
         (Appendix 1) 

SCHOOL TEACHERS PAY 2022 (LOCAL AUTHORITIES)  

SURVEY CONDUCTED ONLINE  

DEADLINE: 21 January 2022 

RESPONSES:  

1 per Local Authority (LAs) (MATs were sent a separate survey by Employer Link and those 
results are not included in the results below). 

SURVEY:  

This was sent to known contacts on several occasions during the life of the survey to 
maximise response. 

BACKGROUND: 

The Government published the School Teachers Review Body (STRB remit), covering a two 
year pay award period, on 17 December 2021. 
 
As a statutory consultee we received a letter saying that the STRB would welcome the 
National Employers’ Organisation for School Teacher’ (NEOST) views and evidence on the 
following issues: 
 
1.   The main pay award, including the merits and management of a multi-year award. 
2.   The Government’s continued commitment to a £30,000 starting salary and how this 

should be balanced against other parts of the pay framework. 
3. The state of the labour market for teachers: 
  a. Recruitment and retention 
  b. The relative position of teachers’ pay 
  c.  Morale and motivation 
4. School finances, including evidence and data on the affordability of the pay award 

over the next two years. 
5. Wider evidence on the operation of the pay framework.  
 
 
SURVEY  
 
The aim of the survey was to extract evidence (including anecdotal evidence in the absence 
of facts or research) to inform the NEOST response back to the STRB. 
 

QUESTIONS:  

A full set of questions asked can be found in APPENDIX 1A 

TOTAL NUMBER OF RESPONSES TAKEN INTO CONSIDERATION: 63 

LIST OF RESPONDING LAs:  can be found in APPENDIX 1B 

 

 

 

 

 

 

 



This report was supplied by Jacky Teasell (LGA Workforce Team). 

Q1-3 asked respondents for their name, local authority, and email address for queries. 

The regional responses were: 

 

REGION NUMBER OF 
RESPONSES 

TOTAL 
NUMBER of 
LA’s IN THE 
REGION 

RESPONSE 
RATE PER 
REGION (%) 

East of England 8 11 73 

East Midlands 4 10 40 

London 6 33 18 

North East 5 12 42 

North West  11 23 48 

South East 9 19 47 

South West 7 15 47 

West Midlands 7 14 50 

Yorkshire & 
Humberside 

6 15 40 

Total 63 152 41 

 

Regional Responses 

East of England   8 

East Midlands   4 

London   6 

North East   5 

North West   11 

South East   9 

South West   7 

West Midlands  7 

Yorkshire and Humberside 6 

 

 

 

 

 

 



 

RESPONSES (starting from Q4-33): 

Q4. Roughly how many maintained schools do you represent  
0-10 schools  5 responses 
11-50 schools  16 responses 
51-100 schools  21 responses 
101-150 schools  11 responses 
151-200 schools  3 responses 
200+ schools  7 responses 
Left Blank N/A 
Total Number of Schools represented 6174 
Largest Number of Schools represented 550 

 
 
 
 

Q5. Roughly how many academy schools do you provide pay policy support to? 

0-10 schools 32 responses 
11-50 schools 20 responses 
51-100 schools 5 responses 
101-150 schools 4 responses 
151-200 schools 1 response 
200+ schools 0 response 
Left blank/Unsure 1 response 
Total Number of Schools represented 1672 
Largest Number of Schools represented 200 

 

 

 

TWO YEAR PAY AWARDS 2022/23 and 2023/24 

Q6 Does your LA/School prefer a two-year as opposed to a one-year pay award as 
in past years? 

One Year 3 responses (5%) 
Two Year 43 responses (68%) 
No strong View  16 responses (25%) 
Left blank 1 response (2%) 

 

 

 

Q7.  What do you think are the key advantages of a two-year teacher’s pay award? 
(2022/23 & 2023/24) Respondents were asked to choose all the options which 
applied plus were invited to add “Others” 

Increased ability to forward plan (Option 1) 59 chose this 
option 

Increased ability to undertake workforce planning for the next two 
years (Option 2) 

50 chose this 
option 

Increased certainty for teachers and leader with regards to % cost of 
living pay award (Option 3) 

41 chose this 
option 

Other 12 added an 
additional option 

 



 

 

Q8.  What do you think are the key disadvantages of a two-year teacher’s pay 
award? (2022/23 & 2023/24) Respondents were asked to choose all the options 
which applied plus were invited to add “Others” 

Risk of undermining R & R economy shifts (i.e., resulting in an annual 
pay award that is either seen as too generous/high or not enough/low 
to R & R the adequate numbers of good quality teachers and school 
leaders needed.) (Option 1) 

37 chose this 
option 

Hard to accurately predict school affordability this far ahead (Option 2) 28 chose this 
option 

Managing teachers’ expectations on pay (Option 3) 15 chose this 
option 

Managing budgets to invest appropriately in resources and activities 
that will best support staff and pupils (Option 4) 

12 chose this 
option 

Other  16 chose this 
option 

Left blank 8 blanks 
 

 

Q9.&Q10 What would your LA/Schools consider to be affordable in each of the 
two years covered by this pay remit (expressed as an overall percentage 
uplift) in respect of the 2022/23 and the 2023/24 teachers’ pay award. 

Percentages  2022/23 2023/24 
0 - 0.99% 3 responses (5%) 4 responses (6%) 
1 - 1.99% 31 responses (49%) 35 responses (56%) 
2 - 2.99% 19 responses (30%) 15 responses (24%) 
3 – 3.99% 2 responses (3 %) 2 responses (3%) 
4 – 4.99% 1 response (2%)  
5%+   
Left blank 7 responses (11%) 7 responses (11%) 

 

 

Q11.  The vast majority of LAs previously expressed in principle support for the 
proposed £30k starting salary ambition do you support (in principle) a £30K 
starting salary for teachers in line with the Government’s pay policy. 

No 3 responses (5%) 
Yes 58 responses (92%) 
Left blank 2 responses (3%) 
Other Comment Although answered yes to above, there are concerns about the 

knock-on effect for other salaries, morale and potential 
retention; 

 

 

Q12. If your answer to Q11 is NO, please indicate key reasons. 
Please tick all that apply. Negative impact on recruitment and 
retention of experienced teachers 

3 responses 

Negative impact of recruitment and retention on leaders 1 response 
Negative impact on morale of experienced teachers 2 responses 
Negative impact on morale of leaders  
Other comment supplied: 
£30kis 16% uplift so there must be impact on other pay points: 

1 response 



 

13.  If your answer to Q11 is YES please indicate your key reasons. Please tick all 
that apply. Respondents were asked to choose all the options which applied 
plus were invited to add “Others” 

Positive impact on recruitment and retention and morale of ECTs  54 responses 
(86%) 

Positive impact on the morale of Early Career Teachers  38 responses 
(60%) 

Other  18 responses 
(29%) 

Left blank 6 responses 
(7%) 

 

 

Q14. What is a reasonable timescale for achieving the Government’s policy starting 
salary of £30,000? 

2022/2023 1 response (2%) 
2023/2024 12 responses (19%) 
2024/2025 30 responses (48%) 
Other * 17 responses (27%) 
Left blank 3 responses (5%) 

 

 

 

Q15. Should any two year pay award 2022-24 be applied to all ranges equally (i.e a 
uniform percentage uplift) or should it be applied in a targeted way to address 
any recruitment and retention pressures? 

A: Pay award to be applied to all ranges equally 44 responses (70%) 
B: Pay award to be applied in a targeted way to 
address any recruitment and retention 
pressures 

8 Responses (13%) 

Other * 10 responses (16%) 
Left blank 1 response (2%) 

 

 

Q16. If you answered B to Question 15, which pay range should be targeted. 

 

Leading practitioner  
Upper Pay Range  
Main Pay Range (MPR) 4 responses 
Early Career Teachers (ECT) 4 responses 
MPR & ECT 1 response 
Unqualified Teachers  

 

AFFORDABILITY 

 

Q17. SCHOOL FINANCES – AFFORDABILITY. Taking into account: 



a) The comprehensive Spending Review (SR) confirmed an additional £4.7 
billion by 2024-25 for the core schools’ budget in England, over and above 
the SR19 settlement for schools in 2022-23 and: 

b) Balanced against the additional costs incurred as a result of managing the 
COVID-19 pandemic and any loss of income to schools budgets in 2020/21, 
increased rate of inflation and the current schools/LA budget position.  

How significant an impact on your budgets will a 2022/23 pay award be? 

Significant 34 responses (54%) 
Moderate 24 responses (38%) 
Little or No Impact 1 response (2%) 
Left Blank 4 responses (6%) 

 

 

 

Q18. SCHOOL FINANCES – Which, if any, types of schools are experiencing the 
greatest difficulties? 

Primary 23 responses (37%) 
Small primary schools 5 responses (8%) 
Secondary 2 responses (3%) 
Special Schools 3 responses (5%) 
Alternative Provision  
Maintained Nursery Schools 1 response (2%) 
All 2 responses (3%) 
Other 15 responses (24%) 
Blank 8 blanks (13%) 

 

 

Q19. SCHOOL FINANCES – If your responses to Question 17 indicate a moderate to 
significant impact on your schools/LA budgets please briefly explain the key 
reasons. Any numerical data you can provide will be particularly helpful. 
(Evidence was taken into account in the main report.) 

 

 

RECRUITMENT & RETENTION 

Q20. SECONDARY RECRUITMENT: Are secondary schools in your local authority 
area currently experiencing difficulties with the recruitment of Heads, Senior 
Leadership, Early Careers Teachers 

 1 = Not difficult to recruit to…..5 is most difficult to recruit to 

 1 2 3 4 5 Blanks 
Heads 6 

 (10%) 
9  

(10%) 
17  

(27%) 
17  

(27%) 
3  

(5%) 
11  

(17%) 
Senior 
Leadership 

1  
(2%) 

18  
(29%) 

17 
 (27%) 

9 
 (10%) 

1 
 (2%) 

11  
(17%) 

Early Careers 
Teachers 

4 
 (6%) 

16 
 (25%) 

20 
 (32%) 

9  
(10%) 

4  
(6%) 

10 
 (16%)  

 

 
 

 



 

 

21. SECONDARY RECRUITMENT CHALLENGES: Further anecdotal information 
was taken into account in the main report.  

 

 

Q22. PRIMARY RECRUITMENT: Are primary schools in your local authority area 
currently experiencing difficulties with the recruitment of Heads, Senior 
Leadership, Early Careers Teachers 

 1 = Not difficult to recruit to…..5 is most difficult to recruit to 

 1 2 3 4 5 Blanks 
Heads 3  

(5%) 
7  

(11%) 
12  

(19%) 
21  

(33%) 
14  

(22%) 
6  

(10%) 
Senior 
Leadership 

3  
(5%) 

19  
(30%) 

17  
(27%) 

12  
(19%) 

6  
(10%) 

6  
(10%) 

Early Careers 
Teachers 

5  
(8%) 

19  
(30%) 

19  
(30%) 

9 
(14%) 

6  
(10%) 

6  
(10%) 

 

 

Q23. PRIMARY RECRUITMENT CHALLENGES: Further anecdotal information was 
taken into account in the main report.  

 

Q24. SECONDARY RETENTION: Are secondary schools in your local authority area 
currently experiencing difficulties with the retention of Heads, Senior 
Leadership, Early Careers Teachers 

 1 = Not difficult to recruit to…..5 is most difficult to recruit to 

 1 2 3 4 5 Blanks 
Heads 10  

(16%) 
14  

(22%) 
13  

(21%) 
8 

(13%)  
1  

(2%) 
17  

(27%) 
Senior 
Leadership 

9 
 (14%) 

21  
(33%) 

14  
(22%) 

2  
(3%) 

1  
(2%) 

16  
(25%) 

Teachers 4  
(6%) 

12  
(19%) 

34 
(54%)  

7  
(11%) 

2  
(3%) 

14  
(22%) 

 

 

Q25. SECONDARY RETENTION CHALLENGES: Further anecdotal information was 
taken into account in the main report supplied. 

 

Q26. PRIMARY RETENTION: Are primary schools in your local authority area 
currently experiencing difficulties with the retention of Heads, Senior 
Leadership, Early Careers Teachers 

 1 = Not difficult to recruit to…..5 is most difficult to recruit to 

 1 2 3 4 5 Blanks 
Heads 9  

(14%) 
4  

(6%) 
20  

(32%) 
15 

 (24%) 
5  

(8%) 
10   

(16%) 
Senior 
Leadership 

10  
(16%) 

14  
(22%) 

18  
(29%) 

8  
(13%) 

2  
(3%) 

11  
(17%) 

Teachers 4  
(6%) 

13  
(21%) 

24  
(38%) 

9  
(14%) 

2  
(3%) 

11  
(17%) 



Q27. PRIMARY RETENTION CHALLENGES: Further anecdotal information was taken 
into account in the main report.  

 

 

GENERAL RECRUITMENT AND RETENTION CHALLENGES 

Q28. RECRUITMENT AND RETENTION CHALLENGES: How significant are the 
following factors (in your experience) for recruitment and retention challenges 
for schools. 

 1 = Not difficult to recruit to…..5 is most difficult to recruit to 

 1 2 3 4 5 Blanks 
Level of pay 2  

(3%) 
16  

(25%) 
19  

(30%) 
12  

(19%) 
7  

(11%) 
7  

(11%)  
Workload   6  

(10%) 
24  

(39%) 
28  

(44%) 
5 

 (8%) 
Wellbeing  1  

(2%) 
13  

(21%) 
18  

(29%) 
26  

(42%) 
5  

(8%) 
Ofsted  6  

(10%) 
17  

(27%) 
16  

(25%) 
16 

 (25%) 
8 

 (13%) 
Levels of 
depravation 

10  
(16%) 

15  
(24%) 

18  
(29%) 

9  
(14%) 

4  
(6%) 

7  
(11%) 

Coastal Towns 21  
(33%) 

7  
(11%) 

9  
(14%) 

6  
(10%) 

 20 
(32%)  

Rural 
communities 

13  
(21%) 

8  
(13%) 

14  
(22%) 

7  
(11%) 

2  
(3%) 

17 
(27%) 

Urban/inner city 13  
(21%) 

14  
(22%) 

15  
(24%) 

8  
(13%) 

1  
(2%) 

12 
(19%) 

 

 

Q29. In principle, does your LA/schools continue to support Performance Related 
Pay increases for all school teachers? 

No 3 responses (5%) 
Yes 49 responses (78%) 
Other 8 responses (13%) 
Left blank 3 responses (5%) 

 

Q30. MORALE/MOTIVATION: On the whole how would you say you reflect/rate the 
current morale of your school leaders? 

Very good  
Good 24 responses (38%) 
Poor 26 responses (41%) 
Very Poor 6 responses (10%) 
Left Blank 7 responses (11%) 

 

Q31. MORALE/MOTIVATION: Further anecdotal information was taken into account 
in the main report.  

 

 

Q32.  LOOKING AHEAD: From an employer perspective what future changes would 
your local authority /schools want to see in the STPCD? 

Review of the leadership pay range and 
statutory guidance to cover new leadership 

51 responses (81%) 



models in schools (e.g. Executive Head 
Teacher) 
 
Review of STPCD to support increased flexible 
working 
 

30 responses (48%) 

Ability for Upper Pay Range Teachers to 
voluntarily move back to Main Pay range within 
the school they are currently working 
 

54 responses (86%) 

Reduction of salary safeguarding from 3 years 
to 1 year in line with other sectors. 
 

48 responses (76%) 

Introduction of an apprentice teacher pay range 
 

28 responses (44%) 

Other 
 

12 responses (19%) 

 

 

Q33:  FURTHER INFORMATION: Please feel free to add any extra information or 
comments you wish to share. Further anecdotal evidence was taken into 
account in the main report. 

 
 

APPENDIX 1A: 

SURVEY QUESTIONS 

Questions 1-3 were Name/Local Authority and email address of respondents 

Questions  
4 Roughly how many maintained schools do you represent? 
5 Roughly how many academy schools do you provide pay policy 

support to? 
6 – Two 
Year Pay 
Award 
2022/23 & 
2023/24 

Does your LA/School prefer a two-year as opposed to a one-year pay 
award?  

• One Year 
• Two year 
• Other 

 
7  – Two 
Year Pay 
Award 
2022/23 & 
2023/24 

What do you think are the key advantages of a two-year teacher's 
pay award (2022/23 & 2023/24)? Please tick all that apply. If you 
choose 'other' - please add your comments in that option. 

• Increased ability to forward financial plan 
• Increased ability to undertake workforce planning for next two years 
• Increased certainty for teachers and leader with regards to % cost 

of living pay award. 
• Other 

 
8 – Two 
Year Pay 
Award 
2022/23 & 
2023/24 

What do you think are the key disadvantages of a two-year 
teacher's pay award (2022/23 & 2023/24)? Please tick all that 
apply. If you choose 'other' - please add your comments in that 
option. 

• Risk of undermining R & R if economy shifts (i.e., resulting in an 
annual award that is either seen as too generous/high or not 
enough/low to R & R the adequate numbers of good quality 
teachers and school leaders needed.) 



• Hard to accurately predict school affordability this far ahead. 
• Managing teacher expectations on pay 
• Managing budgets to invest appropriately in resources and 

activities that will best support staff and pupils 
• Other 

 
9 – Two 
Year Pay 
Award 
2022/23 & 
2023/24 

What would your LA/schools consider to be affordable in each of 
the two years covered by this pay remit (expressed as an overall 
percentage uplift) - in respect of the 2022/23 teachers' pay award 

• 0 - 0.99% 
• 1 - 1.99% 
• 2 - 2.99% 
• 3 - 3.99% 
• 4 - 4.99% 
• 5%+ 

 
10 – Two 
Year Pay 
Award 
2022/23 & 
2023/24 

What would your LA/schools consider to be affordable in each of 
the two years covered by this pay remit (expressed as an overall 
percentage uplift) - in respect of the 2022/23 teachers' pay award 

• 0 - 0.99% 
• 1 - 1.99% 
• 2 - 2.99% 
• 3 - 3.99% 
• 4 - 4.99% 
• 5%+ 

 
11 – Two 
Year Pay 
Award 
2022/23 & 
2023/24 

The vast majority of LA's previously expressed in principle support 
for the proposed £30k starting salary ambition, and we want to test 
if this is still the case. Therefore, do you support (in principle) a 
£30k starting salary for teachers in line with the Government's 
current pay policy? 

• NO – if you have chosen this option please go to Q12 
• YES – if you have chosen this option please go to Q13 

 
12 – Two 
Year Pay 
Award 
2022/23 & 
2023/24 

If your answer to Q11 is NO please indicate your key reasons. 
Please tick all that apply. 

• Negative impact on recruitment and retention of experienced teachers 
• Negative impact of recruitment and retention on leaders 
• Negative impact on morale of experienced teachers 
• Negative impact on morale of leaders 
• Other 

 
13 – Two 
Year Pay 
Award 
2022/23 & 
2023/24 

If your answer to Question 11 is YES please indicate your key 
reasons. Please tick all that apply. 

• Positive impact on recruitment and retention and morale of 
ECTs 

• Positive impact on the morale of early Career Teachers 
• Other 

 
14 – Two 
Year Pay 
Award 
2022/23 & 
2023/24 

What is a reasonable timescale for achieving the Government’s 
policy starting salary of £30,000. 

• 2022/23 
• 2023/2024 
• 2024/2025 
• Other 

 
15 – Two 
Year Pay 

Should any two year pay award 2022-24 be applied to all ranges 
equally (i.e. a uniform percentage uplift ) or should it be applied in 



Award 
2022/23 & 
2023/24 

a targeted way to address any recruitment and retention 
pressures)? 

• A: Pay award to be applied to all ranges equally 
• B: Pay award to be applied in a targeted way to address any 

recruitment and retention pressures 
• Other 

16 – Two 
Year Pay 
Award 
2022/23 & 
2023/24 

If you answered B to Question 15, which pay range should be 
targeted 

• Leading practitioner 
• Upper Pay Range 
• Main Pay range 
• Early Career Teachers 
• Unqualified Teachers 
• Other 

17. 
Affordability 

School Finances – Affordability: Taking into account: 
a) The Comprehensive Spending review (SR) 2021 

confirmed an additional £4.7 billion by 2024-25 for the 
core schools’ budget in England, over and above the 
SR19 settlement for schools in 2022-23 and: 

b) Balanced against the additional costs incurred as a 
result of managing the COVID-19 pandemic and any loss 
of income to school budgets in 2020/21, increased rae of 
inflation and the current schools/LA budget position 
 
How significant an impact on your budgets will a 2022/23 
pay award be? 

• Significant impact 
• Moderate 
• Little or no impact at all 

18. 
Affordability 

School Finances – Which, if any, types of schools are 
experiencing the greatest difficulties? 

• Primary 
• Secondary 
• Special schools 
• Alternative Provision 
• Other 

19. 
Affordability  

School Finances – If responses to Q17 indicated a moderate to 
significant impact on schools/LA budgets respondents were 
invited to explain the key reasons, with numerical evidence 
welcomed. 

20. 
Recruitment 
& Retention 
: Secondary 
Recruitment 

Are secondary schools in your local authority area currently 
experiencing difficulties with recruitment of HEADS, SENIOR 
LEADERSHIP, EARLY QUALIFIED TEACHERS 
For each category respondents had to choose on a continuum 
where 1 was not difficult to recruit to and 5 was most difficult to 
recruit to.  

21. 
Recruitment 
& Retention 
: Secondary 
Recruitment 
Challenges 

Respondents were invited to share further information on 
specific pay ranges, issues or subject areas 

22. 
Recruitment 
& Retention 
: Primary 
Recruitment 

Are primary schools in your local authority area currently 
experiencing difficulties with recruitment of HEADS, SENIOR 
LEADERSHIP, EARLY QUALIFIED TEACHERS 
For each category respondents had to choose on a continuum 
where 1 was not difficult to recruit to and 5 was most difficult to 
recruit to. 

23. 
Recruitment 

Respondents were invited to share further information on 
specific pay ranges, issues or subject areas 



& Retention 
: Primary 
Recruitment 
Challenges 
24. 
Recruitment 
& Retention 
: Secondary 
Retention 

Are secondary schools in your local authority area currently 
experiencing difficulties with retention of HEADS, SENIOR 
LEADERSHIP, TEACHERS 
For each category respondents had to choose on a continuum 
where 1 was not difficult to retain and 5 was most difficult to 
retain. 

25. 
Recruitment 
& Retention 
: Secondary 
Retention 
Challenges 

Respondents were invited to share further information on 
specific pay ranges, issues or subject areas 

26. 
Recruitment 
& Retention 
: Primary 
Retention 

Are primary schools in your local authority area currently 
experiencing difficulties with retention of HEADS, SENIOR 
LEADERSHIP, TEACHERS 
For each category respondents had to choose on a continuum 
where 1 was not difficult to retain and 5 was most difficult to 
retain. 

27. 
Recruitment 
& Retention 
: Primary 
Retention 
Challenges 

Respondents were invited to share further information on 
specific pay ranges, issues or subject areas 

28. General 
Recruitment 
& retention 
Challenges 

Recruitment and retention challenges : How significant are the 
following factors (in your experience) for recruitment and 
retention challenges for schools – Where 1 was Not Significant 
and 5 was Most Significant. Factors were: 

• Level of pay 
• Workload 
• Wellbeing 
• Ofsted 
• Levels of deprivation 
• Coastal towns 
• Rural communities 
• Urban/inner city 

 
29. General 
Recruitment 
& retention 
Challenges 

In principle, does your LA/schools continue to support 
Performance Related Pay increases for all school teachers: 

• Yes 
• No 
• Other 

30. General 
Recruitment 
& retention 
Challenges 

Morale/Motivation: On the whole how would you reflect/rate the 
current morale of your school leaders? 

• Very good 
• Good 
• Poor 
• Very Poor 

31. General 
Recruitment 
& retention 
Challenges 

Respondents were invited to add any further comments about 
morale and motivation 

32. Looking 
Ahead 

From an employer perspective what future changes would your 
local authority/schools want to see in the STPCD? 

• Review of the leadership pay range and statutory guidance to 
cover new leadership models in schools (e.g. Executive Head 



Teacher) 
• Review of STPCD to support increased flexible working 
• Ability for Upper Pay Range teachers to voluntarily move 

back to Main Pay range within the school they are currently 
working 

• Reduction of salary safeguarding from 3 years to 1 year in 
line with other sectors 

• Introduction of an apprentice teacher pay range 
• Other 

 
33. Looking 
Ahead 

Respondents were invited to add further comments/data. 

 

 

 

APPENDIX 1B – List of Respondents (63 in total) 

Local Authority Region  
Blackburn with Darwen North West 
Blackpool Council  North West 
Brighton & Hove South East 
Bury North West 
Calderdale MBC Yorkshire & Humberside 
Cambridgeshire County Council East of England 
Central Bedfordshire Council East of England 
Cheshire East North West 
Cornwall Council South West 
Croydon London 
Cumbria County Council  North West 
Derbyshire County Council  East Midlands 
Devon South West 
Dudley MBC West Midlands 
Ealing Council London 
East Sussex County Council South East 
Essex East of England 
Gateshead Council North East 
Gloucestershire County Council South West 
Hampshire County Council South East 
Herefordshire West Midlands 
Hertfordshire County Council East of England 
Hull City Council Yorkshire & Humberside 
Kirklees Council  Yorkshire & Humberside 
L B of Hammersmith and Fulham London 
London Borough of Enfield London 
London Borough of Hounslow London 
Luton East of England 
Manchester City Council  North West 
Newcastle City COuncil North East 
Norfolk County Council East of England 
North East Lincolnshire Council Yorkshire & Humberside 



North Northamptonshire Council East Midlands 
North Somerset South West 
North Tyneside North East 
North Yorkshire County Council Yorkshire & Humberside 

Northumberland County Council  North East 
Nottingham City Council East Midlands 
Nottinghamshire  East Midlands 
Peterborough city council  East of England 
Portsmouth City Council  South East 
Reading Borough Council South East 
Rochdale North West 
Royal Borough of Windsor and Maidenhead South East 

Sandwell MBC West Midlands 
Sefton MBC North West 
Sheffield Yorkshire & Humberside 
Shropshire Council West Midlands 
Somerset County Council South West 
Southwark Council London 
St Helens Borough Council North West 
Staffordshire County Council West Midlands 
Stockton on Tees Borough Council North East 
Stoke on Trent City Council West Midlands 
Tameside Council North West 
Thurrock Council East of England 
Torbay Council South West 
Warrington Borough Council North West 
Warwickshire County Council West Midlands 
West Berkshire Council South East 
West Sussex County Council South East 
Wiltshire Council South West 
Wokingham South East 
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