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Performance Management
  They’ve done it again!  Without consulting their members, the NASUWT, ATL, PAT, SHA/ASCL have agreed with Government to increase teachers’ workload and to make line managers determine classroom teachers’ pay progression.   The RIG group (which excludes the NUT, the largest Teachers’ Union in Europe!) has agreed on your behalf to:
· Increase your PM observations from one to three a year
· Put no limit on observations for other purposes (monitoring and evaluation, Advisory focused visits, pupil pursuit, etc.)
· Remove the limit on the number of Objectives / Targets to be set for each teacher
· Remove the limit on the number of staff to be reviewed by any one person (currently no more than 4)

· Put no limit on the length of observations (the NUT’s policy of one hour maximum had generally been accepted)

· Force line managers to make recommendations on pay progression on Main Scale as well as for post-threshold (UPS).
  The ASCL, NASUWT, ATL and PAT even agreed to introduce this worsening of conditions for us all immediately, from September 1st 2006.  The NUT commenced legal action to stop this and won a year’s postponement.   The TDA and Local Authority rushed in a programme of training which is now being revised.  Recent timescales sent to Heads from the RIG group and the Local Authority should be shelved as they have to be up-dated.  This means that schools should not yet be amending their PM systems.
  The NUT continues to seek to 





protect members from unreasonable demands, namely:

· Teachers on M1-6 will have to “pass” a PM review by their head of department / coordinator, etc. before being granted their main scale increment (currently automatic).  Up to now, this has only applied to UPS and was based only on the Head’s recommendation;
· Line Manager Appraisers may be challenged by their colleagues in grievances / pay hearings in front of governors or even Employment Tribunals;
· Middle Managers / Coordinators / Heads of Department face significant additional workload (preparation for many observations, many targets, of many staff, each requiring feedback, but with no dedicated appraisal time);
· Individual teachers will face even more observations and even more objectives without limit.
  Day to day relationships with line managers will change from support, career development and encouragement to judgemental with high stakes financial consequences.
------------------------------------------------

Age Discrimination Law
  Age discrimination laws now mean that it is illegal to:

· Advertise suggesting a post is only suitable for applicants of a particular age range
· Refuse to appoint, promote or grant pay progression because you are “too young” or “too old”

· Refuse to provide training or other assistance for age reasons

· Forcibly retire you before age 65

· Make inappropriate comments about someone’s age (as with racist, sexist comments, etc)
· Select for redundancy on the principle of “Last In First Out”, length of overall service or other age-related criteria
- unless the employer can show “an objective justification”.  A Head may be able to make a case for certain job descriptions, but these must be open to scrutiny.
 Schools are being advised to check all their policies and practices (e.g. pay, retention & recruitment, P&P leave, management structure) to check for age bias and to allow for complaints to be taken up by employees.
   From now on, a school must write to employees approaching retirement (at least 6 months in advance) to inform them of that date and of the right to request to work beyond retirement age.
------------------------------------------------
Upper Pay Spine
  Members are reminded that those eligible for the Threshold (i.e. who have reached M6 and have QTS) will only be considered for UPS1 if they put in an application form with evidence showing how they meet the standards.

  Although the regulations allow you to apply at any time during the academic year (for back-dating to 1st September) members are advised to adhere to any reasonable deadline requested by the Head doing the assessment. Any application, however late, must still be assessed fairly by the Head.

  But progression on the Upper Pay Spine does not require either an application or for you to provide any evidence.  The normal monitoring and performance management system in the school is sufficient for the head to determine that your achievements and contribution continue to be “substantial and sustained”. 
  Headteachers have to know who is eligible for September progression on UPS and inform those teachers of the decision, before October 31st.
  Schools must also have arrangements for pay appeals which provide for (1) an informal appeal to the head, (2) a first hearing and (3) an appeal hearing.  Members should not attempt to deal with appeals on their own but should contact their local secretary. 

------------------------------------------------PPA
   A number of schools are still not implementing PPA in accordance with the Conditions of Service.

  Guaranteed PPA must be:

· at least 10% of your actual timetabled teaching time, including taught tutor periods (i.e. where there is a work  scheme or curriculum to be delivered in tutor time, not just a registration period).

· This guaranteed PPA must be specifically marked as such on your weekly (or fortnightly) timetable and the main school timetable

· Where teaching is based on teaching periods, PPA should normally be in full periods

· Guaranteed PPA is sacrosanct – it must not be moved around from week to week; it must not be taken away from you to direct you to do any other task, and must not be taken for cover, under any circumstances, barring dire emergencies.
  These are statutory conditions of service and must be complied with.  The NUT will support members who are denied these rights.

  The NUT pursued a case in the N Area where the head failed to follow the no-detriment clause on PPA and Leadership/Management time.  The governors failed to make the head apply statutory conditions so the members were forced to threaten an action ballot.  The head conceded within a fortnight, and the individual in the test case was awarded compensation for the time she had to teach instead of having that hour of PPA.
Workload and PPA
  While you are taking your PPA, your class is not your responsibility. The NUT believes that all children have the right to be taught every lesson by a qualified teacher who can be responsible for the planning, teaching, learning, and assessment of the class for that lesson.

  Some heads allocate TAs or HLTAs to take over your class, but expect the normal class teacher to prepare and mark the work.  This is not required under the conditions of service – you only need to prepare and mark your own lessons and the work of your class when taught by you.

  Members are therefore advised not to prepare work for TAs, HLTAs or teachers timetabled to deliver that lesson.  Even under the new legal framework which allows “anyone to teach”, TAs are not paid to prepare, teach and assess lessons, so should not be expected to take full groups.   The job description of an HLTA does include “planning and preparing or delivering lessons; assessing or reporting on development, progress & attainment of pupils.”

  Teachers will always liaise professionally with other staff in the team, but this does not mean planning that lesson for others or doing their marking, etc. 

  This is a workload issue – you must be able to have your PPA time without having to do all the work associated with the lesson going on at that time.

------------------------------------------------
Action on Restructuring
  NUT members at King Edward VI Upper School, Bury St Edmunds have been in dispute because of members’ loss of pay from the TLR structure passed by the Governors. There was a one-day strike in July, which succeeded in getting negotiations started.  Further action due in September was suspended to allow talks to continue.

  At the time of writing, offers are being put to members. Non-members will also benefit from the settlement, but we will insist that all NUT members are guaranteed no loss of pay under the new structure before withdrawing the threat of further action.

Industrial Injury Successes
  Suffolk NUT has successfully pursued 2 claims of industrial injury where the members suffered stress, reactive or other non-physical injury “arising out of and in the course of” their work at school.  The NUT first had to negotiate an adjudication process for contested cases.  The NUT cases were the first taken through this process, which involves presenting evidence to a panel.  One case was conceded when the evidence was submitted, the second was heard by the panel which found for our member.   Full pay is extended for an extra 6 months in cases of industrial injury. 

Our Aim - One Union for all Teachers











Published by Suffolk NUT, www.suffolknut.org.uk  Tel / FAX: 01284 763980  secretary@suffolknut.org.uk

_1221470317.bin

