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Conditions of Employment of Teachers in Nursery, Primary, Secondary, Day Special Schools and other teaching services maintained by the Council.  (Excluding casual supply Teachers)

PREAMBLE

1.1 Upon appointment every teacher shall receive a statement of main terms and conditions of employment and a copy of this Local Conditions of Employment document.  These will be issued within eight weeks of commencing employment.

1.2 Copies of documents referred to in section 3 and appendix 5 may be consulted in each school office or at the Schools’ Personnel Section at Perceval House.

1.3 For the purpose of this document ‘relevant body’ means:

(a) in the case of a school without a delegated budget, the Local Education Authority (LEA) and

(b) in the case of a school which has a delegated budget, the Governing Body of that school.

1.4 The statutory obligations of the LEA are to:

1. appoint the teacher nominated by the Governing Body, upon that teacher fulfilling the regulations relating to qualifications, health, physical capability and conduct.

2. have responsibility for issuing Contracts of Employment and set the conditions of service for teachers except for those areas delegated to the Governing Body.

3. in response to a determination by the Governing Body (where they are the relevant body) that a person employed to work at the school should cease to work there;

(a) where the employee is employed to work solely at the school, to terminate the employees contract of employment with the LEA; or

(b) where the employee is not employed to work solely at the school, to require the employee to cease to work at the school.

4. agree Trade Union facilities and provisions for time off for trade        union duties.

5. establish and apply a Health and Safety policy.  Governing bodies must also establish a Health and Safety policy and ensure its application.

6. advise Governing Bodies on a range of employment and personnel issues.

7. sharing responsibility with the LEA for Health and Safety management and best practice at local level under local agreements

APPOINTMENT AND SAFEGUARDING

2.1 The teacher shall be appointed by and to the relevant body in the capacity stated in the formal letter of appointment.

2.1.2 There is an obligation imposed on the Council by the Rehabilitation of Offenders Act 1974 and Home Office Circular (86)/44 to carry out a police check on all recruited teachers.

2.1.3 Checks may also be made by the Council on existing employees under particular circumstances – see Appendix 4.

2.2.2 A teacher shall be employed exclusively in the capacity of a teacher, as laid out in the School Teachers’ Pay and Conditions Document.

2.3 Where a teacher is appointed directly to the LEA or to a partially delegated school, the teacher may subsequently be transferred, subject to agreement of the receiving School/Section.

2.4 No teacher shall be allocated as a reserve (supply) teacher without his/her consent.

1.1.1 In the event of the reorganisation or closure of a school, teachers who are redeployed shall be guaranteed salary protection in accordance with the School Teachers’ Pay and Conditions Document.  When safeguarding provisions do apply and a teacher is redeployed to a school maintained by the Authority the school budget share will be supported to cover the salary protection in accordance with the Provisions of the Local Management of Schools Scheme.

1.1.2 In the event that a teacher is faced with redundancy the LEA undertakes to make every effort to redeploy that teacher, if that is the wish of the teacher.  This has the effect of providing access to information about, and priority candidate status for, any vacancy in the Council’s service, which may be considered a suitable alternative offer of employment.  Where a vacancy is within the power of appointment of a Governing Body, the LEA will undertake to nominate the teacher as a priority candidate, if that is the wish of the teacher.

1.1.3 When applied, salary protection shall include all increments on the appropriate scale and any other permanent additions or allowances being received at the time this protection begins.

FRAMEWORK

3. The documents listed below, as they are in force from time to time, establish the legal framework of the Council’s Conditions of Service for Teachers.

1. the Education (School Teachers’ Pay and Conditions) Order 1995 and successor orders

2. regulations of the Secretary of State for Education

3. the CLEA/ST Conditions of Service Agreement (Burgundy Book)

4. the Articles of Government made under Section 1(2) of the Education No. 2 Act 1986

5. the Education Acts 1988 and any subsequent relevant legislation

6. standing orders and staff regulations of the Council so far as these are relevant to teachers and not inconsistent with the above, excepting where a condition or term of employment is enhanced.

MEDICAL

4.1 The appointment of a teacher shall be subject to evidence of medical fitness as required by the Council.

4.2 Additionally a teacher may be required at any time to submit to a medical examination by the Authority’s nominated doctor.  The Medical attendant of the teacher may be present at such an examination at the teacher’s request and expense.

4.3 DFE Circular 13/93 sets out conditions for screening entrants to the teaching profession and for the suspension of teachers on medical grounds.  (see also CLEA/ST 10.1 and 10.2)

SALARY

5.1 Salary will be paid in accordance with the agreements made under Section 3 above and the assessment/pay policy of the relevant body.

5.2 The salary of the teacher will be paid by 12 equal instalments and shall fall due on the twenty-sixth day of each calendar month, unless that day falls on a weekend or public holiday when payment shall be made on the previous working day. The exception to this will be supply teachers and any teacher whose particular employment is subject to submissions of claim forms for salary purposes.

5.3 To ensure that the teacher shall receive not less than one third of a year’s salary for each full term’s service the three terms in each year will normally be constituted as follows:-

The Summer Term – 1 May to 31 August

The Autumn Term – 1 September to 31 December

The Spring Term – 1 January to 30 April

5.4 Newly appointed teachers taking up a post at the beginning of a term will be paid salary from the first day of the appointment, see 5.3 above.  If any Term begins at an earlier date than those listed in 5.3 above, salary will be paid from the first day of the school term.

5.5 At the discretion of the relevant body salary may be paid to any other newly appointed teacher from the first day of teaching duty or from an agreed earlier date so as to avoid a break in service and superannuation rights.  This payment shall not exceed a period of one month during which the school was closed prior to the first day of teaching duty.

5.6 When a Headship, Deputy Headship or post of responsibility is vacant and a teacher is appointed in an acting capacity, the whole of the salary, including any allowance, shall be liable for superannuation contributions and where applicable for calculation of pension, if the teacher has opted into the teachers’ superannuation scheme.

SALARY IN ABSENCES

6.1 The payment of salary to teachers during temporary absence. (See sections 7 and 8)

6.1.1 Scale of payment – Absence on Account of Personal illness.

Salary during absence on account of personal illness may be paid in any period of one year on the following scale

During the first year of service
full pay for 25 working days and after

Completing four calendar month’s service, half-pay for 50 working days

During the second year of service
full pay for 50 working days, and half-pay for 50 working days

During the third year of service
full pay for 75 working days, and half pay for 75 days

During the fourth and successive
full pay for 100 working days, and 

Years
half pay for 100 days

To calculate the period during which salary shall be paid on the above scale.

1. Establish the length of service at the first day of absence.  Obtain by 

Aggregating all periods of recognised service.

2. Find the appropriate line in the above table, which gives the total possible   

period of payment.

3. From the entitlement subtract any days already taken since 1 April of   current year to give the outstanding entitlement.      

4. The year for calculation of such allowance shall be deemed to begin on April 1 of each year and end on March 31 of the following year.

5. In the case of a teacher absent through illness on March 31 of any year, a fresh entitlement will not be due from the immediate following April 1, and will not be deemed due until the teacher has resumed duties, the period from April until the return to duty being deemed to be part of the preceding year.

6. Any further payments shall be entirely at the discretion of the Council.

6.1.2    At the discretion of the relevant body a teacher who is ill immediately 

Preceding a school holiday and has exhausted the total sick pay allowance period may, for the purpose of calculating salary, be deemed to have returned to duty on the date on the medical certificate stating fitness to return to work. This certificate must be submitted within three days of the certified fitness date and the teacher must return to work on the first day after the holiday and then complete not less than twenty continuous working days.

6.1.3 A day on which a school is closed to teaching staff shall not be recorded as a            working day when it falls within a period for which salary is being paid.

6.2.1 On the first day of absence the teacher must notify the school of the reason for absence and the expected date of return.  If absent for more than three days further notification must be made on the fourth day stating the nature and probable duration of the illness.

6.2.2 All days count toward absence not only working days.  After more than seven days a medical certificate must be submitted to the school on the eighth day of absence.  Medical certificates must be submitted promptly at regular intervals thereafter to coincide with the expiry of the previous certificate.

6.2.3 A teacher absent for more than a fourteen day period must forward a medical certificate stating fitness to return to work by the day of the return.

6.2.4 Absence owing to contacts, accidents or illness contracted in the course of duty shall not be recorded in calculating the period during which salary will be paid according to the table above.

1. Where the employer’s doctor advises a period of absence to prevent the spreading of an infectious disease by a teacher who has been a contact.

2. Where the employer’s doctor is satisfied that absence due to infectious or contagious illness of a teacher is directly attributable to contact during employment.

3. Salary shall be payable for a period not exceeding six months where absence is due to accident the Borough Council is satisfied was sustained in the course of employment.

6.2.5 Refer also to Section 4.2

6.3.1 The deduction of Invalidity Benefit shall be made from all payments made under Section 6.1.1, following the exclusion from, or expiry, of Statutory Sick Pay (SSP)

6.3.2 All teachers have a duty to claim where there exists a claim following a third party accident.

It shall be the duty of a teacher to notify the Director of Education and Leisure of the result of any claim for injury against a third party, as sick pay for absence for injury in these circumstances shall be deemed to be a loan.

6.3.3 Following a successful claim against a third party the Council, as it considers equitable, may require.

1. The refund of a sum equal to the aggregate paid to the teacher during the disability period.

2. The refund of part of the sum as is considered appropriate.

6.3.4 The refunds the Borough Council shall claim under item 6.3.3 may not exceed the sum of any damages recovered by the teacher.

6.3.5 When such a refund is made the period covered by the sum refunded shall not be recorded for the calculation referred to in item 6.1.1.

6.3.6 A teacher shall be under an obligation to declare to the satisfaction of the Council any alteration of circumstances on which entitlement is based.  In default of these the Council shall determine the benefit by reference to the maximum benefit available.

6.3.7 For details relating to Criminal Injuries Compensation see CLEA/ST (Burgundy Book) 12.2

6.3.8 Married women exempting themselves from payment of full National Insurance contributions and who have produced a reduced rate certificate shall be deemed for sickness payments to be insured in their own right.

6.3.9 Married women who are exempt from paying full National Insurance contributions must notify the payroll section if their circumstances change (e.g. death of husband, divorce)

6.4.1 A teacher absent due to illness or injury shall not by activity or conduct cause, in the opinion of the Council, any delay in recovery to fitness for duty.

6.4.2 Sick pay will not be given

1. in case of accident caused by active participation in sport as a profession.

2. when absence is attributable to a teacher’s own misconduct.  Exception to this will only be by resolution of the Council

MATERNITY LEAVE

7.1 A woman teacher expecting the birth of a child shall give the school and Council at least twenty-one days notice of her intention to commence maternity leave.  Where a teacher has at least seven months full-time or part-time continuous service with the Council or any other LEAs immediately before absence, she shall qualify for the local scheme of maternity leave as set out in the ‘Maternity/Parenting Leave’ document for Ealing teachers.

7.2 Maternity leave cannot commence earlier than the beginning of the eleventh week before the expected week of childbirth.

7.3 A teacher may continue to work until a later date than the beginning of the eleventh week before the expected week of childbirth unless certified medically unfit to do so.

7.4 The Council’s local agreement on MATERNITY/PARENTING LEAVE FOR EALING TEACHERS’ allows for paternity/carers leave of up to ten days paid leave.

7.5 The provision for adopting/fostering leave is detailed in the Maternity/Parenting Leave for Ealing Teachers’ document.

LEAVE OF ABSENCE

8.1 A teacher shall make application of leave of absence to the Governing Body through the Headteacher excepting where the power has been retained by the Director of Education and Leisure.

8.2 No teacher may be absent without previous permission except in cases of emergency.

8.3 See Appendix 1 for list of approved absences.

8.4 The relevant body has discretion to consider payment for absence not covered anywhere in the above Sections where hardship arises.

TERMINATION OF APPOINTMENT

9. Termination of appointments by Notice, Maternity or Retirement.

9.1.1 Teachers (except Headteachers) shall be under two months notice and in the summer term, three months notice.

9.1.2 Headteachers shall be under three months notice and in the summer term, four months notice.

9.1.3 The above notice periods are the minimum required notice periods to be given by either side and such notice shall be served in writing.

9.1.4 In addition to 9.1.1 above where a teacher has been continuously employed for more than eight years, they shall be entitled to receive notice of one week for every completed and continuous year of service up to a maximum of 12 weeks.

9.1.5 The three terms in each year shall be constituted a detailed in Section 5.3 of this document

9.1.6 All full-time teachers resigning an appointment will be paid salary as follows:

1. Resignations in Summer Term to 31 August.  In the case of taking up an appointment with another Authority, to the day preceding the day the school in the new Authority opens for the Autumn Term if earlier than 1 September.

2. Resignations at the end of the Autumn Term to 31 December.

3. Resignations at the end of Spring Term to 30 April.  The relevant body will have the right to call upon the teacher’s services until the date.  If a teacher is taking up an appointment with another Authority, payment shall be to the day preceding the day the school in the new Authority opens for the Summer Term if earlier that 1 May.

9.1.7 No salary will be paid to a teacher for a period for which they will receive or have received payment from a subsequent or previous employing Authority.

9.2 Where a woman teacher who is expecting the birth of a child does not apply for Maternity leave under the local agreement and wishes to terminate her appointment, this termination shall normally date from the eleventh week or agreed later date, prior to the expected date of child birth.

9.3 The employment of a teacher will be automatically terminated at the end of the school term in which they reach their sixty-fifth birthday.  There may be cases where by mutual agreement the teacher has service extended beyond this date on a termly basis.

DISCIPLINE

10.1.1 The Authority has an agreed disciplinary procedure for all staff working in schools without a scheme of full delegation.  This is known, as the ‘PRE LMS Disciplinary Procedure’ copies are available at school offices and from the Schools HR Section.

10.1.2 The ‘PRE LMS Disciplinary Procedures’ also apply to teaching staff working in other teaching services, (e.g. centrally funded teaching staff) the peripatetic teaching staff working in schools, who are managed by the LEA’

10.1.3 For staff working in a school with a scheme of full delegation, the Governing Body are the relevant body to determine disciplinary procedures to be used at the school.  The Authority has commended a disciplinary procedure to all schools with a fully delegated budget, these procedures are known as the ‘POST LMS Disciplinary Procedures’.  Voluntary Aided schools may consider the adoption of the disciplinary procedures recommended by their respective diocese boards.  If you are appointed to a school with a fully delegated budget, you should check with the school as to the disciplinary procedures adopted by the Governing Body. 


10.1.4 In light of 10.1.1, 2 and 3 above, the following guidelines are applicable only to those staff covered by either the ‘PRE LMS’ or ‘POST LMS’ disciplinary procedures issued by the Authority.  The flow chart, attached as appendix 2, outlines the managerial responsibility for dealing with disciplinary matters at different stages and the sanctions that are available.

10.2 It is expected that minor infringements or lapses from the established standards of work performance or conduct will normally be dealt with informally by the immediate line manager.

10.3.1 The Headteacher or Governing Body may suspend a teacher on full pay in circumstances where it seems that the exclusion of the employee is required, while the case is being investigated.  Suspension will normally only happen in cases which appear to involve serious misconduct.  The Chair of the Education Committee and the Director of Education and Leisure also have powers to suspend a teacher in cases which appear to involve serious misconduct only if the teacher is covered by category 10.1.1 or 10.1.2 above.

10.3.2 Notice of suspension of any teacher under the PRE or POST LMS disciplinary procedures, shall be in writing in accordance with the provisions detailed in the aforementioned documents.  Where the suspension has been instigated by the Headteacher or Governing Body, the LEA must be advised immediately in writing.

10.4 Where a teacher is required to attend a review or hearing conducted by the Headteacher in accordance with the disciplinary procedures, or where the teacher is required to attend a Governing Body disciplinary panel, the instruction must be in writing and

i) The letter must give a minimum of 10 working days notice of the hearing (unless an earlier date is mutually agreed).

ii) It should detail those who will conduct and, where possible, advise the hearing.

iii) The matters to be considered at the hearing together with all relevant supporting documentation and names of witnesses should be clearly stated.

iv) The employee must be advised that a trade union representative or other representative may attend and will be permitted to speak on behalf of the employee.

v) The employee will be informed that they may produce witnesses and/or relevant documentation at the hearing.  Such documentation to which they intend to refer shall be produced not less than 48 hours before the hearing to enable due consideration to be given to it.

vi) A copy of the relevant disciplinary procedure must be sent with the letter instructing the employee to attend.

10.5 The sanctions available to the Headteacher and Governing Body disciplinary panel are set out in the flow chart appendix 2.

10.6.1 The appeal process available to the employee is set out in the flow chart, appendix 2.

10.6.2 The time limit for lodging an appeal against any sanction imposed by the Governing Body is five days from the receipt of written confirmation of the Governing Body disciplinary panel decision.

10.7.1 The Director of Education and Leisure must be notified in writing by the school’s representative of any sanction imposed that is to be recorded on the personal file of an employee, regardless of whether or not the Director of Education and Leisure was represented during the proceedings.

10.7.2 Where the Governing Body disciplinary panel recommend dismissal or summary dismissal of a teacher, the Director of Education and Leisure will be notified immediately and in writing.  Where the recommendation comes from a school operating a scheme of full delegation the Director of Education and Leisure will be kept informed of any appeal that is lodged.

10.8.1 The conditions outlined in earlier parts of this section do not apply where a teacher has either been convicted of a criminal offence resulting in imprisonment or has broken the contract of employment by taking unauthorised leave of absence.

10.8.2 The relevant body considering a complaint or allegation that a teacher has been convicted or broken contract as outlined in 10.8.1 above are not bound to afford rights to the teacher to be heard.  The teacher shall not be entitled to challenge the decision of the court, relating to a charge proven against them, at any consideration of the matter by the relevant body.

10.8.3 The Council shall not continue in employment or employ any persons determined by the Secretary of State for Education to be unsuitable for employment as teachers.

10.8.4 If a teacher’s contract is terminated by dismissal or resignation, on account of misconduct, grave professional default or conviction of a criminal offence, the facts shall be reported to the Secretary of State for Education.

10.8.5 See Section 4 for reference on medical termination.

GRIEVANCE PROCEDURE

11.1.1 The Authority has an agreed grievance procedure for all staff working in schools without a scheme of full delegation.  This is known as the ‘PRE LMS Grievance Procedures’ and copies are available at school offices and from the School’s Personnel Section.

11.1.2 The ‘PRE LMS Grievance Procedures’ also apply to teaching staff working in other teaching services, (e.g. centrally funded teaching staff) and peripatetic teaching staff working in schools, which are managed by the LEA.

11.1.3 For staff working in a school with a scheme of full delegation, the Governing Body are the relevant body to determine grievance procedures to be used at the school.  The Authority has commended a grievance procedure to all schools with a fully delegated budget, these procedures are known as the ‘POST LMS Grievance Procedures’.  Voluntary Aided schools may consider the adoption of the grievance procedures recommended by their respective diocese boards.  If you are appointed to a school with a fully delegated budget, you should check with the school as to the grievance procedures adopted by the Governing Body.

11.1.4 In light of 11.1.1, 2 and 3 above the following guidelines are applicable only to those staff covered by either the ‘PRE or POST LMS’ grievance procedures issued by the Authority.

11.2.1 If a teacher is aggrieved on any matter, they should in the first instance discuss the matter with their immediate supervisor or Head of Department.

11.2.2 If the matter remains unresolved or the employee is dissatisfied there are further steps that can be taken for the grievance to be heard.  These are outlined in detail in the PRE and POST LMS grievance procedure documents which should be consulted before using the procedures (see appendix 5, Documents and where to find them).

11.3.1 Where a Headteacher has a grievance, they should first of all endeavour to resolve the matter by a direct approach to the person concerned.

11.3.2 If the matter remains unresolved the Headteacher may discuss it with the Chair of Governors or the Director of Education and Leisure (as appropriate in relation to LMS status) who may by mutual agreement seek consultation with the Chair of the Governing Body or with the representatives of the trade union/professional association.

11.3.3 If the Headteacher remains dissatisfied, there are further steps that can be taken which are outlined in detail in the PRE and POST LMS grievance procedures.  These should be consulted before the procedures are used (see Appendix 5, Documents and where to find them)

TRADE UNION MEMBERSHIP

12.1  
A teacher has specific rights on Trade Union membership and activities.

12.1.1 The right to be a member of a Trade Union

12.1.2 The right not to belong to a Trade Union

12.1.3 The right as a member of Trade Union to

· take part in its activities at appropriate times

· seek election to office in the Union

· hold office in the Union

12.2 The list of Teaching Unions recognised by the Council

a)
ATL

Association of Teachers and Lecturers

b)
NAHT

National Association of Headteachers

c)
NASUWT
National Association of School Masters and





Union of Women Teachers

d)
NATFHE
National Association of Teachers in Further and





Higher Education

e)
NUT

National Union of Teachers

f)

PAT

Professional Association of Teachers

g)
SHA

Secondary Heads Association

INTERPRETATION

13.1 The following paragraphs state the Interpretation of terms throughout the document.

13.2 The term ‘Council’ shall, where the context requires or admits, include any committee of the Council to which the particular function has been delegated by the Council.

13.3 The expression ‘Medical Officer of Health’ includes any medical officer nominated by the Council for this particular purpose.

13.4 Service or recognised service for the purpose of salary payment during sickness absence means recognised service within the meaning of the Teachers’ Superannuation Acts.

APPENDIX 1

	REASONS FOR ABSENCE
	SALARY PAYABLE FOR A PERIOD NOT EXCEEDING

	a) Serious illness of husband, wife or child
	5 working days

	b) Death of husband, wife or child
	5 working days

	c) 1 Serious illness or death of near relative

    2 Serious illness and death of near

       relative
	3 working days

5 working days

	d) Attendance at a funeral in approved   

    Representative capacity
	1 to 3 working days according to distance and circumstances

	e) Wedding of near relative
	1 working day

	f) Removal of household effects
	1 working day

	g) To attend interview for other 

     appointment
	1 to 3 working days according to distance and circumstances

	h) examination, if it is one that you would 

    improve the educational qualifications

    of the teacher
	Period necessary to sit for examination

	i) Local Authority, Department of

    Education and other approves short

    Courses
	Duration of Course

	j) Public duties
	In accordance with the general regulations of the Council relating to officers as in force from time to time

	k) Attendance at Conferences
	In accordance with the general regulations of the Council relating to officers as in force from time to time

	l) Religious festivals
	Three days in any educational year, as required for observance of Religious Festivals.  Other days unpaid allowed

	m) Attendance at Meeting of Examiners

     during school time
	Period necessary to attend – provided any fee receivable is refunded to the Council

	n) Duties as Examiner for the Universities 

    and similar bodies
	Period necessary, subject to approval of Headteacher and provided any fee receivable is refunded to the Council



	o) Duties as visiting Examiner for 

    Certificate of Secondary Education
	5 days in any education year provided any fee receivable is refunded to the Council



	p) Duties as Justice of the Peace
	Reasonable periods to act as Justice of the Peace in Court


	FULLY DELEGATED SCHOOLS*

Head

Governing Body

Governing Body Appeals Panel

*This may not apply to Voluntary Aided

Schools.

Please check with individual school

	PERIPATETIC/LEA MANAGED STAFF

Head and/or LEA

LEA Disciplinary Panel

Director of Education

Member Level Appeal Panel

	Stage 1 Head

Sanctions available:

1      Oral warning recorded on file

2      Refer to Governing Body

3      Suspension pending further

        investigation

Stage 2 Governing Body

Sanctions available:

1       Formal reprimand

2       Formal written warning

3       Formal final written warning

4       Dismissal or Summary Dismissal

5       Witholding an annual increment

6       Transfer to other internal post or      

          demotion

 7        Appropriate combination of any

of the above

APPEALS FROM STAGE 2 ARE HEARD BY THE GOVERNING BODY APPEALS PANEL


	Stage 1 Head and/or Officer

Sanctions available:

1    Oral warning recorded on file

2    Refer to LEA Disciplinary Panel

3    Suspension pending further       

       investigation

4     Dismissal or Summary Dismissal

5     Witholding an annual increment

6     Transfer to other internal post or

        demotion

7 Appropriate combination of any of

        Above

APPEALS FROM STAGE 2 ARE HEARD BY THE DIRECTOR OF EDUCATION AND THE MEMBER LEVEL APPEALS PANEL




APPENDIX 3

CORPORAL PUNISHMENT OF PUPILS

1 All forms of corporal punishment were abolished under Section 42 of the Education (No.2) Act 1986 with effect from 15th August 1987.

2 All forms of corporal punishment in schools in Ealing were abolished with effect from September 1986.

3 All teachers in schools are instructed to abstain, from September 1986, from all forms of corporal punishment of pupils.  Failure to comply with this instruction will result in disciplinary action.

4 The decision of the Education committee to abolish all forms of corporal punishment constitutes a Staff Regulation under Section 3 of the Ealing Conditions of Employment of Teachers.

APPENDIX 4

PROTECTION OF CHILDREN –

HOME OFFICE CIRCULAR 9860/44 – CRB CHECKS

1 The Rehabilitation of Offenders Act 1974 and the Home Office Circular (86)/44 require that the local authority check with local police forces on those who are to be employed in positions giving substantial access to children.

2 Police checks may also be made on existing employees in particular circumstances, e.g. if previously unrevealed information comes to light.

3 The Council policy and procedure on CRB Checks was agreed in 1989 and has been implemented since that time.

4 For the Education Department this supplements the procedures already in use, e.g. DFEE List 99 in which the Secretary of State for Education lists those persons determined by him/her as unsuitable to be employed as teachers.

5 The Council guidance to officers involved in recruitment is set out in the document ‘Recruitment of Personnel to posts with substantial access to children’ which is available for inspection – see Appendix 5.

APPENDIX 5

DOCUMENTS WHICH MAY BE CONSULTED AND WHERE TO FIND THEM

1
London Borough of Ealing Teachers



School Office


Conditions of Service Document



Schools HR

2
Conditions of Service for Teachers in


School Office


England and Wales.  “The Burgundy Book”


Schools HR


CLEA/ST document – Nov 1985





2 DFEE The School Teachers’ Pay and



School Office

Conditions Document





Schools HR

4
London Borough of Ealing detailed



Schools Office


documents






Schools HR

1. Maternity/Paternity leave guidelines

2. Grievance Procedure

3. Disciplinary Procedure

4. Recruitment of Personnel – Police Checks

5
Copies of all Education Legislation and DFEE Circulars
Schools HR










Education Dept
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5

