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2.2

Introduction

City of London Academies Trust will operate a Pay Policy which, for teachers, will

reflect the current School Teachers’ Pay and Conditions Document (STPCD) and, for

support staff, is in accordance with the NJC pay scales or echoes a pay mechanism
that reflects the same principles. The Trust will:

e Forteachers, determine salaries appropriate within the conditions of
employment identified in the Trust conditions of service for teachers.

e For support staff, grade posts in accordance with any evaluation scheme adopted
by the Trust for any group of support staff, including the Trust Senior Leadership
Team, and consider pay relatives between posts within each academy.

e Ensure that the annual appraisal and annual performance review of all staff is
conducted fairly and properly.

e Ensure that any discretions available under this policy are exercised fairly and
equitably.

e Determine the salary of all relevant staff on an annual basis and provide
notification in writing of the salary determination where possible by 31 October
with effect from 1 September of that year.

Purpose

This Pay Policy seeks to ensure that all members of staff are rewarded fairly and

equitably for their contribution towards the work of the Trust. The Pay Policy is

intended to support the statutory duties of the Trust Board with a view to promoting

the highest standards of educational achievement within the Trust, including:

e Supporting the aims and objectives of each academy’s development plan (ADP)
and the Trust’s overall strategic development plan (SDP) and vision;

e Maximising the quality of teaching and learning within the Trust;

e Ensuring progress and achievement of all students;

e Supporting the recruitment and retention of a high-quality workforce;

e Enabling the Trust to recognise and reward staff appropriately for their
contribution to the Trust and to ‘school life’; and

e Ensuring that decisions on pay are managed fairly, justly and transparently.

Staff who transferred to City of London Academies Trust by way of TUPE transfer
may be subject to different terms and conditions. In such cases, where any terms of
this Pay Policy differ from an individual employee’s contractual terms, the
contractual terms will take precedence.

Delegation of Decision Making

Except where otherwise stated, the Trust Board, having determined the policy as set
out below, will nominate relevant committees and delegate the day-to-day
management of the policy as follows:

Salary Review and Salary Day-to-Day Management Scope
Review Appeal Committees delegated responsibility (for whom)
formed from
Trust Board Chair of the Board CEO
Remuneration Committee CEO Chief Financial & Operating

Officer/Principals/
Headteachers




Academy LGB Pay Principals/ Headteachers All remaining academy staff
Committee
Executive Team Pay Chief Financial & Operating | Trust Directors and central
Committee Officer staff

3.2 The Principal/Headteacher, in accordance with this policy, will make

3.3

3.4

3.5

recommendations on the pay of all staff except their own and report those
recommendations to the Academy LGB Pay Committee for a decision. The Academy
LGB Pay Committee shall consist of the Chair of the LGB and two other members of
the LGB. Committees’ Terms of Reference are set out in Appendix 1.

The Chief Financial & Operating Officer, in accordance with this policy, will make
recommendations on the pay of all Trust Directors and central staff, except their
own, and report those recommendations to the Executive Team Pay Committee for a
decision. The Executive Team Pay Committee shall consist of the CEO and Chief
Financial & Operating Officer. Committees’ Terms of Reference are set out in
Appendix 1.

The Trust Board requires that the Principal/Headteacher, in exercising their
delegated responsibilities, have appropriate regard to the budget approved by the
LGB Finance Committee. However, funding constraints will not be used as
justification for denying pay progression and will not be a factor to consider when
applying pay awards.

When implementing our pay policy, we will abide by:

e The Employment Relations Act 1999, which establishes several statutory working
rights.

e The Part-time Workers (Prevention of Less Favourable Treatment) Regulations
2000 and the Fixed-Term Employees (Prevention of Less Favourable Treatment)
Regulations 2002, which require us to ensure part-time and fixed-term workers
are treated fairly.

e The Equality Act 2010 which requires schools to recognise the need to eliminate
discrimination, advance equality of opportunity, and foster good relations
between people who share a protected characteristic and those who do not.

e The principles of public life which require those conducting the procedures to be
objective, open and accountable.

The Trust procedures for addressing grievances in relation to pay is based on the Acas
grievance code of practice and are set out in the COLAT Grievance procedures.

3.6

4.2

The Trust Board expects that where required appropriate advice is sought from the
Trust Director of HR.

Basic Pay Determination on Appointment

The pay range for all vacancies will be determined prior to posts being advertised.
On appointment, the starting salary offered to the successful candidate will be within
that range.

In determining the salary range for a vacant post, the following factors may be
considered including, but not limited to:



http://www.legislation.gov.uk/ukpga/1999/26/contents
http://www.legislation.gov.uk/uksi/2000/1551/contents/made
http://www.legislation.gov.uk/uksi/2000/1551/contents/made
http://www.legislation.gov.uk/uksi/2002/2034/contents
http://www.legislation.gov.uk/uksi/2002/2034/contents
http://www.legislation.gov.uk/ukpga/2010/15/contents?
https://www.gov.uk/government/publications/the-7-principles-of-public-life/the-7-principles-of-public-life--2
http://www.acas.org.uk/media/pdf/f/m/Acas-Code-of-Practice-1-on-disciplinary-and-grievance-procedures.pdf
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e The nature of the post

e The level of qualifications, knowledge, skills and experience required

e Market conditions

e The wider school context at the time of the application

e Pay of existing staff in the school in equivalent posts

e Any pay range relevant to the role (e.g. leadership pay range)

e The National Joint Council for Local Government Services (NJC) job evaluation
scheme for all relevant support staff posts.

In determining the starting salary for a successful applicant, the selection panel will
consider the applicant’s relevant career history, skills and qualifications based on the
evidence collected through the selection process, including references and the
applicant’s pay in their current or previous post.

Trust Pay Scales are set out in Appendix 2.

CEO/ Principal/Headteacher

The Trust Board will determine the pay range for the CEO, CFOO, CSO, Principal or

Headteacher and will be reviewed only in the following circumstances:

e When it proposes to make new appointments;

e Where there is a significant change in circumstances and/or the responsibilities
of the role; or

e When the top of the scale has been reached the CEO and LGB Pay Committee
can make a recommendation to the Remuneration Committee for a review of the
pay range.

A temporary allowance payment will only be considered for additional
responsibilities undertaken on a temporary or irregular basis, and which have not
already been considered when determining the pay range e.g., any temporary
responsibility for additional schools. Additional payment cannot be made to the CEO,
CFOO, CSO, Principal or Headteacher for recruitment or retention.

Deputy and Assistant Headteacher Posts and Leading Practitioners
Teachers will be paid as Deputy or Assistant Headteachers only where, in the context
of the teacher’s duties, the role includes a significant responsibility that is not
required of all classroom teachers or TLR holders, and that the role:
a) isfocused on teaching and learning;
b) requires the exercise of a teacher’s professional skills and judgement;
c) requires the teacher to lead and manage the school through:
i. development of teaching and learning priorities across the school;
ii.  accountability for the standards of achievement and behaviour of pupils
across the school;
iii.  accountability for the planning and deployment of the school’s resources;
iv.  leading policy development and implementation across the school in
accordance with statutory provisions;
v. managing whole school operational activity;
vi.  working with external bodies and agencies; and
vii.  securing pupils’ access to their educational entitlements.
d) has animpact on the educational progress of the school’s pupils;



4.6.2

4.6.3

4.6.4
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4.7.1

4.9
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e) involves leading, developing and enhancing the teaching practice of the school’s
staff; and

f) includes line management responsibility for a significant number of people
and/or the line management of other line managers.

Deputy Headteacher posts hold significant responsibility and feature a job weight
which exceeds that expected of an Assistant Headteacher employed in the same
school, including responsibility for discharging in full the responsibilities of the
Principal/Headteacher during short-term absence.

Lead Practitioner teachers are paid the Leadership Pay values, with the primary
purpose of modelling and leading improvement of teaching skills.

The LGB Pay Committee may determine that different posts in the same school may
be paid on different individual pay ranges within the leading practitioner pay range,
along with appropriate scope within each individual pay range to allow for

performance-related progress over time. Trust Pay Scales are set out in Appendix 2.

Qualified Teachers

Qualified teachers will be paid in accordance with paragraph 13 for Main Pay Scale
or paragraph 14 for Upper Pay Scale of the STPCD. Trust Pay Scales are set out in
Appendix 2.

Unqualified Teachers
Unqualified teachers/Instructors will be paid in accordance with paragraph 17 of the
STPCD. Trust Pay Scales are set out in Appendix 2.

In addition to the appropriate point on the Unqualified Teachers’ Pay Spine, those
with day-to-day management of the policy may award an additional annual
allowance in accordance with paragraph 22 of the STPCD to a person appointed as
an unqualified teacher, who either takes on a sustained additional responsibility or
has additional qualifications and/or experience to warrant such an award.

The arrangements for salary progression and salary safeguarding for teachers also
apply to unqualified teachers.

Teach First/School Direct Trainee Teachers

Trainee Teachers in there first year of training will be paid on Unqualified 2 of the
Unqualified Pay Scale. Subject to satisfactory performance in gaining qualified
teachers status, in their second year they will be progress to Main Pay Scale 1 . Trust
Pay Scales are set out in Appendix 2.

Supply Teachers

Supply teachers who are engaged for a full day will be paid at a daily rate of 1/195™
of the annual pay they would receive if employed on a regular contract. If they are
engaged for less than a full day, they will be paid on an hourly basis, with the
appropriate daily rate divided by the proportion of the full day they are engaged to
work.
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Part-Time Teachers

Part-time teachers will be given a written statement detailing their working time
obligations and the standard mechanism used to determine their pay, subject to,
where relevant, the provisions of the statutory pay and working time arrangements
and, where relevant, by comparison of the applicable school’s timetabled teaching
week for a full-time member of staff in an equivalent post.

The applicable “school’s timetabled teaching week” means the aggregate period of
time in the school timetable during which pupils are normally taught.

Unless otherwise agreed, any additional hours worked by agreement from time to
time will be paid at the same rate.

Salaries for Support Staff

On appointing a member of support staff, the job description determined for the
post will be evaluated in accordance with the relevant approved scheme. Advice will
be sought from the Trust Human Resources Department regarding an approved
evaluation process.

Those with day-to-day management of the policy will determine the appropriate
point on the evaluated range having regard to:

a) relevant qualifications and/or competencies;

b) recruitment/retention needs in respect of the post.

If those with day-to-day management of the policy consider that a member of
support staff is being asked to undertake, or has undertaken, increased or decreased
responsibilities on a permanent basis, the job description of the post, with the new
responsibilities, shall be referred to the Trust Human Resources Department for
evaluation. If the evaluation provides for a higher salary, that salary will be paid to
the post holder from a date determined by those with day-to-day management of
the policy and, in the case of a temporary increase in responsibility, the date to
which the new salary will be paid. If the evaluation provides for a lower salary, the
employee will be entitled to salary safeguarding for a period as set out in the Trust
Managing Change and Redundancy Policy.

Performance Management and Conditional Pay Progression for All Staff

Pay progression for all staff, subject to TUPE terms and conditions, will be linked to
assessments of performance, in line with the Trust’s Performance Management and
Appraisal Policy. All staff can expect to receive regular, constructive feedback on
their performance. All staff will have an annual Performance Management Review
Meeting which will recognise their strengths, inform plans for future development,
and help to enhance their professional practice. The performance management
process will then involve completion of an agreed Performance Management Form
which will include a recommendation by the appraiser on pay progression where
applicable.

Following the Performance Management Review Meeting, the appraiser will send
their pay recommendations to the relevant Pay Committee who will make the
ultimate decision on any pay increase. Final decisions about whether to accept a pay
progression recommendation will be made by the relevant Pay Committee, taking
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5.4

5.5

5.6

5.7

7.2

the Performance Management Form into account, and considering advice from the
appraiser. No pay recommendations should be considered final until after
ratification by the relevant Pay Committee.

All staff will be provided with a salary statement following the completion of the
annual performance management process to take effect from 1 September each
year. This statement will contain details of the annual salary plus any allowances or
safeguarded sums due to the member of staff.

A member of staff will not be informed of a no pay progression award if
performance issues have not been raised prior to this point. There should be no
surprises with regards to performance outcomes and the award of pay progression.
The arrangements for the performance management process including template
Performance Management Forms are set out in the Trust’s Performance
Management and Appraisal Policy, which should be read in conjunction with this Pay
Policy.

Pay reviews may also take place at other times of the year to reflect any changes in
circumstances or job description that lead to a change in the basis for calculating an
individual’s pay. A written statement will be given after any review and, where
applicable, will give information about the basis on which it was made. Decisions
regarding pay progression will be adjusted where appropriate to consider special
circumstances. Any necessary adjustments will be decided on a case-by-case basis
depending on the exact circumstances.

Pay decisions relating to Early Career Teachers (ECT) will be made in line with the
requirements of the statutory induction process.

Where a member of staff has been absent for some or all of the appraisal cycle (e.g.
as a result of long-term sickness absence or maternity leave), the assessment in
relation to pay progression will be based on performance during any period of
attendance and/or prior performance. In exceptional circumstances (e.g. where
objectives have not been fully met due to factors entirely outside the control of the
reviewee), the reviewer may apply discretion in recommending pay progression
where good progress towards objectives has been made. For teachers, such
discretion will only be applied where competency against the Teachers’ Standards
are successfully assessed.

Appeals

The Trust’s Performance Management and Appraisal Policy includes an appeal
process for anyone who has any concerns about the performance management
process, including any concern about a pay recommendation or decision.

Threshold Applications (Teachers Only)
Any qualified teacher who is paid on the teacher’s main pay spine at point five and
above may apply to be paid on the teachers’ Upper Pay Spine.

The teacher must notify their appraiser in writing that they wish to be assessed by
completing the Trust’s application form (Appendix 3) by 30 September. A successful
applicant will progress to a point on the Upper Pay Spine and with effect from a date
determined by the LGB Pay Committee, which will usually be 1 September.
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A successful applicant will have demonstrated:
e They are highly competent in all elements of the relevant standards; and
e Their achievements and contributions to the Trust are substantial and sustained.

This means the teacher must have two consecutive successful Appraisal reviews and
must have successfully completed all their objectives as having met all the teaching
standards. Please refer to Appendix 4 for further information.

Those making the annual recommendations to the LGB Pay Committee shall

inform the teacher of the recommendation to be made to the committee regarding
the threshold application as soon as possible after the closing date has passed. They
shall provide oral feedback on the relevant criteria indicated or, in the case of
unsuccessful application, in writing. Feedback shall also include advice on aspects of
performance that would benefit from further development.

Movement and Progression through Upper pay Scale

The decision to move through UPS, will be based on the performance of the teacher
over the previous two years. The Principal/Headteacher, in approving the movement
of an individual teacher, needs to ensure the teacher has a recent successful
Performance Management Review (PMR) statement.

There is an application process and a standard application form for completion by
the teacher see Appendix 5. Decisions on progression will be
taken by the Principal/Headteacher as part of the normal annual appraisal cycle.

Teachers who are not approved for movement may appeal under the appeals
mechanism in accordance with pay policy. Grievance procedures should not be
used for appeals against pay decisions.

Discretionary Allowances and Other Payments
Teaching and Learning Responsibility Payments (TLRs) (Teaching staff only)

TLR1and 2

a) TLR 1 and TLR 2 payments are made to teachers as required by relevant staffing
structures, and in accordance with the pay ranges set out in Appendix 2.

b) The criteria for the award of TLR 1 and TLR 2 payments are set out in part 4 of
the STPCD and before awarding any TLR 1 or TLR 2 payment, the teacher’s duties
must include a significant responsibility that is not required of all classroom
teachers and that:

i. isfocused on teaching and learning;

ii. requires the exercise of a teacher’s professional skills and judgement;

iii.  requires the teacher to lead, manage and develop a subject or curriculum
area, or to lead and manage pupil development across the curriculum;

iv.  has animpact on the educational progress of pupils other than the
teacher’s assigned classes or groups of pupils; and

v. involves leading, developing and enhancing the teaching practice of other
staff.

c) In addition (for TLR 1 only), the significant responsibility referred to above must
include line management responsibility for a significant number of people.
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9.2.2
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a) For aTLR 3 payment, the responsibilities must meet i, ii and iv of the above
criteria.

b) Where TLR 3 payments are to be made, the proposed responsibilities, level of
payment and the duration of payment will be set out clearly.

c) The use of TLR 3 applies only to clearly time-limited school improvement
projects or one-off externally driven responsibilities and where there is a
genuine development or operational need.

d) Ateacher in receipt of either a TLR 1 or TLR 2 may also hold a concurrent TLR 3.

e) TLR 3 payments will not be used to replace or otherwise limit teachers’ pay
progression on the Main, Upper or Leading Practitioner Pay Ranges.

Special Educational Needs (SEN) Allowances (School-Based Staff Only)

A SEN allowance may be made to any member of school staff at the discretion of the
Headteacher. SEN allowances for teachers will be made in accordance with the
criteria and provisions set out in Paragraph 21 of the STPCD.

The value of SEN allowances is set out in Appendix 2.

Acting Allowances

Where any member of staff is required to act as Headteacher, Deputy Headteacher,
Assistant Headteacher (or other member of staff as agreed by the relevant
Committee) for a period more than four weeks, they will receive an appropriate
acting allowance to reflect the additional responsibility. Where an acting allowance
is paid, the member of staff’s total salary will not be lower than the minimum of the
pay range for that role.

Payments will be backdated to the day on which the member of staff assumed those
duties. No pressure, direct or indirect, will be placed on members of staff to act up
where such acting up is voluntary on their part.

Recruitment and Retention Incentives and Benefits
The Trust does not award recruitment and retention incentives.

Additional Payments (Teachers only)
The Trust may make such payments as it sees fit to a teacher, other than the
Principal/Headteacher, in respect of:

a) Continuing professional development undertaken outside the school day;

b) Activities relating to the provision of initial teacher training as part of the
ordinary conduct of the school;

c) Participation in out-of-school hours learning activity agreed between the
teacher and the Head teacher.

d) Additional responsibilities and activities due to, or in respect of, the
provision of services relating to the raising of educational standards to
one or more additional schools.

e) Intervention on weekends and during academy closure periods including
school holidays

10



9.5.2

9.5.3

9.5.4

9.7
9.7.1

9.6
9.6.1

9.6.2

9.7
9.7.1

Teachers who agree to provide learning activities outside of normal school hours and
whose salary range does not take account such activity will be entitled to a payment
of £40.00 per hour for activities authorised by the Principal/ Headteacher.

Teachers who agree to be responsible and lead on learning activities outside of
normal school hours will be entitled to a payment of £45 per hour for activities
authorised by the Principal/Headteacher.

To ensure effective work life balance and value for money in the delivery of the
services provided the Principal/Headteacher should consider carefully who is best
placed to undertake these activities. It may not necessarily be a teacher and the use
of support staff might be more appropriate. Activities should be offered to staff
following a fair and transparent process.

Peripatetic

Peripatetic teachers that are employed by the Trust are to be placed on a permanent
zero-hour contract. They are to receive an hourly rate of £31.62 per hour plus
holiday pay at 16.08%. this equates to a total hourly rate of £37 per hour (equivalent
to M6). They also have an entitlement to the Teachers’ Pension Scheme.

Honoraria (Support Staff, Central Team Staff and Education Executive Team only)
The relevant Pay Committee has the right to recommend payment of honoraria to
support staff, central support staff and Executive Team staff in recognition of work
that goes beyond that normally expected of the post holder. This is to be
distinguished from acting up and is a one-off payment to be agreed by the
Remuneration Committee.

Support staff who temporarily act up in a role, shall receive total pay that is
commensurate with the role for the period worked.

Overtime and Time off in Lieu (Support staff only)
Employees, in receipt of basic pay at or below scale point 22 who are required to
work (a) beyond the fulltime equivalent hours for the week in question or (b) on
Saturday or Sunday or (c) at night or (d) on public holidays or (e) sleeping in duty or
(f) other nonstandard working arrangements are entitled to compensation as set out
below
(a) Additional Hours
Employees who are required to work additional hours beyond their
working week are entitled to receive enhancements on thefollowing

basis:
Monday to Saturday Time and a half
Sundays and Public Double time (min 2 hours)

And Extra Statutory holidays

(Part-time employees are entitled to these enhancements only at times and in
circumstances in which full-time employees in the establishment would qualify.
Otherwise, a full working week for full-time employees shall be worked by a part-
time employee before these enhancements apply).

11
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(b) Saturday and Sunday Working
Employees who are required to work on Saturday and / or Sunday as
part of their normal working week are entitled to an enhancement.

Saturday Time and a half
Sunday Time and a half - basic pay above
point 3

Double time - basic pay at or
below point 3

For Employees above point 22 and no higher than point 38 who are required to work
(a) beyond the fulltime equivalent hours for the week in question or (b) on Saturday
or Sunday or (c) at night or (d) on public holidays or (e) sleeping in duty or (f) other
nonstandard working arrangements are entitled to Time of in Lieu that is formally
agreed by the relevant Line manager and formally approved by the Finance and
Operations Director/School Business Manager and Principal/Headteacher.

All overtime and time off in lieu is to be formally agree in advance in writing by the
appropriate line manager with final approval of both the Finance and Operations
Director/School Business Manager and Principal/Headteacher. Without such
approval no payments shall be made.

Salary Safeguarding (Teachers Only)

Salary safeguarding currently applies up to a maximum of three years whenever a
teacher faces an involuntary reduction in salary. Where a pay determination leads or
may lead to the start of a period of salary safeguarding, the required notification will
be given as soon as possible and no later than one month after the date of
determination.

Statement of Salary
A written statement of final salary determination will be issued to all teaching staff
following the annual determination process.

Cost of Living Pay Award

The Trust Board will consider a cost of living pay award for all staff on an annual
basis taking account of national recommendations, the Trust’s desire to be a local
employer of choice, affordability for the Trust and general economic forces.

This award is effective from the 1 September for Teachers and Trust support staff,
and 1 April for support staff on TUPE terms.

Review of the Policy

The Trust Board will review the operation of the performance management and pay
progression scheme annually and reserves the right to change the scheme at any
time, subject to prior consultation with staff and unions as appropriate. Staff will be
notified of any changes which may affect their future pay progression. The Board will
consider its approach in the light of budget pressures and ensure that appropriate
funding is allocated to pay for progression at all levels.

12



CITYor LONDON
. . . . ACADEMIES TRUST
Appendix One: Terms of Reference for Decisions on Remuneration, Policy and Practice

City of London Academies Trust
Terms of Reference for Decisions on Remuneration, Policy and Practice
Flowchart

COLAT Board
e Review and approve the Trust Performance Management & Pay Policy on an
annual basis
e Approve salary ranges for leaders within the Trust
e Review senior leaders pay decisions approved by the Remuneration Committee
e Approve the recommended pay award of the CEO made by the Remuneration
Committee

Remuneration Committee

e Propose ranges for leaders within the Trust

e Approve the pay award of Principals & Headteachers made by LGB Pay
Committees and provide appropriate challenge

e Approve the pay award of the Trust Executive Team (CSO, CFO & Directors) and
provide appropriate challenge

e Performance Manage the CEO and recommend to the Board a relevant pay award
for approval

] ]

Executive Team Pay Committee

e Review and approve the pay
recommendations for support staff
and provide appropriate challenge.

e To performance manage and
recommend a pay award for the
CSO, CFO and Directors to the
Remuneration Committee for
approval.

Academy LGB Pay Committee

e Review and approve the pay
recommendations made by
Academy Leaders on staff and
provide appropriate challenge.

e To performance manage and
recommend a pay award for the
Principals & Headteachers pay to
the Remuneration Committee for
approval.
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CITY or LONDON
ACADEMIES TRUST
Trust Board Remit

The purpose of the Trust Board is to establish a formal and transparent procedure for agreeing policy on
pay determination and progression. In doing so the Board has established a Trust Performance
Management Policy and Pay Policy.

These policies clarify the level of delegated powers from the Board to Trust leaders which ensures staff
are performance managed and rewarded fairly and equitably.

To ensure pay awards receive approval, the Board has established a Remuneration Committee and Pay
Committees. In establishing relevant committees, terms of reference are required, and these are
clarified below:
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CITYor LONDON
Approved by the City of London Academies Trust Board on 22 September 2023. ACADEMIES TRUST

Purpose
The purpose of the Remuneration Committee is to:

e Propose ranges for leaders within the Trust
e Approve the pay award of Principals & Headteachers made by LGB Pay Committees and provide
appropriate challenge
e Approve the pay award of the Trust Executive Team (CSO, CFO & Directors) and provide
appropriate challenge
e Performance Manage the CEO and recommend to the Board a relevant pay award for approval,
this includes:
- The setting of agreed performance objectives/targets must reflect any priorities
identified in the Trust’s development plan.
- The method of appraising the performance of the CEO is with the assistance of an
independent external adviser.
- The observance of all statutory and contractual regulations.

All decisions agreed by the Remuneration Committee will be reported annually to the Board.

Membership

The Committee shall consist of the Chair of the Board and at least two other Trust Board members and
when required the Chief Executive Officer.

If required, the Trust Director of Human Resources and/or an independent external adviser may attend
to provide guidance on process.

Only members of the Committee shall have the right to attend Remuneration Committee meetings.

Quorum

The quorum necessary for the transaction of business by the Remuneration Committee will be two
members.

Frequency of Meetings

Meetings shall be held at least once per year or at such other times as the Remuneration Committee
shall require to discharge its responsibilities.

Members do not have to physically meet to hold a meeting. Members may participate in a meeting by
means of telephone, or any other suitable communication means.

Minutes of the Meetings

The Director of Human Resources shall service and minute the proceedings and decisions of all meetings
of the Remuneration Committee, including recording the names of those present and in attendance.
The Remuneration Committee shall make whatever decisions it deems appropriate within its Terms of
Reference and report to the Board accordingly. It will recommend to the Trust Board a pay award for
the CEO for approval.
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Purpose
The purpose of the Academy LGB Pay Committee is to:

e Review and approve the pay recommendations made by Academy Leaders on staff and provide
appropriate challenge.
e To performance manage and recommend a pay award for the Principals & Headteachers pay to
the Remuneration Committee for approval, this includes:
- The setting of agreed performance objectives/targets must reflect any priorities
identified in the Academy’s development plan.
- The method of appraising the performance of the Principals & Headteachers is with the
assistance of the Trust’s CEO.
- The observance of all statutory and contractual regulations.

Membership

For each Academy, the committee shall consist of the Local Governing Body Chair and at least two other
Local Governing Body Members and for performance pay review of the Principal/Headteacher the Chief
Executive Officer of the Trust.

If required, the Trust Director of Human Resources may attend/be contacted to provide guidance on
process.

Only members of the Committee shall have the right to attend Pay Committee meetings.

Quorum

The quorum necessary for the transaction of business by the Pay Committee will be two members.

Frequency of Meetings

Meetings shall be held at least once per year or at such other times as the Pay Committee shall require
to discharge its responsibilities.

Members do not have to physically meet to hold a meeting. Members may participate in a meeting by
means of telephone, or any other suitable communication means.

Minutes of the Meetings

A clerk shall service and minute the proceedings and recommendations made of all meetings of the Pay
Committee, including recording the names of those present and in attendance.

The Academy Pay Committee shall make approval whatever recommendations that it deems
appropriate within its Terms of Reference. It will recommend to the Remuneration Committee a pay
award for the Principals & Headteachers pay for approval.
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Purpose
The purpose of the Executive Team Pay Committee is to:

e Review and approve the pay recommendations for support staff and provide appropriate
challenge.
e To performance manage and recommend a pay award of the Trust Executive Team to the
Remuneration Committee for approval, this includes:
- The setting of agreed performance objectives/targets must reflect any priorities
identified in the Trust’s development plan.
- The observance of all statutory and contractual regulations.

Membership
The Chief Executive Officer (Chair) and Chief Financial Officer.

If required, the Trust Director of Human Resources may attend/be contacted to provide guidance on
process.

Only members of the Committee shall have the right to attend Pay Committee meetings.

Quorum

The quorum necessary for the transaction of business by the Pay Committee will be two members.

Frequency of Meetings

Meetings shall be held at least once per year or at such other times as the Pay Committee shall require
to discharge its responsibilities.

Members do not have to physically meet to hold a meeting. Members may participate in a meeting by
means of telephone, or any other suitable communication means.

Minutes of the Meetings

A clerk shall service and minute the proceedings and recommendations made of all meetings of the Pay
Committee, including recording the names of those present and in attendance.

The Executive Team Pay Committee shall make approval whatever recommendations that it deems
appropriate within its Terms of Reference. It will recommend to the Remuneration Committee a pay
award for the Trust Executive Team for approval.



Appendix Two:

Qualified Teachers

COLAT Pay Scales 2023/2024

Main Pay scale

Inner London

M1 £36,745
M2 £38,491
M3 £40,318
M4 £42,233
M5 £44,615
M6 £47,666
Upper Pay Scale Inner London
Up1 £52,526
up2 £55,107
UP3 £56,959

Unqualified Teacher

Unqualified Pay Scale

Inner London

UNQ1 £25,831
UNQ2 £28,194
UNQ3 £30,557
UNQ4 £32,640
UNQ5 £35,000
UNQ6 £37,362

Teaching & learning Responsibility

Teaching & Learning Responsibility

TLR1 TLR2 TLR3
A £9,272 A £3,214 LOWER
B £11,411 B £5,531 £639
C £13,550 C £7,847 UPPER
D £15,690 £3,169

Special Education Needs Allowance

Special Educational Needs Allowance

SEN1

£2,539

SEN2

£5,009




Leadership Scales

Lead Practitioner Scales

Leadership Inner London Lead Practitioner Inner London
L1 £56,100 L1 £56,100
L2 £57,288 L2 £57,288
L3 £58,500 L3 £58,500
L4 £59,731 L4 £59,731
L5 £61,004 L5 £61,004
L6 £62,304 L6 £62,304
L7 £63,745 L7 £63,745
L8 £65,007 L8 £65,007
L9 £66,402 L9 £66,402

L10 £67,880 L10 £67,880
L11 £69,407 L11 £69,407
L12 £70,807 L12 £70,807
L13 £72,351 L13 £72,351
L14 £73,933 L14 £73,933
L15 £75,545 L15 £75,545
L16 £77,324 L16 £77,324
L17 £78,896 L17 £78,896
L18 £80,655 L18 £80,655
L19 £82,433
L20 £84,256
L21 £86,119
L22 £88,036
L23 £89,989
L24 £92,007
L25 £94,067
L26 £96,172
L27 £98,332
L28 £100,552
L29 £102,827
L30 £105,160
L31 £107,541
L32 £109,986
L33 £112,502
L34 £115,062
L35 £117,700
L36 £120,389
L37 £123,168
L38 £125,988
L39 £128,840
L40 £131,840
L41 £134,913
L42 £138,062
L43 £139,891




COLAT Support Staff Pay Scales Inner London Values 2023

£ per annum £ per annum

SCP (35 hpw) SCP (35 hpw)
1 deleted 41 £53,109
2 £27,306 42 £54,135
3 £27,711 43 £55,158
4 £28,128 44 £56,151
5 £28,545 45 £57,177
6 £28,977 46 £58,197
7 £29,412 a7 £59,220
8 £29,859 48 £60,261
9 £30,309 49 £61,347
10 £30,771 50 £62,457
11 £31,242 51 £63,582
12 £31,716 52 £64,716
13 £32,205 53 £65,853
14 £32,700 54 £66,984
15 £33,204 55 £68,136
16 £33,717 56 £69,258
17 £34,239 57 £70,401
18 £34,770 58 £71,556
19 £35,313 59 £72,669
20 £35,862 60 £73,818
21 £36,423 61 £75,273
22 £36,996 62 £76,767
23 £37,575 63 £78,270
24 £38,166 64 £79,842
25 £38,769 65 £81,411
26 £39,378

27 £40,005

28 £40,389

29 £41,286

30 £41,967

31 £42,855

32 £43,824

33 £44,862

34 £46,053

35 £47,043

36 £48,063

37 £49,071

38 £50,088

39 £51,099

40 £52,059




Appendix Three: Application to be paid on the Upper Pay Range

Personal Information:

Name: Job Title:

Academy: Date of application:

Date of last application (as appropriate):

Written Statement:

Details of Performance Management/Appraisal:

Years covered by planning/review statements

Academies/schools covered by planning/review statements

Summary of application

(Continue on additional sheets if needed)

Declaration
| confirm that at the date of this request for assessment | meet the eligibility criteria and | submit the
performance management/appraisal (and brief supporting evidence as appropriate).

Signed (applicant): Date:



Appendix Four: Access to the Teachers Upper Pay Spine

1. Any qualified teacher who is paid on the teacher’s main pay spine at point five and above may
apply to those with day to day management of the policy (see paragraph 7.1) be paid on the
Upper Pay Spine.

2. An application may only be made once in an academic year and must be made by 30 September.
3. A successful applicant will have demonstrated that as a teacher:

e They are competent* in all elements of the relevant standards; and
e Their achievements and contributions to the Trust are substantial* and sustained*

*For the purpose of this Pay Policy:

Highly competent: performance which is not only good but is good enough to provide coaching and
mentoring to other teachers, give advice to them and demonstrate to them effective teaching practice
and how to make a wider contribution to the work of the Trust in order to help them meet the relevant
standards and develop their teaching practice.

Substantial.
e of real importance, validity and value to the Trust;
e providing a role model for teaching and learning;
e making a distinctive contribution to the raising of student standards;
e taking advantage of appropriate opportunities for professional development; and
e using the outcomes effectively to improve students’ learning and achievement.

Sustained: must have had two consecutive successful appraisal reports and have made good progress
towards their objectives during this period. They will have been expected to have shown that their
teaching expertise has grown over the relevant period and is consistently good to outstanding.

The application shall be in the form of the annual appraisal document (and previous appraisal report(s)
which meet the criteria as supplementary evidence to be considered which reflects the applicant’s
achievements over at least a two-year period).

All applications will be assessed robustly, transparently and equitably by those with day to day
management of the policy and a decision will be made and communicated as soon as is reasonably
practicable in accordance with the pay determination procedure.

Where the application is unsuccessful, the written notification will indicate the areas where
the judgement is that the teacher’s application does not satisfy the assessment criteria.

A successful applicant will progress to a point on the Upper Pay Spine where it is expected that the level
of performance assessed will be at least sustained. This will normally be the first point on the Upper Pay

Spine, save for circumstances evidencing exceptional performance over the previous two years.

Applications should be no more than two sides of A4 paper with appropriate supporting documentation.



Appendix 5: Movement to Point 2 or 3 of the Upper Pay Scale

Personal Information:
Name: Job Title:

Academy: Subject/Area:

Date of Progression to UPS1:

1. Has the teacher completed a recent successful PM Review? YES / NO

2. Has the teacher completed two consecutive successful PMR and continued to meet the criteria in
Appendix 4? YES/NO

3. Where an unsuccessful PM review has been recorded, provide details of the reasons.

4, Recommendation:
(Note: This section should only be completed when a FINAL decision has been made)

| recommend that (Teacher’s name) should / should not be placed on

(UPS2/UP3) with effect from 1 September

Principal/Headteacher: Date:

This record should be retained securely in the school. It may be required for quality assurance audit purposes or
in the event of an appeal.



Appendix 6: Staff on maternity leave or long-term sickness absence

Managing appraisal and performance related pay for staff who are pregnant, have been on maternity
leave or long-term sickness absence during the review period and/or remain so at the time of annual
appraisals requires additional thought and planning.

It is important that the Trust does not discriminate against staff who are pregnant or who have been,
are on, or are about to go on maternity leave or long-term sickness absence, not least because to do so
could be unlawful discrimination under the Equality Act 2010.

A recommendation in relation to pay should be made in line with the normal timescales for all other
staff.

Staff who have returned to work prior to the review in the Autumn term

A pay recommendation will need to be made based on the evidence available. However, the progress
made towards the objectives may need to be assessed considering the period of absence and the
impact on the ability of the individual to meet their objectives as a result.

Staff who will be on maternity leave or long-term sickness absence during the review process in the
Autumn term

If it has been appropriate to conduct the appraisal review prior to the individual’s departure, this should
have included a decision in relation to performance related pay based on the evidence available at the
time.

If it was not possible and/or appropriate to conduct the appraisal review prior to the individual’s
departure, the employee may be invited to participate in a review whilst on maternity leave or sickness
absence if appropriate and if they wish, which should include a pay recommendation. However, if they
prefer to wait to conduct the appraisal on return to work at a later date, a recommendation will need to
be made in relation to pay progression regardless on the evidence available to avoid delay.

The usual steps in relation to pay progression set out at paragraphs 5 and 6 should still apply to a
teacher on maternity leave or long-term sickness absence.



