Movement on the upper pay scale: a crisis which was waiting to happen

Headway March 2002

A message from Doug McAvoy, General Secretary

The current dispute about resourcing upper pay scale progression has not arisen simply from the refusal of government to fund properly its commitments. The crisis arose from the structural flaws of the Government¹s system of performance related pay, payment by results.

This Government has led teachers to believe that the new pay structure with a threshold and an upper pay scale would take them to a salary level much higher than previously available. The Government sought to dismiss the NUT¹s arguments that there would be financial rationing.

Performance Related Pay cannot be fair if there is no guarantee that reward will follow achievement. The Government has consistently refused to accept this key element of every fair and effective performance related pay system.  It refuses now by limiting the specific funding it makes available for performance progression.

A salary of £31,000 was used in 1999 by the Government to promote its performance related pay scheme which was opposed only by the NUT. In these circumstances, it is essential that headteacher NUT members and all other members of the Union are protected from the unfair and potentially discriminatory effects of government policy.

Financial rationing will lead to division between headteachers and their staff. The NUT and the NASUWT have issued joint advice, which both teacher organisations believe will prevent that division. In previous OHeadways¹ you will have received advice on the introduction of the Government¹s performance management framework. The joint NUT and NASUWT advice refers to performance management objectives. Further brief advice on the relationship between the performance management requirement and the upper pay scale is set out below.

In combination with the joint advice, headteacher NUT members and their colleagues are protected in relation to a problem which is very much of the Government¹s own making.

The Upper Pay Scale and Performance Management Requirements


Whilst at present the School Teachers¹ Pay and Conditions Document does
not require headteachers to take account of appropriate information from
performance reviews carried out under the current appraisal regulations, it
would be appropriate, where teachers so choose, for teachers who have met
their objectives under those regulations to be regarded as having met the
criteria of Osubstantial and sustained¹.


The objectives sought by the reviewer at the beginning of a new
performance management cycle should not be set with a view to erecting
« higher hurdles »  in order to reduce the number of teachers moving to point 2
on the upper spine.


The objectives should have been agreed between reviewer and teacher.

DOUG McAVOY
General Secretary


THE END OF EXCESSIVE WORKLOAD


A joint submission on teacher workload has been agreed by all the teachers’ organisations and the body representing teachers’ employers (NEOST) for submission to the School Teachers¹ Review Body.

The submission is unprecedented and illustrates the widespread recognition that excessive workload is not only harming teachers but is also worsening the recruitment crisis.

The submission proposes changes to teachers¹ contracts, including limits on workload, through a proposed agreement on a ratio of class contact time to marking and preparation and a limit on other duties, as well as a timetable for implementation.

The submission is being considered by the School Teachers¹ Review Body before it makes recommendations to the Government.

The DfES has produced a poster for circulation to schools, advising schools of tasks routinely carried out by teachers, including examination invigilation, bulk photocopying and dinner money collection, which should be transferred to support staff.

The NUT has maintained consistently that teachers with management responsibilities need time to carry them out. It has also argued consistently for a significant increase in administrative support to reduce headteachers¹ workloads and a contractual recognition of the need for headteachers and teachers in the leadership group to have a work-life
balance.

As a result of the Secretary of State, Estelle Morris¹s, recent speech, « Professionalism and Trust », the DfES has set up the School Workforce Remodelling Working Party. The NUT is represented on the Working Party with other teacher organisations and employers¹ representatives. Its purpose is to advise on the outcomes of the STRB Report on Workload and examine new strategies for teachers and support staff. It has the potential to return professional responsibility to teachers and to remove excessive workload. The NUT is maintaining pressure on the Government to ensure that this
summer¹s comprehensive spending review meets the Secretary of State¹s commitment that removing excessive workload is the top priority.

Both PricewaterhouseCoopers and the NUT¹s own studies have identified excessive workload as a scourge. There are no conflicts of interest over workload. Removing excessive and unreasonable workload is as much in the interests of headteachers as it is of teachers and pupils.



CALLING ALL CPD CO-ORDINATORS


The NUT is drawing up a contact list of teachers with responsibility for Continuing Professional Development.

Co-ordinators who want to be on the list should provide their name and contact details to 020 7380 4719 or cpdnut@nut.org.uk.

CPD Co-ordinators will be sent directly information about the NUT¹s Professional Development Programme. They will also be consulted about their needs for support and what they would like to be included in the NUT’s Professional Development Programme.



THE RACE RELATIONS (AMENDMENT) ACT 2000

The 1976 Race Relations Act has been amended in the light of the report of the Stephen Lawrence Inquiry. The aim is to help public authorities remove from their services racial discrimination and the possibility of racial discrimination and to positively promote race equality in everything they do. The Race Relations (Amendment) Act 2000 provides schools with a new and important framework for promoting racial equality.

All schools have been sent by the Commission for Racial Equality (CRE) a draft guide. The CRE has also published and distributed to schools Race Equality Standards (Learning for All). The guide and standards are advisory and intended to help schools meet their statutory duties.

The Race Relations (Amendment) Act 2000 places a new general (statutory) duty on public authorities (including schools) to promote racial equality. The Home Secretary has also placed some specific duties (statutory) on public authorities.

This HEADWAY summary is intended to inform teachers in leadership positions of the main requirements of the (Amendment) Act and can be used as a checklist by schools in England and Wales to identify what further steps need to be taken to meet those requirements.


The General Duty

The general duty has three parts. The general duty is to have « due regard » to the need to:


· eliminate unlawful racial discrimination;

· promote equality of opportunity; and

· promote good relations between people from different racial groups.

In practice, implementing the duty means headteachers:


· taking a proactive approach to achieving racial equality objectives;
«  Omainstreaming » race equality (building it into existing mechanisms);

· taking a proportionate approach to racial equality dependent on the
school¹s circumstances; and

· balancing all 3 parts of the general duty.


Having « due regard » for race equality means that the weight it is given should be in proportion to its relevance. In practice, schools should give the highest priority to those functions and policies that have the greatest effect on the public and could affect racial groups in different ways. The duty will have particular relevance to:


· admissions;

· assessments;

· raising attainments levels;

· delivering the curriculum;

· discipline (including exclusions);

· guidance and support; and

staff selection and recruitment..

In judging relevance or proportionality, the size of the ethnic minority population does not matter. Racial equality is important, even if there are no minority ethnic pupils in a school or local community. Education plays a vital role in influencing young people in the views and attitudes they form.


Specific Duties


Specific duties (also statutory) are laid down in the (Amendment) Act to assist schools in meeting the general duty.

Schools must have in place a written statement of policy for promoting race equality by 31 May 2002

Schools must also have in place, as soon as is practicable, arrangements for:


assessing the impact of their policies, including their race equality
policy, on pupils, staff and parents of different racial groups ­ in
particular, the impact on the attainment levels of pupils; and
* monitoring, by reference to their impact on pupils, staff and parents,
the operation of their policies ­ again, giving priority to their impact on
the attainment levels of pupils.


Race Equality Policy


A school¹s Race Equality Policy can be part of and Equal Opportunities Policy or a Policy on Inclusion. It must however be clearly identifiable and easily available. 

The policy should be linked to an action plan. This is most easily achievable through the school¹s development planning process.

The policy should:

· set out the school¹s commitment to tackling racial discrimination and
promoting equality of opportunity and good race relations;

· explain what this means for everyone connected with the school;

· give details of how the school will regularly monitor and assess the policy¹s effectiveness in practice;

· clearly define roles and responsibilities, so that people know what is expected of them; and

· explain clearly what the school will do if the policy is not followed.


The race equality policy should reflect the school¹s character and circumstances, and deal with the main areas that are relevant to promoting race equality such as:

· pupils¹ attainments and progress;

· curriculum, teaching and learning (including language and cultural needs);

· care and assessment;

· staff recruitment and career development;

· the school¹s values;

· pupil behaviour, discipline and exclusion;

· racism and racial harassment;

· admissions and transfer procedures; and

· membership of the governing body.



Race equality policies and action plans should become integral to school development planning so that they are developed and introduced through existing decision making processes. Policies should be approved by governing bodies because they are ultimately responsible for seeing that the school meets the duty. Parents, pupils and staff also need to know what the policy says and what it means for them.

In summary, preparing and maintaining a written race equality policy should ensure that every school has a policy which:


· deals with race equality explicitly and transparently;

· addresses tackling racial discrimination and promoting race equalit and good race relations ;

· takes account of the school¹s character and circumstances;

· leads to action resulting in positive outcomes;

· is integral to strategic planning and decision making and links with other policies;

· explains how impact and effectiveness will be monitored and evaluated; and

· explains roles and responsibilities.


The Specific Duty to Assess the Impact of Policies on Pupils,Staff and Parents from Different Racial Groups.

In order to meet this duty headteachers will need to:


· build key assessment questions into mainstream policy development and review processes;

· establish a timetable for reviewing policies;

· carry out assessments drawing on monitoring data, surveys, consultation etc; and

· ensure that answers to key assessment questions are evaluated and used
to influence and inform planning and decision making throughout the
institution and

· revise race equality objectives, targets and strategies as
appropriate.



And to meet the specific duty to monitor the impact of the operation of policies on pupils, parents and staff from different racial groups, headteachers will need to:


· collect and evaluate data to measure performance and effectiveness;

· monitor attainment and progress, exclusions, punishments and rewards, support and guidance, parental involvement and governing body membership; and

· evaluate data, establish what more should be done and revise and set targets in strategic plans.


Assessing and Monitoring the Impact of Policies


Questions for assessing the impact of a school¹s policies, including its
race equality policy, could include the following:



· Does the school help all its pupils to achieve as much as they can, and get the most from what is on offer, based on their individual needs?


· Which groups of pupils are not achieving as much as they could and why not?


· Is the school making sure that its policies, including its race equality policy, are not having an adverse impact on pupils, parents or staff from different racial groups?


· How does the school explain any differences? Are the explanations justified? Can they be justified on non-racial grounds, such as English language difficulties?


· Does each relevant policy include aims to deal with differences in pupils¹ attainments (or possible differences) between racial groups? 

· Do the policy¹s aims lead to action to deal with differences that have been identified (for example extra coaching for pupils, or steps to prevent racist bullying)?

· What is the school doing to raise standards, and promote equality of opportunity f or pupils who seem to be underachieving and who may need extra support? 

· What is the school doing to:

· prepare pupils for living in a multi-ethnic society;

· promote racial equality and harmony; and prevent or deal with racism?


Schools will be expected to monitor achievement and other areas that could
impact on pupils¹ achievement. These may include:


· exclusions

· racism, racial harassment and bullying

· punishment and reward

· membership of the governing body

parental involvement


Employment Duties

Schools are not directly bound by the new employment duties in the Act. However, they will need to support their LEA by providing appropriate employment data as LEAs must annually monitor and report on current and prospective staff in every maintained school by ethnic group. Headteachers will need to provide the LEA with ethnic data on:


· staff in post;

· applicants for employment, training and promotion; and 

· (if a school has 150+ f/t staff) grievances, training, discipline, reasons for leaving and performance assessment outcomes.


Monitoring of the Act

LEAs, OFSTED and ESTYN will have responsibilities in supporting and monitoring the implementation in schools of the general and specific duties under the Act.


Support and Guidance

In order to meet their new duties effectively, headteachers need to ensure that they avail themselves, their governing bodies and staff of professional support and guidance. Support from LEAs may include model race equality policies; guidance on implementing the Act linked to existing school procedures; and briefings and training opportunities for governors and staff.



NUT Advice


The NUT fully supports the Government¹s aim to have a systematic approach to the promotion of racial equality in schools. However, the process must be manageable and not place undue burdens on schools. To this end, the NUT advises that schools:


· seek to meet their new duties through existing development, planning and data collecting systems;

· use guidance and support available from LEAs;

· develop a time-table of practicable action, while ensuring that their statutory duties are met; and

· consider meeting the duties as a medium term objective within the overall statutory requirements.

Headteacher and deputy headteacher members of the NUT and other teachers with leadership responsibilities can seek further advice on implementing the requirements of the Race Relations (Amendment) Act 2000 from their NUT regional office, or in Wales, NUT Cymru office.

