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HR Bulletin 1/2009  
November 2009 

 
To Principals, Directors of Finance, HR Managers 
cc. Chairs of Governors, EACT SMT 
 
Any queries should be directed to Helen Anderson, Director of HR helen.anderson@eact.org.uk  
tel: 07545519871 or Sue Perry HR Manager sue.perry@eact.org.uk on 07525411788 
 
This is the first HR Bulletin to update you on key HR issues, developments and EACT advice 
and guidance. We anticipate that the bulletin will be issued at least once per term or more often 
if there are urgent issues. Please keep a file of these bulletins available for reference at all 
times. We welcome your feedback and suggestions. 
 

1. New HR Manager  

We are delighted to welcome Sue Perry as HR Manager. Sue started on 1 September 
and has already visited most though not yet all of our academies.   
 
Action Required: None 
 

2. UK Border Agency 

Annex 1 explains that EACT has been granted a Sponsor Licence by the UK Border 
Agency to enable us to sponsor Maths or Science Teachers (currently on the Shortage 
Occupation List (Tier 2) and other skilled workers for posts where we have been unable 
to recruit a settled worker i.e. someone who has the right to work in the UK.  
It sets out the respective responsibilities and duties of EACT centrally and each 
academy. Even if you do not currently have any employees with work permits or being 
sponsored, it is still important that you read and understand what is required. 
 
Action Required: All academies to ensure that all pre-employment checks as 
required by Safeguarding Children and Safer Recruitment in Education are 
completed; academies with staff on work permits or sponsorship certificates to 
ensure strict adherence to the guidance as set out in Annex 1. 
 

3. Swine Flu 

Annex 2 reprises the advice given to all educational establishments on the swine flu 
virus and the sources of advice and support. 
 
Action Required: All academies to review their arrangements and ensure that 
they have an Emergency Plan or to use Annex 2(a) the óPandemic Flu Planning 
Model Plan/Checklist for Schoolsô to create an appropriate plan. 
 

4. Health and Safety 

Currently each academy has its own Health and Safety Policy. EACT is commissioning 
its own Health and Safety Policy and a first draft should be available to begin a 
consultation process early in January 2010.   
Three academies  (Crest Boysô, Leeds West and Heartlands) are piloting an online 
Health and Safety system and Educational Visits system. If successful the systems will 
be rolled out to all academies. 
 
Action Required: None at present. 
 

mailto:helen.anderson@eact.org.uk
mailto:sue.perry@eact.org.uk
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5. Safer Recruitment 

With effect from 1st January 2010 it is likely that every academy or school must ensure 
that ð 

(a) any person who interviews an applicant for any post ; or 

(b) in the case where a selection panel is appointed for that purpose, at least one 
member of that panel:  

has completed safer recruitment training. Previously the National College for School 
Leadership was responsible for providing access to online training available to the 
Principal/Headteacher and one governor.  Responsibility for this has now been moved 
to the Childrenôs Workforce Development Council (CWDC). With effect from 1 
November 2009 online training will be available to all individuals recruiting in the 
schoolsô sector and not just Principals/Headteachers and governors. There is no cost to 
undertake the online training. Academies may have previously procured bespoke face- 
to-face training or accessed LA training for staff and governors with recruitment 
responsibilities within their academy. However this will need to have been NCSL 
accredited training (the Trainer would need to have completed Train the Trainer training 
with NCSL and have issued certificates at the end of the training). NCSL certificates are 
valid for 5 years. After this individuals are expected to retake the training to ensure that 
knowledge and learning is up to date. 

Each academy will also be required to maintain a permanent record of the recruitment 
panel, indicating who has successfully completed the training and when. 
 
Action Required: 

In preparation for 1 January 2010 each Principal should:  

 Arrange for an audit of staff who participate in recruitment to take place to 
ascertain who has successfully undertaken the accredited NCSL Safer 
Recruitment training and/or attended a training course and received a NCSL 
approved certificate; 

 Arrange for staff who have not been trained to either undertake the online 
training provided by CWDC, or depending on numbers within the academy 
arrange  bespoke training by an accredited trainer; access appropriate LA 
courses if available; or where possible collaborate with another academy to 
arrange joint training; 

 Arrange for a permanent record of recruitment panels to be maintained.  

 

EACT will circulate details of the online training to Chairs of Governors and governors 
who may be involved in recruitment for senior academy vacancies. Further advice on 
accredited trainers can be obtained from Helen Anderson. 

 
6. Independent Safeguarding Authority (ISA) 

The Independent Safeguarding Authority (ISA) has been created to help prevent 
unsuitable people from working with children and vulnerable adults. The ISA works in 
partnership with  the Criminal Records Bureau (CRB) and other delivery partners. 

Increased safeguards have now been introduced under the Vetting and Barring 
Scheme, from October 12

th
 2009: 

 ISA-registration for the Vetting and Barring Scheme does not start for new 
workers or those moving jobs until July 2010 and ISA-registration does 
not become mandatory for these workers until November 2010. All other 
staff will be phased into the scheme from 2011.The ISA expects the 
phased roll out to run over a five year period.  
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 It is now a criminal offence for individuals barred by the ISA to work or apply to 
work with children or vulnerable adults in a wide range of posts - including most 
NHS jobs, Prison Service, education and childcare. Employers also face 
criminal sanctions for knowingly employing a barred individual across a wider 
range of work;  

 The three former barred lists (POCA, POVA and List 99) are being replaced by 
two new ISA-barred lists;  

 Employers, local authorities, professional regulators and other bodies have a 
duty to refer to the ISA, information about individuals working with children or 
vulnerable adults where they consider them to have caused harm or pose a risk 
of harm. 

Academies will be provided with further information as it develops and is issued by the 
ISA. In relation to the duty to refer to ISA information about individuals working with 
children or vulnerable adults where they consider them to have caused harm or pose a 
risk of harm, this is likely, though not always, to be related to a disciplinary matter. The 
Principal should contact Helen Anderson in such circumstances. EACT centrally will 
refer any appropriate cases to the ISA.  

Action Required: The Principal to Contact the Director of HR in any cases where   
they consider that an individual  working with children has caused harm or poses 
a risk of harm to children. 

7. EACT, National Joint Council (NJC) and Local Academy Joint Council (AJC) 

EACT has negotiated a Trade Union recognition agreement ( attached as Annex 3) with 
five trades unions for teacher (ASCL,ATL,NAHT,NASUWT,NUT) and three support staff 
trades unions (GMB, UNISON, UNITE). The jointly agreed objectives of the agreement 
are: 

 Harmonious working relationships; 

 Jointly agreed pay and conditions of employment; 

 Good industrial relations and the fair treatment of staff; 

 Commitment to equality of opportunity; 

 Commitment to quality; 

 Avoidance of disputes; 

 The ability of EACT to compete in the marketplace; 

 The ability of academies to be managed in an effective manner; 

 The effective use of funding; 

 The proper application of TUPE. 

At national level consultation and negotiation on terms and conditions of service will 
take place through the National Joint Council. The first meeting of this body has been 
arranged and will take place on 8

th
 December 2009. Minutes of the meeting and any 

action points will be circulated to academies after the first meeting. 
At academy level consultation and negotiation will take place through an Academy Joint 
Council. The right to representation on the Academy Joint Council will mirror 
representation on the national body. We expect each academy to arrange  the first 
meeting of their Academy Joint Council in the spring term but to continue, in the 
meantime,  to consult their trade union representatives on local matters. 
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Action Required: The Principal to discuss with the Chair of Governors making 
arrangements for the first meeting of their Academy Joint Council in the Spring 
term. 
 

8. General Teaching Council (GTC) 

a) Code of Conduct 
The  GTC has issued, effective from October 2009, a Code of Conduct for Registered 
Teachers. It is attached as Annex 4. Academies are asked to make this available on 
their intranet to all teaching staff to supplement the  publicity of the new code by the 
GTC 

b) Provisional Registration of Overseas Teachers and Instructors 

From 1 September 2009 all Overseas Trained Teachers (OTTs) and all instructors who 

are employed in settings where registration with the GTC is required will need to be 

provisionally registered with the GTC. 

Principals should have already received a letter from the GTC to advise them of those 
OTTs and instructors who are registered at their academies. Principals have been 
asked to ensure that such employees who are not included in the list complete an 
application so that the academy can continue to employ them. 
 
Action required:  
(a)The Principal to make the Code of Conduct available though the academy 
intranet and to draw the attention of teaching staff to the new code and 
implementation date. 
(b) Principals to ensure that all OTTs and Instructors are provisionally registered 
with the GTC. 
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Annex 1 

EACT has been granted  a sponsor licence by the UK Border Agency to enable us, where 
required, to sponsor Maths or Science teachers (currently on the Shortage Occupation List (Tier 
2)) and  other skilled workers posts where we have been unable to recruit a settled worker . In 
addition EACT has made arrangements with the UK Border Agency to get the name of the 
employer changed on the documentation for staff who already have work permits under 
previous arrangements. 

As a sponsor EACT must have all the relevant HR systems to monitor migrantsô immigration 
status and prevent illegal employment. Academies must follow the guidance in Safeguarding 
Children and Safer Recruitment in Education (DCSF publication)  and ensure compliance with 
all pre-employment checks for all staff. If an academy considers that there may be a need to 
sponsor a migrant worker then you should contact the Director of HR for further guidance on the 
process. 

Where EACT sponsors a teacher each academy must report the following information or events 
about sponsored migrants to the Director of HR for forward notification to the UK Border Agency 
within the time limit given: 

 If they do not turn up for their first day at work  you must report to the Director of HR 
within 3 working days for onward transmission to the UK Border Agency within 10 
working days of the original start date. You must include the reason the migrant gives 
for non-attendance  (for example, a missed flight); 

 If they are absent from work for more than 10 working days without your reasonably 
granted permission, you must tell the Director of HR immediately for immediate onward 
transmission to the UK Border Agency within 10 working days of the 10th day of 
absence. Certified sick leave covered by a doctorôs certificate will count as reasonably 
granted permission; 

 If their contract of employment ends (including where they resign or are dismissed), you 
must tell the Director of HR immediately for immediate transmission to the UK Border 
Agency within 10 working days of the event in question, and give us the name and 
address of any new employer or institution that they have joined if you know it;  

 If EACT stops sponsoring them for any other reason (for example, if they move into a 
immigration category that does not need a sponsor or their permission to stay in the 
United Kingdom ends), you must inform the Director of HR immediately for onward 
transmission to the UK Border Agency  within 10 working days; 

 If there are any significant changes in their circumstances (for example, a change of job 
or salary (but not a change of job title or an annual pay rise),or the location they are 
working at), you must tell the Director of HR immediately for onward transmission to the 
UK Border Agency 10 working days; 

 If you have any information which suggests that they are breaching the conditions of 
their leave, you must tell Director of HR immediately for onward transmission to the UK 
Border Agency within 10 working days; 

 If there are any significant changes in EACTôs circumstances this must be reported to 
the UK Border Agency within 28 calendar days; 

 EACT must also send the UK Border Agency details of any third party or intermediary, 
in the United Kingdom or abroad, that helped EACT recruit employees.  

EACT must comply with the immigration laws and meet the following obligations: 

 EACT must make sure the migrant who is coming to work is legally allowed to do the 
job, and has the right registration or professional accreditation where needed by law, 
and keep a copy of the registration document or certificate which can be provided to the 
UK Border Agency if requested. You should also set up a system on your database or 
by other means that alerts you at least 2 months before the expiry of the 
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visa/permission to stay so that you can discuss this with the employee concerned and 
seek advice from EACT HR;  

 EACT must not employ someone whose immigration status (or lack of status) does not 
allow them to do the job they are applying for, and EACT must stop employing 
someone who stops being allowed to work for any reason. At least once a year you 
should review the visa/permission to stay and check with the employee concerned that 
there have not  been any changes in their circumstances;  

 EACT must only assign certificates of sponsorship to those who, to the best of its 
knowledge, meet the requirements of the tier or category they are applying under 
specified in the immigration rules, and who are likely to meet the conditions of their 
permission to enter or stay in the United Kingdom. 

EACT must co-operate with the UK Border Agency as follows: 

 allow UK Border Agency staff access to any of our premises on demand. Visits may be 
either prearranged or unannounced;  

 stick to any sponsorship action plan set by the UK Border Agency;  

 look to minimise the risk of immigration abuse by complying with any good practice 
guidance that the UK Border Agency or any sector body may produce for EACT in 
particular tiers or sectors.  

Before EACT assigns a certificate of sponsorship EACT must make sure that: 

 the job is at S/NVQ3 skill level or above; and  

 the job is a genuine vacancy and meets the resident labour market test, is on the 
shortage occupation list or is an intra-company transfer; and  

 the migrant will be paid the appropriate salary rate for the job. 

EACT must also ensure that there are robust systems in academies and at Head Office to 
monitor visa expiry dates and ensure documents are sighted and copied on a regular basis. 
Additionally it is important to maintain migrant contact details and ensure that personal 
information on address, telephone numbers, e-mail addresses are maintained and kept up to 
date. 

Finally it is very important that EACT adheres strictly to the rules as set out by the UK Border 
Agency and as such monitoring and checking academy practice in this area will be part of the 
internal audit process. If you have any queries on any aspect of this advice then please do not 
hesitate to contact EACT HR directly. 
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Annex 2 
 
Swine Flu ï October 2009 

Summary 

 
The Government continues to monitor the spread and severity of swine flu and the latest 

message remains that the current swine flu virus is mild and that all academies and schools 

were expected to  open for the start of the autumn term as normal. It is however important to 

continue to monitor the number of students and employees who are absent from the academy 

with flu-like symptoms.   

 

Academies should already have an emergency plan and an academy closure due to swine flu 

would come under this plan.  

 

Comprehensive Advice and guidance is available from TeacherNet, 

www.teachernet.gov.uk/humanflupandemic 

Other sources of guidance are the National Pandemic Flu Service website, NHS Choices 

website and at Directgov. 

 

Anyone with flu-like symptoms should stay at home and visit the National Pandemic Flu 

Service website or call 0800 1 513 100 for advice on treatment.  

 

Answers to the most Frequently Asked Questions are as follows:  

 

Staying safe while open 

 

What can I do to prevent the virus from spreading? 

At the moment the most effective way of helping to reduce the spread of the virus is to maintain 

a high level of hygiene. In particular, everyone is encouraged to ñCatch it. Kill it. Bin it.ò Students 

and employees should cover their nose and mouth with a tissue when they cough or sneeze, 

then throw the tissue away and wash their hands thoroughly. Academies should take steps to 

ensure that all employees and students are aware of the NHS campaign and that tissues and 

hand sanitisation/hand washing facilities are available.  Posters can be downloaded from 

TeacherNet. 

 

What do I do if an employee has been in contact with someone who has swine flu? 

The latest advice from NHS Direct is that  an employee should continue to go about their normal 

duties in the event that he or she is feeling well. If employees do start to display flu-like 

symptoms they should remain off work and contact their GP. 

 

What do I do if an employee has the symptoms? 

If an employee notices the onset of symptoms whilst at work they should contact their line 

manager and make arrangements to leave the workplace accordingly and seek medical advice 

from their GP. 

 

Employees should follow the academyôs sickness absence procedure and report any illness in 

the same way.  Employees should not attend work until all the symptoms have passed.  Swine 

flu is not a notifiable illness so a fit to return notice is not required before the employee returns 

to work.  A GP certificate would be required for employees off for more than seven consecutive 

days.  Absences due to swine flu should be included in sickness absence monitoring in the 

same way as any other illness.   If an employee is required to stay at home in order to care for 

http://www.teachernet.gov.uk/humanflupandemic
http://www.nhs.uk/AlertsEmergencies/Pages/Pandemicflualert.aspx
http://www.nhs.uk/AlertsEmergencies/Pages/Pandemicflualert.aspx
http://www.direct.gov.uk/en/Swineflu/DG_177831
http://www.direct.gov.uk/en/groups/dg_digitalassets/@dg/@en/documents/digitalasset/dg_178842.htm
http://www.direct.gov.uk/en/groups/dg_digitalassets/@dg/@en/documents/digitalasset/dg_178842.htm
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children or other dependants suffering from suspected/actual swine flu, the normal procedures 

relating to discretionary/ annual leave will remain. 

 

What if an employee is off work to look after a child or other dependent 

If an employee is required to stay at home in order to care for children or other dependants 

suffering from suspected/actual swine flu, the normal procedures relating to discretionary and 

annual leave will remain. 

 

What if a student displays the symptoms? 

It is a good idea to isolate the student away from other students until he or she is collected by 

parents/carers.  Again any students who are absent with swine flu should not return until the 

symptoms have passed.  The absence should be recorded in the usual way.   

 

What happens if the academy needs to close? 

Academies should have a general emergency plan and academy closure due to swine flu would 

come under this plan. The general advise is that academies should continue to operate as 

normally as possible but should plan for higher than usual levels of employee absences and the 

consequences of this, as well as for other possible disruption from the impact of swine flu on 

other services.     

For an academy that does not already have an Emergency Plan the óPandemic Flu Planning 

Model Plan/Checklist for Schoolsô is attached. 

Within the emergency plan it should already be clear who would take the decision to close the 

academy, either because of Government advice that schools in the area should close or 

because of reasons specific to the academy i.e. too many employees off ill. If an academy 

Principal determines, in conjunction with the Chair of Governors, or is advised that the academy 

should close then they should inform their Education Adviser and the Director of HR at EACT 

immediately. 

It is therefore crucial to have up to date contact details for employees and parents.    

 

What teaching and learning should students receive when academies are closed? 

Where academies are closed for an extended time, students should be provided with a 

reasonable amount of teaching and learning.  If academies operate a virtual learning 

environment, this should be used to set, distribute, receive and mark homework.  

 

Maintaining cleanliness 

Academy Principals are advised to review the academyôs cleaning provision to ensure that 

particular attention is made to keeping sufficient supplies of tissues and hand washing liquids; 

arrangements are in place for safe disposal of used tissues and that hard surfaces such as door 

handles are cleaned frequently using a normal cleaning products  
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Pandemic Flu Planning  
Model Plan/Checklist for Schools 
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This model plan is designed to accompany the DfES issued guidance to schools, available at 
www.teachernet.gov.uk/humanflupandemic .  It is intended to help your school and is not a 
mandatory requirement.   We anticipate that most users will wish to download it and keep it on-
line, and can then modify it to fit in with any existing contingency plans.  You may wish to insert 
hyperlinks to any school documents you hold on the internet or to your local authorityôs website.  
DfES will add more information to the website mentioned above as we take work forward on this 
issue. 
Enclosed are two checklists outlining key actions so you can monitor progress; however some 
may need to be carried out by your local authority, who should be working with schools on 
planning, and some by schools of different types ï for instance independent schools and 
boarding schools will have different responsibilities (see annex v: for specific advice relating to 
boarding schools).   
These two checklists set out what you should be looking to do now.  We have further checklists 
of action to be taken when a pandemic seems more imminent, and will issue these at the 
appropriate time (see Annex i for the phases identified by the World Health Organisation 
(WHO); the length of the phases can vary significantly ï we have been in Phase 3 for an 
extended period, but other phases could be much shorter, lasting from a couple of weeks to a 
few months).  
Not everything found here will apply to every school but is intended as a planning aid which can 
be added to, or shortened according to your circumstances. We recommend that you review your 
plans on an annual basis. 
 

 

1: Early Planning 

2: Preparedness 

4: Response 

3: Reaction 

http://www.teachernet.gov.uk/humanflupandemic
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[Note: If you wish to complete the checklists below electronically, to put an X in a box, double-
click on the box and change the Default Value to Checked] 
 

1. Early Planning : 
WHO phases 1 ï 4 (see annex i) 

 
Complet

ed 

In 
Progre

ss 

Not 
Started 

            Comments 

   1.1 Read the guidance, available at 
www.teachernet.gov.uk/humanflupandemic 
and share it with others in your school ï 
including staff and governors.  

 

 

   1.2  Identify who would make any decision on 
whether to close (and reopen) the school in 
the case of government advice, staff absence 
or to prevent the spread of infection (see 
annex iii for further information). 

 

   1.3   Determine who is the Local Authority (LA) 
liaison on this issue. 

[If your LA has a relevant web-page, insert 
hyper-link here] 

 

   1.4   Read the DfES infection control guidance 
when it is published early 2007 ï will be at 
www.teachernet.gov.uk/humanflupandemic  

 

   1.5   Check whether your school is suitably 
equipped with materials needed to 
implement infection control measures (e.g. 
tissues and tissue disposal, hot water and 
soap). 

 

   1.6   Check cleaning arrangements / contracts 
and whether special provision could be 
provided during a pandemic. 

 

   1.7   Develop communication and dissemination 
plans for staff, students, and families, 
including information about possible 
closures, any timetable changes, and ï 
where relevant - transport changes.

1
 

 

   1.8   Consider allocating some curriculum time to 
pandemic flu. 

 

 
2. Preparedness: 
WHO phases 1 - 4 

 
Complet

ed 

In 
Progre

ss 

Not 
Started 

In addition to the steps listed above:           Comments 

   

   2.1   Compile a list of key contacts; including your 
LA liaison, your local strategic coordinating 
group (SCG) and others. 

 

                                                 
1 Possible avenues of communication may include automated phone messages, phone trees, e-mail, 
Web sites, text-messaging and local media outlets. 

http://www.teachernet.gov.uk/humanflupandemic
http://www.teachernet.gov.uk/humanflupandemic
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   2.2   Check and update pupil and parent/carer 
contact details. Consider also compiling 
home email addresses for students and 
parents/carers who have access to the 
internet at home. 

 

   2.3   Consider how you might operate in the event 
of key staff absence (including both 
teaching and ancillary staff). Review 
arrangements for covering teaching and non 
teaching duties. 

 

   2.4   Consider the allocation of responsibilities, 
duties and cover arrangements during a 
pandemic, including who would take key 
decisions in the event of leadership team 
absence. 

 

   2.5   Review procedures for communicating with 
staff, students, and families. 

 

   2.6   Consider pastoral needs of the students and 
staff during a pandemic; are there staff 
training needs that could be met now? 

 

   2.7   Identify the languages spoken by the student 
population and their families, and discuss 
with LA how the information might be made 
available in those languages. Also consider 
the needs of blind and deaf students or 
others with special educational needs. 

 

   2.8   Preplan; develop template letters, both for 
closure and reopening. 

 

   2.9 Consider developing and testing 
communications mechanisms in the 
possible event of school closure e.g. 
Telephone trees and text messaging 
services. 

 

   2.10 Consider compiling a pool of parents / 
volunteers (who are CRB checked) who 
could be used to supervise children in times 
of significant absence.  

 

 

   2.11 Investigate options with your LA about how 
students might work from home during a 
pandemic. 
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ANNEX i: WHO pandemic phases and UK ALERT LEVELS 
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ANNEX ii: Key contacts  
 

              NAME / POSITION              CONTACT DETAILS 

 

Local Authority Liaison 

 

 

Supply Agencies 
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        Annex iii ï Communications Channels 
1. Principle decision taken on whether schools and childcare settings should close (based 

on medical evidence). 
 

 

 
2. If principle decision to close has been taken, informing schools and childcare providers 

when the pandemic has reached an area. 
 

 
 

3. Re-opening after closure.
2
 

 

   
 
 
 

                                                 

2 It is possible that partial reopening would be advised first (e .g. for children who had be en infected and 

recovered).  
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Annex iv: Further Information and links  
 
Schools and Childrenôs services guidance documents: 
www.teachernet.gov.uk/humanflupandemic 
 
Government wide planning available from the Department of Health: 
www.dh.gov.uk/pandemicflu  
 

Regional preparedness contacts are at:   

www.gos.gov.uk/prepemergencies/preparedness/?a=42496 

DfES / DH guidance on managing medicines in schools and early years settings: 

www.publications.teachernet.gov.uk/default.aspx?PageFunction=productdetails&PageMo 

de=publications&ProductId=DFES-1448-2005   

This has a chapter on dealing with medicines safely, including emergency procedures (e.g. staff 

should never take a child to hospital in their own car; it is safer to call an ambulance).  Also see 

DfES guidance on First Aid:  www.teachernet.gov.uk/wholeschool/healthandsafety/firstaid 

Advice on supporting a school where a pupil has died is at:  

www.teachernet.gov.uk/wholeschool/healthandsafety/pupilfatality 

General background: NHS leaflet for families available from DH on 08701 555 455 or  

dh@prolog.uk.com, or at: www.dh.gov.uk/pandemicflu    

Information targeted at parents will be at:  www.parentscentre.gov.uk or 

www.direct.gov.uk/Parents/fs/en 

The Health Protection Agency website contains more information on relevant issues, 

including explaining the difference between avian, pandemic and seasonal flu: 

www.hpa.org.uk/infections/topics_az/influenza/default.htm  

  

 
 
 

 
 
 
 
 
 
 
 
 
 
 

http://www.teachernet.gov.uk/humanflupandemic
http://www.dh.gov.uk/pandemicflu
http://www.gos.gov.uk/prepemergencies/preparedness/?a=42496
http://www.publications.teachernet.gov.uk/default.aspx?PageFunction=productdetails&PageMo%20de=publications&ProductId=DFES-1448-2005
http://www.publications.teachernet.gov.uk/default.aspx?PageFunction=productdetails&PageMo%20de=publications&ProductId=DFES-1448-2005
http://www.publications.teachernet.gov.uk/default.aspx?PageFunction=productdetails&PageMo%20de=publications&ProductId=DFES-1448-2005
http://www.teachernet.gov.uk/wholeschool/healthandsafety/firstaid
http://www.teachernet.gov.uk/wholeschool/healthandsafety/pupilfatality
http://www.teachernet.gov.uk/wholeschool/healthandsafety/pupilfatality
mailto:%20dh@prolog.uk.com
mailto:%20dh@prolog.uk.com
http://www.parentscentre.gov.uk/
http://www.hpa.org.uk/infections/topics_az/influenza/default.htm
http://www.hpa.org.uk/infections/topics_az/influenza/default.htm
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Annex 3 
 

Edutrust Academies Charitable Trust (EACT) 
 

Trade Union Recognition Agreement 
 

Introduction   
 
This agreement between Edutrust Academies Charitable Trust (EACT) and the signatory trade 
unions establishes machinery to consult and negotiate with staff through the recognised trade 
unions.  EACT  recognise the joint unions as the body representing staff for the purposes of 
informing and consulting the workforce.   
This agreement covers union recognition and machinery for consultation and negotiation on the 
terms and conditions of employment for staff . 
The parties pledge themselves to negotiate constructively with a view to reaching joint 
agreements which are acceptable to their respective constituents. 
The signatories to this agreement share, as their guiding principle, the need to ensure an 
environment which seeks to promote education of the highest quality. To this end the 
signatories endorse the following objectives: 
 

 Harmonious working relationships;  

 Jointly agreed pay and conditions of employment 

 Good industrial relations and the fair treatment of staff; 

 Commitment to equality of opportunity; 

 Commitment to quality; 

 Avoidance of disputes; 

 The ability of EACT to compete in the market place; 

 The ability for academies to be managed in an effective manner; and 

 The effective use of funding. 

 The proper application of TUPE 
 
EACT  recognises the trade unionsô right to represent and protect the interests of their members 
employed in each EACT academy.   
 
 
Recognition 
 
The following unions are recognised nationally for the purpose set out in the paragraph above.  
 

For teachers:                                  

 Association of School and College Leaders 

 Association of Teachers and Lecturers 

 National Association of Head Teachers 

 National Association of Schoolmasters Union of Women Teachers  

 National Unions of Teachers        
 

For support staff:                             

 GMB                             

 Unison 

 Unite 
 
Structure for Consultation and Negotiation 
Within EACT consultation and negotiation will take place at two levels. 
At a national level consultation and negotiation on terms and conditions issues will take place 
through the National Joint Council (NJC). Such meetings will normally take place once per term. 
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Sub groups may meet as appropriate to discuss details of proposed changes to terms and 
conditions which only affect teachers or support staff.  Such sub groups will only be formed by 
joint agreement and will report back to the full NJC. 
At academy level consultation and negotiation will take place through an Academy Joint 
Council.  The right to representation on the academy JC will mirror representation on the 
national body. Meeting arrangements and the conduct of business by the academy JC will be 
agreed and determined by the academy JC. Normally, such meetings will take place once per 
term. Each academy will be bound by the national terms and conditions agreed by the NJC but 
the academy JC will be responsible for discussions on the application of local discretion on 
employment provisions.   
 
 
Consultation and Negotiation at National Level 
The nationally recognised unions and EACT will negotiate nationally at the JNC on a pay and 
conditions framework and on any other issues that the parties mutually agree from time to time 
should be the subject of national negotiations. 
The parties pledge themselves to negotiate constructively with a view to reaching joint 
agreements which are acceptable to their respective organisations. 
The parties agree that EACT will employ all staff on the appropriate national pay and conditions 
frameworks.  These are currently the STPCD and Burgundy Book agreement for school 
teachers and the NJC Green Book agreement for support staff.  EACT will not move away from 
these arrangements without consultation and agreement. 
The following matters shall be the subject of negotiation and consultation between the 
recognised unions and EACT: 
 

 pay, including pay structure 

 terms and conditions of employment, including hours, holiday, sickness and other 
benefits; 

 disciplinary, capability and grievance procedures;  

 redundancy and redeployment; 

 health, safety and welfare; 

 professional duties; 

 working time; 

 performance management and review arrangements; 

 training and Continuing Professional Development; 

 equal opportunities policies; 

 pensions; 

 recruitment; 

  new technology 

 working practices, new equipment and techniques 

 staff amenities 

 reorganisation of staff and relocation 

 negotiating machinery and procedures; 

 employment policies and procedures; 

 operational issues affecting the deployment, security and prospects of staff; 

 any other item which both sides agree to refer. 
 
This is against the backdrop of the national pay and conditions frameworks which will be the 
mechanism for agreeing the minimum pay arrangements adopted by EACT. 
Operation of the Agreement 
 
The operation of this agreement will be kept under review by both sides in order that 
consideration can be given to the need for any change in the light of experience. Either EACT or 
the signatory unions may give six months notice of their intention to withdraw from the 
agreement.  
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National Joint Council for Staff in EACT Academies 
 
Constitution 
 
Title 
The body shall be known as the National Joint Council for Staff in EACT Academies (NJC).  
 
Scope 
The functions of the NJC are specified under the óNational Negotiationsô section of this 
agreement and  shall relate to all staff employed by EACT.  
 
Membership 
The EACT representatives shall normally be the Chief Executive or his deputy  and the Director 
of HR, although alternates may be deputed from time to time.  
The following trade unions shall represent staff: 
 

For teachers:                                    

 Association of School and College Leaders 

 Association of Teachers and Lecturers 

 National Association of Head Teachers 

 National Association of Schoolmasters Union of Women Teachers  

 National Unions of Teachers     
 
For support staff:                                          

 GMB                             

 Unison 

 Unite 
         
If any organisation referred to in paragraph above fails to appoint representatives, this shall not 
invalidate the decisions of the NJC. 
In the event of any organisationôs representative being unable to attend any meeting of the NJC 
or its committees, that organisation shall be entitled to appoint another representative to attend 
in his or her place. 
 
Functions 
The NJC and its committees will as set out in the óNational Negotiationsô section of this 
agreement negotiate nationally on the pay and conditions framework and on other issues that 
the parties mutually agree from time to time should be the subject of national negotiations. 
The parties pledge themselves to negotiate constructively with a view to reaching joint 
agreements which are acceptable to their respective organisations.  
Agreements within the NJC shall be communicated to the EACT board and to constituent 
organisations for ratification. The parties are committed to seeking maximum support and 
adherence to such agreements once ratified.  
 
Information 
EACT undertakes to supply the recognised unions with the necessary information for them to 
carry out effective consultation and negotiations.  This shall include the organisationôs 
employment policies and procedures and proposed amendments and additions. 
 
Consultation 
To have proper consultation with staff to enable feedback and discussion before decisions are 
taken concerning matters directly affecting the interests of the staff. EACT will additionally 
consult on the current situation, structure and probable development of employment in the 
organisation, especially any threat to employment, and on any changes in work organisation or 
contractual relations in sufficient time to allow full and meaningful consultation to take place 
before such changes. 
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Procedure 
 
Committees and Sub-Committees 
The NJC will operate through one committee. Sub groups may meet as appropriate to discuss 
details of proposed changes to terms and conditions which only affect teachers or support staff.  
Such sub groups will only be formed by joint agreement and will report back to the national 
NJC. 
 
Co-opted Members 
The NJC may co-opt or allow any sub group to co-opt such persons with special knowledge, not 
being members of the NJC, as may serve the particular interest of the NJC or its committees 
provided that person so co-opted serves only in a consultative and non-voting capacity.  
 
Chair 
The NJC will be Chaired  by a representative of EACT.  Wherever possible it will be the   Chief 
Executive or Director of HR chairing the meetings.  
 
Officers 
EACT and the trade unions will each elect Joint Secretaries for the NJC and for any sub-groups 
of the NJC. It will be for each side to determine the Secretary for their side. 
 
Meetings 
Ordinary meetings of the NJC will take place as often as may be necessary as agreed in 
discussion between the parties, but at least once a term.  
Special meetings may be called by the Chair, either on behalf of EACT or in response to a 
formal request from NJC members representing at least two unions on the staff side. The 
request for a special meeting and the notice summoning the meeting shall state the nature of 
the business proposed to be transacted thereat, and no other matters shall be discussed. Such 
special meetings shall only be called in very exceptional circumstances where the nature of the 
business fully justifies such a meeting. The meeting shall take place within 15 working days of 
the requisition by the Chair.  
The date of the meeting and the agenda will be agreed jointly following consultation with all 
constituents in advance by the Joint Secretaries. 
 
Notice of Meetings 
Agenda items will be agreed by the Joint Secretaries at least 10 working days before the 
meeting.  All notices of meetings of the NJC and any committees thereof shall normally be sent 
to the respective members at least 5 working days before the date of the meeting. Such notices 
will contain the agenda and any supporting papers and the time for the start of the meeting and 
its anticipated duration.  
 
Funding 
The costs associated with hosting the meetings will be met by EACT. The travelling and other 
incidental expenses incurred by NJC members will be borne by the organisations of the 
respective members. 
 
Reports and Minutes 
The Joint Secretaries shall circulate a copy of the draft minutes of the proceedings for all 
meetings within 10 working days after the meeting. Such minutes shall be subject to approval 
by the NJC at its next meeting.  
 
Amendments to the Constitution 
The Constitution shall be amended only with the assent of both sides of the NJC.  
 
Decision-Making 
The aim of each meeting of the NJC is to reach agreement on the issue(s) under consideration.  
Both sides will be invited to confirm their agreement to the proposed outcome. Only where both 
sides are in agreement, will a decision be communicated to the EACT Board and trade unions 
recommending ratification and implementation.  
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When despite all best efforts agreement cannot be reached then the assistance of ACAS may 
be sought to provide conciliation and/or arbitration. Either party may determine that a matter is 
referred to ACAS for conciliation. Both parties must agree, where necessary, that a matter is 
referred to ACAS for arbitration.  All parties shall give such assistance to ACAS as is necessary 
to enable it to carry out its work efficiently and effectively. 
 
Facilities for Trade Union Representatives and Members 
EACT agrees to provide appropriate facilities to trade union representatives and members in 
order to enable them to discharge trade union duties and undertake trade union activity and to 
facilitate the objectives of effective communication and consultation with employees and their 
representatives set out earlier in this agreement. 
 
Trade Union Representatives 
For the purposes of this agreement, the term ñtrade union representativesò includes workplace 
representatives, health and safety representatives and learning representatives.  
Trade union representatives will be appointed in accordance with the rules of the individual 
trade unions concerned.  The trade unions will inform EACT in writing of the names of their 
appointed representatives. 
The numbers of trade union representatives appointed shall be a matter for each union but the 
trade unions agree that the numbers shall be reasonable in relation to the number of members 
represented.   
Trade union members shall be entitled to be represented by employed officials or local 
representatives of the trade union, where the trade union considers this to be necessary in the 
circumstances. 
EACT undertakes that no trade union representatives will suffer any disadvantage as a result of 
undertaking this role on behalf of trade union members. 
 
Time off with pay for trade union representatives 
EACT recognises the statutory right of trade union representatives to reasonable time off with 
pay for the purpose of carrying out trade union duties.  EACT will not unreasonably withhold 
appropriate time off with pay, in particular time off for representatives to attend meetings 
convened by EACT; reasonable time off for representatives to prepare for and/or attend 
meetings or to consult with employed officials of their union; and reasonable time off for trade 
union representatives and members to attend annual conferences and other policy-making 
conferences of their trade unions as a delegate.  Such time off with pay will normally be during 
normal academy operating hours, in the case of support staff union representatives through 
time off during their contractual working hours and in the case of teacher union representatives 
through release from timetabled teaching time.  Trade union representatives will give as much 
notice as possible of the need for such time off. 
EACT will seek to ensure that all meetings convened by EACT or the individual academy and 
involving trade union representatives take place within normal academy operating hours and will 
where appropriate pay reasonable travel expenses for their attendance at such meetings. 
EACT will seek to participate in arrangements within the local authority area with regard to time 
off with pay for any employees who are local or national trade union officers and will, subject to 
the provision of adequate funding by the local authority, permit reasonable time off with pay for 
trade union duties undertaken in that capacity. 
EACT and the trade unions are committed to ensuring that trade union representatives receive 
appropriate training to allow them to discharge their trade union duties.  The trade unions will 
provide appropriate training to their representatives.  EACT will permit trade union 
representatives reasonable time off with pay to attend relevant training courses run by their 
trade unions or by other appropriate bodies.   
 
Other facilities for trade union representatives 
EACT will provide the following facilities to trade union representatives: 

 reasonable accommodation to hold meetings and to interview members in a 
confidential manner; 

 reasonable access to and reasonable free use of telephone, fax and email 
facilities and computing and photocopying facilities; 

 secure storage space; 
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 notice boards in all staff rooms; 

 space on the academy intranet. 
 
Trade union meetings 
EACT will allow trade union members to hold meetings on the premises outside their normal 
working hours, including at lunchtimes and immediately following the end of the student day.  
The trade unions will give reasonable notice of such meetings to the academy.  EACT will not 
unreasonably seek to place restrictions on the frequency or duration of such meetings or to the 
attendance of employed officials or local representatives of the trade union at such meetings. 
 
Disciplinary action involving trade union representatives 
EACT will not take disciplinary action against a trade union representative until an employed 
official of that trade union has been consulted. 

 
Sir Bruce Liddington 
Director General 
EACT 
Signed:     Date: 21.05.09 

 
 
 
 
EACT Trade Union Recognition Agreement 
 
Additional signatories: 
 
Association of School and College Leaders 
Signed:     Date: 28.04.09 

 
Name: John Dunford 
Title: General Secretary 
 
Association of Teachers and Lecturers 
Signed:     Date: 28.04.09 

 
Name: M.W.Bousted 
Title: General Secretary 
 
National Association of Head Teachers 
Signed:     Date: 28.04.09 

 
Name: M.J.P Brookes 
Title: General Secretary 
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National Association of Schoolmasters Union of Women Teachers  
Signed:     Date: 28.04.09 

 
Name: Chris Keates 
Title: General Secretary 
 
National Unions of Teachers        
Signed:     Date: 28.04.09 

 
Name: Christine Blower  
Title: Acting General Secretary 
 
GMB                             
Signed:     Date: 28.04.09 

 
Name: Brian Strutton 
Title: National Secretary 
 
Unison 
Signed:     Date: 28.04.09 

 
Name: B.de la Motte 
Title: National Officer 
 
Unite 
Signed:     Date: 28.04.09 

 
Name: Peter Allenson 
Title: National Officer 
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