachers.   

You will find a copy of the current Bright Futures non-school leader pay-scales in Appendix 

4 of this booklet.  The monetary values in these scales represent the pay for someone who 

works full time.  The scales are reviewed annually by the Remuneration Committee of the Board 

and any increases to the scale are applied with effect from September each year. 

Oversight and governance of pay is the responsibility of the Remuneration Committee 

(RemCo). RemCo is a Board committee and comprises of three trustees. 

 

 

Salary 
• Incl TLR payments 

& other allowances 
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Allowances 

We pay an allowance where an additional responsibility has been agreed for an individual.  For 

example, these could be for teachers taking on responsibility to be a Head of Department, or a 

second in department, or a SenCo.  These allowances are paid as teaching and learning 

responsibility (TLR) payments and the figures are contained in Appendix 1.  The level of payment is 

determined by the scale and complexity of the responsibility.  Temporary agreed responsibilities are 

paid with a temporary TLR payment, which will be paid at a point within the range specified in the 

TLR 3 payment. 

Associate staff can also receive an allowance for an agreed additional responsibility.  However, 

this is only usually as a temporary arrangement, for example, to cover some responsibilities of 

another role if the member of staff is off long-term sick.  A permanent arrangement for additional 

responsibilities is reviewed as part of the job grading by Human Resources and could result in the 

role being allocated a higher grade.  

 

Pay progression 

All roles at Bright Futures have a pay scale with a range of pay points, as follows: 

Teachers. Once qualified the range is from M1 to Upper Pay Range 3.  In September each year, 

teachers will progress through this scale, without the requirement for an application or approval 

process. 

Leaders.  All posts have an individual salary range, which is communicated at the time of 

appointment. It will usually be a 5 or 7 point range and will sit within one of the pay scales in Appendix 

1 or 4.  Progression is usually in September each year. 

Associate staff. Each grade has a number of pay scale points and staff progress in April each year 

through to the top of their grade on the Bright Futures NJC pay scale. See Appendix 2 

If there is scope within an individuals’ pay range, pay will be progressed each year as long as a 

support plan or capability wanting has not been in place during the year.  See the policy for full 

details. 

 

Payment date 

Salaries are paid on 15th of each month. Pay on 15th is for the whole of that month.  For example, on 

15th June, the monthly salary paid is for 1st June to 30 June, inclusive. 

 

Further Information 

Teachers and School Leaders’ Pay Policy 

Bright Futures’ non-school leaders’ appraisal and remuneration policy 

Associate staff appraisal policy 

Teachers and School Leaders’ Appraisal Policy 
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In addition to salary, there are other payments that Bright 

Futures makes which make up your total remuneration.  

These are: 

1. Employer pension contribution payments 
2. Payment when you are off sick from work 
3. Payment if you take family leave such as maternity, 

adoption, paternity and shared parental leave 
 

 

 

Employer Pension contributions 

All staff have the option to be a member of a pension scheme. It is a legal 

requirement that you are automatically enrolled into this scheme, when you 

commence employment.   

You will pay a contribution into this fund, known as the employee contribution and 

Bright Futures will also pay an employer contribution into this fund.  Both 

contribution levels are determined by the pension scheme and are a percentage of your salary. 

The employer contribution level varies by each pension scheme and is reviewed and adjusted by 

each scheme on a regular basis.  The current employer contribution rate that Bright Futures’ pays 

ranges from 17.8% of your salary to 23.68% of your salary.   

By way of an example:  If you are paid a salary of £30,000 per annum and the employer 

pension contribution rate is 20%; Bright Futures pays you £30,000 per annum and also sends 

an annual amount of £6,000 to your pension scheme.  This equates to a total remuneration of 

£36,000 per annum. 

The employee contribution levels can be found on the relevant pension scheme website. 

• For teachers and school leaders this is the Teachers’ Pension Scheme (TPS).  Website: TPS 

• For all other staff it is the Local Government Pension Scheme. 

For staff in our Manchester and Trafford schools, this scheme is run by the Greater Manchester 

Pension fund (GMPF).  Website: GMPF.  For staff in our Blackpool schools, this scheme is run 

by the Lancashire County Pension Fund.  Website: Lancashire County Pension fund. 

Aside from an income in retirement, there are many other benefits of being a member of a 

pension scheme such as life assurance and ill health retirement. Please read the information 

contained on the above websites for all the details. 

  

Other Pay 
• Employer pension 

contributions 
• Sick pay 
• Family leave pay 

https://www.teacherspensions.co.uk/members/new-starter.aspx
https://www.gmpf.org.uk/about/index
https://lancashirecountypensionfund.org.uk/?utm_campaign=LCPF%20-%20New%20Website%20-%2012%2F03%2F2021&utm_source=emailCampaign&utm_content=&utm_medium=email
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Sick Pay 

Bright Futures has adopted the Burgundy book (teachers) and the Green Book 

(Associate staff) terms regarding payment, whilst off sick.  These terms are very 

generous compared to those offered outside of the education sector and reflect the 

fact that Bright Futures is an employer who cares about its staff and wants to 

support them when they are not feeling well. 

The terms are detailed in everyone’s statement of particulars, or can be provided by the HR contact 

in school on request.  In summary, the sick pay terms increase based on service and in the first year 

of your employment with us you would receive full pay for around one month and then half pay for 

two months, increasing based on service to around six months’ full pay and six months’ half pay.   

 

Family Leave Payments 

There are times in your life when you need a break from work for an important 

event in your life such as having or adopting a baby/child, taking time off with your 

partner who has or adopts a baby/child. Bright Futures has payment schemes 

which exceed those of the Burgundy and Green book and the schemes are 

identical for all eligible staff. 

• Maternity/Adoption Pay.  After one years’ service you would receive 8 weeks at your normal 
pay, including Statutory Maternity Pay (SMP); 10 weeks at 50% of your normal pay, plus SMP 
and 21 weeks at the lower rate of Statutory Maternity Pay (or at 90% of your normal pay if this is 
less).  You would be entitled to 52 weeks leave. 

 

• Paternity Pay.  After 26 weeks’ service with Bright Futures you would be eligible to have 2 weeks 
paternity leave at your normal pay. 

 
Full details, including eligibility criteria are in the relevant Information Booklets available from the HR 
contact in school. 
 

Further Information 

Relevant Pension scheme website above 

Your Statement of Particulars (sick pay terms), or ask your HR contact in school 

Maternity, Adoption and Paternity Staff Information Booklets  
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As well as salary and other payments, Bright Futures 

has a range of other benefits for staff. 

 

 

 

 

 

Holidays 

Teaching staff are not normally required to work during the school holidays.  In 

accordance with the School Teachers’ Terms and Conditions Document (STPC&D), 

full time teachers work 195 days during the year.  (190 days are the term days and 

5 are inset days).  The remaining 65 days/13 weeks per year are holidays.  

Teachers are paid in 12 equal instalments and the annual salary that is paid is for 

the 52 weeks. 

School Leaders contracts are not bound by the working time requirements in the STPC&D.  There 

may be times that Leaders do need to work during the school holidays, for example during the weeks 

that exam results are announced.   

However, Bright Futures recognises that teachers and school leaders work long hours during term 

time and will only expect staff to work during school holidays by exception.  

Non-school leaders. Members of the executive team have a holiday entitlement of 28 days, plus 8 

public holidays, rising to 33 days, plus 8 public holidays after 5 years’ service.  

Associate Staff.  Bright Futures has a standard holiday entitlement across all schools, which is an 

enhancement on the NJC green book terms.  The entitlement is 25 days, plus 8 public holidays 

which rises to 30 days, plus 8 public holidays after 5 years’ service with Bright Futures.   

For staff working a term time contract for less than 100% of the year (52 weeks), this is pro-rated 

down based on how many weeks are worked. Staff on a term time contract, or term time plus a 

number of days/weeks, will take their holidays during school holidays and their holiday pay is paid 

on top of their salary, in 12 equal instalments.  In order to ensure equality of treatment, we use a 

‘weeks per year table’ to show how many weeks are worked, plus how many additional holiday 

weeks are paid, giving a total weeks paid per year.  This table can be found in Appendix 3. 

Using an example to demonstrate:  The member of staff works for 39 weeks per year i.e. 38 

weeks during term time, plus an additional week.  They have under 5 years’ service.   They 

are paid for 39 weeks plus 5.65 holiday weeks (28.26 days), totalling 44.65 weeks paid per 

year. 

  

Benefits 
• Holidays 

• Pension schemes 

• Salary sacrifice 
schemes 

• Time off 
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Pension Schemes 

 

All staff are eligible to join a pension scheme.  The schemes offered are much more 

favourable than are required by legislation.  Details of the payments are contained 

on page 7. 

 

• For teachers and school leaders this is the Teachers’ Pension Scheme (TPS).  Website: TPS 

• For all other staff it is the Local Government Pension Scheme.  

• For staff in our Manchester and Trafford schools, this scheme is run by the Greater Manchester 

Pension fund (GMPF).  Website: GMPF.  For staff in our Blackpool schools, this scheme is run 

by the Lancashire County Pension Fund.  Website: Lancashire County Pension fund. 

Aside from an income in retirement, there are many other benefits of being a member of a 

pension scheme such as life assurance and ill health retirement. Please read the information 

contained on the above websites for all the details. 

 

Salary Sacrifice schemes 

Bright Futures offers two schemes whereby staff can purchase cycles and associated equipment 

and technology for personal use, through a salary sacrifice scheme.  Purchases are made directly 

by the member of staff via the schemes’ website and they sign a declaration to allow the money to 

be deducted from their salary over a 12-month period.  These schemes attract small cost savings 

for staff and also enable the cost to be spread over 12 months.  Full details and terms are available 

from the HR contact in school. 

 

Time Off 

In addition to the family leave detailed on page 8, Bright Futures recognises that 

there will be times when staff need time off for other reasons.   For example, we 

offer paid time off if you need some emergency time to look after a dependent child 

or relative, bereavement leave, time to attend your child’s graduation or if you are 

moving house.  Please see the Special Leave policy, which details these 

arrangements.   

 

Further Information 

Individual Statement of Particulars 

Relevant Pension scheme website above 

Cycle to Work and Technology salary sacrifice scheme details - from the HR contact in school 

Special Leave policy -from the HR contact in school 

 

 

https://www.teacherspensions.co.uk/members/new-starter.aspx
https://www.gmpf.org.uk/about/index
https://lancashirecountypensionfund.org.uk/?utm_campaign=LCPF%20-%20New%20Website%20-%2012%2F03%2F2021&utm_source=emailCampaign&utm_content=&utm_medium=email
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Bright Futures has a range of approaches and 

employment practices which support a Great Place to 

Work.  We have chosen a few of these to illustrate what 

we mean.  

 

 

 

Flexible Working  

We encourage everyone to ask if there is a working arrangement that would enable 

them to achieve a better life and work balance. The option to ask is available to all 

staff, during the recruitment process or once employed by us.   

A selection of the types of arrangements we would consider are: 

  

• Part-time working 

• Job share i.e. splitting a full-time role between two people 

• Reduced or staggered hours 

• Working remotely with a ‘hot-desk facility’ 

• Compressed working - doing your hours over less days 

• Term time working 

• Career breaks or sabbaticals 

• Phased retirement - continuing working for less hours and drawing your pension 

We will carefully consider all requests and discuss with you how we can make them work, whilst still 

fulfilling the responsibilities of your role. Further information is contained in our Flexible Working 

policy available from your HR contact in school. 

 

Working hours 

Full time Teachers work for 1,265 hours per year, over 195 days per year (pro rated for part time 

teachers).  This is called directed time. Each school determines a ‘directed time’ timetable each year 

which shows how these 1265 hours will be used.  For example, it will include parents’ evenings, staff 

meetings, teaching time, break duties, inset time, form time. 

School Leaders are required to work as necessary during term time and on occasion during school 

holidays. We always try and keep to a minimum the hours worked by always considering how we 

can reduce workloads.  

Associate Staff.  Our standard working week for full time staff is 36.25 hours i.e. a 7 hour, 15- 

minute day over 5 days per week.  Individual statement of particulars will detail the exact days and 

hours to be worked.  A typical example would be 08.30 – 12.30, with a half an hour break and then 

13.00-16.15, over 5 days per week.   

Values driven policies & 
practice 
• Flexible working 

• Working hours 

• Appraisals & Professional 
development 

• Health and Wellbeing 

• Best practice HR  
policies 
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Appraisals and professional development 

All staff have an annual appraisal in September/October and an interim review in 

February/March.  The focus of the annual review is to discuss the previous year and 

what went well and what could have been even better.  The discussion will look 

ahead to the forthcoming year and agree some objectives for the year and a 

personal development plan.  The interim review is an opportunity to formally review 

progress and make any adjustments to objectives or development plans. Workload, 

wellbeing and career aspirations are also discussed.  

Professional development is really important at Bright Futures and staff are encouraged to discuss 

this with their appraising manager and agree a plan.  There are many opportunities for continuous 

professional development (CPD) for staff in all roles.  These opportunities range from courses, 

spending time with a specialist in the area for development, joining groups to share best practice 

and studying for an apprentice standard.  We will consider apprenticeships for a range of associate 

staff posts such as Teaching Assistants, IT, Facilities, Finance, HR.  Agreeing to an apprenticeship 

is our commitment to fund the cost of the training and provide paid time off work to undertake it.   

 

Health and Wellbeing 

Bright Futures is passionate about creating and maintaining a work environment 

where everyone with varying lifestyles and health needs are supported in the 

workplace; in order that we have a culture in which our staff feel safe and are 

inspired and motivated to be their best at home and at work.  All our schools have 

access to occupational health services and a counselling provision. Our schools 

collaborate with staff to identify opportunities to reduce workload and many of our 

staff are trained as mental health first aiders.  A comprehensive Staff Health and Wellbeing policy 

provides further details. 

 

Best practice HR policies 

Bright Futures has a range of bespoke HR policies, all of which have been 

developed with our vision, values and commitments at the heart of them, as well as 

ensuring that they are legally compliant.  These polices apply to all of our schools 

and most have been consulted on with Trade Unions via our Joint Consultation and 

Negotiation Body (JCNB).   

Some of these polices have been mentioned already in this booklet.  In addition, you will also find 

the following policies: Dignity and Respect at Work; Staff Attendance; Whistleblowing and Freedom 

to Speak Out; Grievances; Safe and Fair recruitment; Transitioning at Work and many more.  All of 

these policies are underpinned by our values and commitments, in particular: The values of Integrity 

and community and the commitments of equality, diversity and inclusion, supportive and challenging; 

professional learning and governance and accountability. 

  

Further Information 

HR polices are available on the shared drive in school, or from your HR contact 



       
 

Bright Futures HR June 2021                                          Page 13 of 16 
 

Appendix 1 STPC&D -Teachers and School Leaders 2020/21 
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Appendix 2 NJC Payscales and Bright Futures Grades April 2020 
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Appendix 3 Weeks per year table - associate staff 
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Appendix 4 Bright Futures non-school leader pay scales 2020/21 

 


