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1. INTRODUCTION
1.1

The NASUWT welcomes the opportunity to submit evidence to the
Independent Welsh Pay IWPRB (IWPRB) in connection with its 3rd Remit.

1.2

The NASUWT believes that an Independent IWPRB, carefully considering
evidence submitted to it by consultees, makes a crucial contribution to the
development of teachers’ pay and conditions of service in Wales.

1.3

In its first two years, the NASUWT has expressed concern over problems with
the development of the remits and the timetables that followed them. These
problems stemmed from the insistence of Welsh Government Officials that the
remit include ‘affordability’. This was opposed by employers and unions alike,
but Welsh Government Officials produced a ‘minority’ report for the Minister of
Education which caused delays.

1.4

In the 2nd remit, The Minister of Education accepted the ‘minority’ report but
amended ‘cost implications’ to ‘identification of cost’. This appears once again
in the 3rd remit.

1.5

The NASUWT does not accept that it is appropriate for the IWPRB to be
identifying the cost of its recommendations. This is a matter for the Welsh
Government. The NASUWT will therefore respond to any issues of cost raised
by the Welsh Government in its Supplementary Evidence Submission to the
IWPRB.

1.6

This issue of cost identification is brought even more into focus following the
announcement on 25 November 2020 by the Chancellor of the Exchequer of
the Comprehensive Spending Review. Whilst the Spending Review focussed
on spending decisions for Government Departments in England, they will feed
through to funding for Wales via the Barnett formula.

1.7

The NASUWT is on record as condemning this ‘slap in the face’ to the
teaching profession at a time when teachers have been on the front lines in
the battle against COVID-19. It would be devastating to the motivation and
morale of the teaching profession in Wales if the IWPRB was to recommend
that Wales follows the Westminster Government in implementing a teachers’
pay freeze in 2021/22.

1.8

The 3rd remit to the IWPRB does not make mention of a pay freeze. The
NASUWT would call upon the IWPRB to remember that teachers have kept
schools open and faced learners in overcrowded classrooms where face
coverings have been positively discouraged. Even when schools were shut by
the Welsh Government or local authorities, teachers have continued to work
hard developing blended learning approaches to mitigate the damaging
impact of a disrupted education service as far as they possibly could.

1.9

The NASUWT welcomed the second report of the IWPRB, which made
ground-breaking recommendations for teachers pay in Wales. On 29 July
2020, the Education Minister accepted all of the recommendations ‘in
principle’. However, the NASUWT is concerned that a number of the
recommendations of the IWPRB have been twisted beyond recognition by the
Welsh Government’s interpretation, which has created a School Teachers'
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Pay and Conditions (Wales) Document (STPC(W)D) that does not fully
comply with the IWPRB’s 2nd report.
1.10

One key issue where the Welsh Government has disregarded the IWPRB's
recommendation, and the NASUWT response to the consultation on the
STPC(W)D, is that movement on the pay scales is not linked to performance.
The Welsh Government has chosen to ignore this on the Upper Pay Range
(UPR), where performance-related progression has been retained and
biennial movement up the UPR has been reintroduced.

1.11

Other concerns include:


the pay scales are the Welsh Government's proposed pay scales, rather
than the IWPRB’s recommended scales, reducing the benefits of pay
progression in the context of the pay award, particularly for teachers in
their second year of service;



there is a lack of clarity regarding the steps to be taken around
assimilation to the new pay scales, the application of the pay award and
annual pay progression up the pay scale;



the Welsh Government continues to interpret the IWPRB’s
recommendation to retain pay flexibilities as retaining 'double jumping' on
the pay ranges, so pay continues to be linked to performance on the Main
Pay Scale; and



the IWPRB specifically recommended that teachers should receive timeserved pay progression unless they were in formal capability procedures,
and this has been changed in the STPC(W)D to a teacher being notified
that service was unsatisfactory.

1.12 The IWPRB may therefore wish to revisit some of its 2nd report
recommendations to give them clarity so that the Welsh Government can
revise its more perverse interpretations in the STPC(W)D.
1.13 However, the 3rd remit to the IWPRB affords the IWPRB the opportunity to
continue its work to make teaching a more attractive profession in Wales. In
this, the NASUWT is particularly encouraged by the recommendation to
compare the pay of teachers with other graduate professions in Wales. The
pay of experienced teachers has simply not kept pace with other graduate
professions. The NASUWT believes that there is an opportunity to look at
retention from this year’s remit.
1.14 Teachers in Wales deserve special consideration this year, given the service
that they have rendered to the people of Wales during the public health crisis
caused by COVID-19. The IWPRB has a crucial part to play in that
consideration.
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2. THE POSITION ON TEACHERS’ PAY
2.1

It is important that the IWPRB considers teachers’ pay in the context of a
reduction in teachers’ real-terms pay since 2010. Despite its infancy, the
IWPRB has a strong record in approaching the issue of teachers’ pay within
this context.

2.2

In its First Report, the IWPRB stated that it: ‘expressed concerns regarding
the significant and increasing gap between targets for recruitment into initial
teacher education (ITE) and student numbers recruited.’ 1

2.3

The NASUWT welcomes the IWPRB’s acknowledgement in its Second
Report that, over the last 12 months, the situation has deteriorated in the
secondary sector, with only 44% of the Welsh Government’s recruitment
target being achieved. The IWPRB also concluded that, ‘the declining ratio of
applications per post which has been evident since 2011, has persisted.’ 2

2.4

In its Second Report, the IWPRB has referenced the NASUWT’s evidence
about the uncompetitive nature of teachers’ salaries when compared with
other graduate professions and also with teachers’ salaries across the
Organisation for Economic Co-operation and Development (OECD) nations.
The IWPRB concluded:
‘As noted last year, the largest proportion of leavers do so within their first five
years in the profession, closely followed by teachers with 16 to 20 years of
experience. We concur with consultees that pay is a factor in decisions to
leave the profession, with other issues contributing, including workload and
support.’ 3

2.5

The recommendations in the IWPRB’s Second Report addressed the decline
in teachers’ pay, which the IWPRB had identified, and recommended a pay
award for teachers in 2020/21, which began to compensate for ten years of
decline. The teaching profession in Wales is extremely grateful to the IWPRB
for beginning this process, but it is crucial that it does not stop now. The
following data on the decline in teachers’ pay in Wales in real terms since
2010 shows that restoring teachers’ pay to competitive levels is still far from
reality.

The real terms cut in teachers’ pay
2.6

The Office for National Statistics (ONS) publishes inflation statistics using a
variety of inflation indices. Out of a range of inflation indices, Review Bodies
are obliged to select the one which is most appropriate to their workforce.
Out of the ONS’s inflation indices, the NASUWT asks the IWPRB to have
regard to the Retail Prices Index (RPI) when considering the impact of
inflation on teachers.

2.7

The UK Government switches between different inflation indices for different
purposes. For example, the Consumer Prices Index (CPI) measure is the
Government’s preferred inflation measure for the purposes of public sector

1

IWPRB’s 2nd Report, page ix.
Ibid.
3
Ibid.
2
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pay and both public and state pension increases. However, rail fares, for
example, increase every year by an RPI inflation measure and the ONS also
publishes inflation data using the CPI (H) index.
2.8

On 17 January 2019, the House of Lords Economic Affairs Committee
Inquiry published a report into the use of RPI.4 The Committee raised
concerns that over recent years, the Government has intentionally side-lined
RPI in favour of methods that show lower headline inflation. The Committee
cited concerns with rail fares and student loan interest rates increasing by
RPI, whilst public expenditure is uprated by the lower CPI rate.

2.9

For teachers early in their careers, student loan repayments are a significant
item of expenditure and that interest on these increases by RPI, not CPI.

2.10

Incomes Data Research (IDR) indicates that two thirds of employers use the
RPI inflation index when calculating pay awards for their workforces,
because the range of prices which are included in the index makes this a
much more reliable indicator of the increases in prices which impact on their
workforce. This also makes the RPI index the one which is most directly
relevant to teachers, although for other social or even occupational groups
an alternative inflation index may be more relevant. The NASUWT asks the
IWPRB to accept that RPI is a more accurate inflation measure for teachers
than the CPI.

Cumulative shortfall in teachers’ salaries in 2020/21
2.11

The table below shows the extent to which teachers’ salaries have reduced in
real terms, as measured by the RPI since 2010.

2.12

The values of teachers’ pay on the Main Pay Range (MPR) are between
£1,192 (4.4%) and £4,298 (12.7%) lower in 2020/21 than if teachers’ salaries
had increased to keep pace with RPI inflation since 2010.

2.13

Similarly, the salaries of UPR teachers are between £5,976 (15.4%) and
£6,427 (15.4%) lower in 2020/21 than if teachers’ salaries had increased to
keep pace with RPI inflation since 2010. Leadership Pay Range (LPR)
headteachers’ salaries are between £7,644 (16%) and £20,139 (17.2%) lower
by the same measure.

2.14

The impact of the public sector pay freeze, 1% pay cap and below-RPI
inflation pay increases have had a significant detrimental impact on the salary
levels of teachers and their finances. The table below also shows the
cumulative impact on the pay range values since 2010 as a result of
successive and prolonged below-inflation salary increases. Teachers who
have remained in the profession since 2010 are in effect between £24,764
and £150,934 worse off in real terms since 2010, due to the cumulative
shortfall in pay.

4

House of Lords Economic Affairs Committee, Measuring Inflation, January 2019.
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Wales

Salary
2020/21

Main Pay Range
Minimum
£27,018
M2
£27,018
M3
£29,188
M4
£31,436
M5
£33,912
Maximum
£37,320
Upper Pay Range
UPS1
£38,690
UPS2
£40,124
UPS3
£41,604
Leadership Pay Range
L6
£47,735
L8
£50,151
L11
£54,091
L28
£81,942
L43
£117,197

Shortfall
in
2020/21
(£)

2010/11Shortfall
2020/21
in
Cumulative
2020/21
shortfall
(%)
(£)

-£1,192
-£3,423
-£3,700
-£3,982
-£4,298
-£3,911

4.4
12.7
12.7
12.7
12.7
10.5

-£24,764
-£29,441
-£31,809
-£34,250
-£36,952
-£37,480

-£5,976
-£6,197
-£6,427

15.4
15.4
15.4

-£46,352
-£48,063
-£49,847

-£7,644
-£8,032
-£8,665
-£13,127
-£20,139

16.0
16.0
16.0
16.0
17.2

-£58,154
-£61,103
-£65,907
-£99,853
-£150,934

2.15

A significant above-RPI inflation increase in salary values over a sustained
period is necessary to restore teachers’ salaries to a level commensurate to
their skills and experience.

2.16

The Welsh Government has given a commitment that there will be no
detriment to the salaries of teachers in Wales compared with teachers in
England. The NASUWT asks the Welsh Government to note the Westminster
Government’s announced intention to increase classroom teachers’ starting
salaries in England to £30,000 nationally by September 2022. The Welsh
Government and the IWPRB must have regard to this policy announcement
when considering the future of teachers’ salaries in Wales. The NASUWT
asks the IWPRB to accept that, if the uplift in teachers’ starting salaries is not
preceded by significant increases to all salary points and allowances, then
little will be achieved to address the cumulative shortfall in teachers’ salaries
since 2010 as detailed above.

2.17

The implementation of a £30,000 starting salary in 2022 would restore
teachers’ salaries to a level commensurate with teachers’ starting salaries had
they increased in line with RPI inflation since 2010. If teachers’ starting
salaries had increased in line with RPI inflation since 2010, and were to
continue to rise in line with RPI inflation, as forecast by HM Treasury, then
teachers’ starting salaries would be £29,870 in 2022. To restore teachers’
starting salaries to the same level as 2010 in real terms by 2022, a 5.5%
increase to teachers’ starting salaries in each of the next two years would be
necessary.
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2.18

Teachers’ take-home pay has been significantly reduced due to paying
increased pension contributions since 2012. The table below details the
amount of additional pension contributions that teachers will pay in 2019/20
and cumulatively from 2012/13 to 2020/21, over and above the original 6.4%
contribution rate as a result of the increased pension contribution rates
introduced in 2012.

Additional Pension Contributions (over 6.4%) paid between 2012/13-2020/21

Total increase
in pension
contributions

Salary at 1
September
2020

Main Pay Range
Minimum
£27,018
M2
£27,018
M3
£29,188
M4
£31,436
M5
£33,912
Maximum
£37,320
Upper Pay Range
£38,690
UPS1
£40,124
UPS2
£41,604
UPS3
Leadership Pay Range
£47,735
L6
£50,151
L8
£54,091
L11
£81,942
L28
£117,197
L43

2.19

%
Increase
(over
6.4%
rate)

Additional Pension
Contributions (over
6.4%) paid in
2020/21
£pa

£pa with
tax relief

Additional Pension
Contributions (over
6.4%) paid between
2012/13-2020/21
£

£ with tax
relief

1.0
1.0
2.2
2.2
2.2
2.2

270.18
270.18
642.14
691.59
746.06
821.04

216.14
216.14
513.71
553.27
596.85
656.83

1,869.26
1,989.88
3,493.49
5,067.79
5,467.10
6,338.29

1,495.40
1,591.90
2,794.79
4,054.23
4,373.68
5,070.63

3.2
3.2
3.2

1,238.08
1,283.97
1,331.33

990.46
1,027.17
1,065.06

9,350.26
9,696.74
10,054.55

7,480.20
7,757.39
8,043.64

3.8
3.8
3.8
5.3
5.3

1,813.93
1,905.74
2,055.46
4,342.93
6,211.44

1,451.14
1,143.44
1,233.27
2,605.76
3,726.86

13,714.88
14,908.81
16,516.89
31,088.46
48,987.16

9,626.94
9,316.23
9,910.14
18,653.08
29,392.30

The following table shows the combined cumulative loss to teachers’ pay as a
consequence of both the real terms shortfall in teachers’ salaries, resulting
from below-RPI salary increases since 2010, and increased pension
contributions over 6.4% since 2012. Teachers who have remained in the
profession since 2010/11 are between £26,260 and £180,326 worse off in
2019/20 as a result of the combined impact of increases to teachers’ pension
contributions and the Government’s public sector pay freeze and 1% pay cap,
which resulted in substantial real-terms pay cuts for teachers during the years
of austerity.
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"Combined Cumulative Loss" between 2010/11 - 2020/21

Salary
2020/21

Wales

Shortfall
in salary
in
2020/21
as a
result of
below
RPI pay
increases

Additional
Pension
Contributions
(over 6.4%)
paid in
2020/21

"Combined
Loss" in
2020/21

Total
additional
Pension
Contributions
(over 6.4%)
paid between
2012/132020/21

£pa with tax
relief

£

£ with tax
relief

Cumulative
shortfall in
salary
between
2010/11 2020/21 as
a result of
below RPI
pay
increases

"Combined
Cumulative
Loss"
between
2010/11 2020/21

£

Main Pay Range
Minimum

£27,018

-£1,192

-£216

-£1,408

-£1,495

-£24,764

-£26,260

M2

£27,018

-£3,423

-£216

-£3,639

-£1,592

-£29,441

-£31,032

M3

£29,188

-£3,700

-£514

-£4,214

-£2,795

-£31,809

-£34,604

M4

£31,436

-£3,982

-£553

-£4,536

-£4,054

-£34,250

-£38,304

M5

£33,912

-£4,298

-£597

-£4,894

-£4,374

-£36,952

-£41,326

Maximum

£37,320

-£3,911

-£657

-£4,568

-£5,071

-£37,480

-£42,551

Upper Pay Range
UPS1

£38,690

-£5,976

-£990

-£6,967

-£7,480

-£46,352

-£53,832

UPS2

£40,124

-£6,197

-£1,027

-£7,224

-£7,757

-£48,063

-£55,821

UPS3

£41,604

-£6,427

-£1,065

-£7,492

-£8,044

-£49,847

-£57,890

Leadership Pay Range
L6

£47,735

-£7,644

-£1,451

-£9,095

-£9,627

-£58,154

-£67,781

L8

£50,151

-£8,032

-£1,143

-£9,176

-£9,316

-£61,103

-£70,420

L11

£54,091

-£8,665

-£1,233

-£9,898

-£9,910

-£65,907

-£75,817

L28

£81,942

-£13,127

-£2,606

-£15,733

-£18,653

-£99,853

-£118,506

L43

£117,197

-£20,139

-£3,727

-£23,866

-£29,392

-£150,934

-£180,326

2.20

The table above shows that the combined cumulative loss to teachers’ pay as
a consequence of both the real terms shortfall in teachers’ salaries and
increased pension contributions, now amounts to more than a full years’
salary being docked from most teachers’ pay packets since 2010. Whilst
progress has been made as a result of salary increases implemented by the
Welsh Government, particularly in terms of starting salaries, successive
above-RPI inflation increases in salary levels for all teachers are necessary to
redress the shortfall sustained during a decade of damaging austerity.

2.21

Unsurprisingly, teachers in Wales remain dissatisfied with their pay and it
remains a key driver of teachers out of the teaching profession. The
NASUWT’s Big Question Survey was carried out in March 2020, before the
IWPRB published its 3rd Report, but the responses of Welsh teachers to
questions about their pay levels show the challenges for the IWPRB and the
Welsh Government in developing a pay framework which motivates, recruits
and retains teachers:


81% of teachers in Wales do not believe that their pay is competitive with
that of other professions;
9



73% of teachers in Wales do not believe that they are paid at a level
commensurate with their skills and experiences; and



66% of teachers in Wales believe that graduates are put off a career in
teaching because of pay levels in the profession.

2.22

The Trades Union Congresses’ (TUC) research on freezing public sector pay
in 2021/22 concluded that this would put public sector workers at a
disadvantage compared with private sector workers:

2.23

A divergence has reopened in the last few months but, as an analysis by the
National Institute of Economic and Social Research (NIESR) shows, the
difference is strongly correlated with extent of furloughing in different sectors.5
To put the point more simply, the public sector has seen huge increases in
demand and output during the pandemic while swathes of the private sector
have been shut down – It is, therefore, not surprising wages have fallen in the
latter. A comparison that does not adjust for furlough is not comparing like
with like.

2.24

Overall, pay is forecast to bounce back next year as workers come off
furlough and the economy gets back to normal. A public sector wage freeze
while that is happening will not deliver parity, it will put public sector workers
at a disadvantage. Forecast average earnings for 2021 shows the average of
independent forecasts is 2% increase, or 2.3% based on the last three
months.

2.25

At this time the full consequences of the deal achieved between the UK and
the EU regarding Brexit are not clearly apparent. The NASUWT therefore
requests that the IWPRB closely monitors the situation in regard to the effect
of Brexit on the economy, the labour market and rates of inflation.

5

TUC Parliamentary Briefing – Fair Pay for Key Workers (Annex 1)
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3. TRENDS IN TEACHER SUPPLY
3.1

The NASUWT welcomes the focus in the remit for the IWPRB on the
recruitment and retention of teachers in the context of the need to ensure
consistent and reasonable pay arrangements which encourage teacher
professionalism, together with supporting recruitment and retention of
sufficient quality and quantity of teachers and leaders.

3.2

The evidence below sets out the NASUWT’s serious concerns about current
and future recruitment and retention into the teaching profession.

3.3

The NASUWT has collated considerable evidence since 2011, highlighting the
growing problems in relation to teacher recruitment and retention, as well as
the factors that underpin these problems. In its evidence, the NASUWT has
emphasised the high numbers of teachers seeking to leave teaching
altogether, the decline in the number of graduates seeking to train to become
teachers and the substantial numbers of Initial Teacher Training (ITT) places
remaining unfilled.

3.4

The NASUWT is clear that available data emphasises very strongly that
teacher supply is entering a period a crisis and that urgent action needs to be
taken to address profound issues with teacher recruitment and retention in
Wales.

COVID-19 and prospects for teacher supply
3.5

The IWPRB will have taken note of speculation that the economic
consequences of the COVID-19 outbreak will ease the pressures on teacher
supply that it has noted previously.6

3.6

The NASUWT is clear that any future approach to pay and conditions in
Wales based on an assumption that the situation in respect of teacher
recruitment and retention will be assisted by the impact of COVID-19 would
be profoundly misguided. In particular, it is important to recognise that the
consequences of COVID-19 on the future of those aspects of the labour
market that relate to teacher supply remain highly uncertain.7 In light of this
uncertainty, the IWPRB should, instead, continue to focus on the longstanding
pay and conditions-related drivers of the teacher supply problems evident in
Wales highlighted in this evidence.

3.7

It should also be noted, in this context, that evidence is clear that any gains to
teacher recruitment that may be secured through any decline in the range of
alternative job prospects for graduates are likely to be short-lived and cannot
be used as a basis for the development of an effective pay and conditions

6

See, for example, Staton, B. (2020). ‘Teacher recruitment rises in coronavirus lockdown’. Financial
Times (21 September). Available at:
(https://www.google.co.uk/url?sa=t&rct=j&q=&esrc=s&source=web&cd=&cad=rja&uact=8&ved=2ahU
KEwiN_qT0jK3tAhWMbsAKHfW9AvIQFjABegQIAxAC&url=https%3A%2F%2Fwww.ft.com%2Fconten
t%2F9a3415c6-0f4c-4e00-8f25-c15bd0651c16&usg=AOvVaw3tEi1YmXpZVmUKD6zL5hH8),
accessed on 01.12.20.
7
Office for Budgetary Responsibility (2020). Economic and fiscal outlook: November 2020. Available
at: (http://cdn.obr.uk/CCS1020397650-001_OBR-November2020-EFO-v2-Web-accessible.pdf),
accessed on 29.11.20.
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strategy.8 It should also be noted, as Welsh Government retention data
shows, the last major recession resulting from the 2008/9 global financial
crisis highlighted its limited impact on the numbers of teachers electing to
leave the profession.
Recruitment
3.8

Information from Statistics for Wales shows that intakes onto ITE programmes
have continued to decline sharply. Between 2010/11 and 2017/18, the
number of new entrants onto such programmes across Wales fell from 2,695
to 1,710. This represents a fall of 13% in the corresponding figure for
2017/18.9 (Figure 1).

Figure 1: Entrants into ITE programmes – 2010/11-2018/19

Source: Statistics for Wales
3.9

The IWPRB will note that this period coincides with that during which the
teaching workforce has been subject to significant pay freezes and restraints.

3.10

Official data reveal a significant decline in the average number of applications
for vacant posts. Between 2012 and 2019, the total number of applications fell
from 29,876 to 16,992. Between 2018 and 2019, the total number of
applications fell by a further 5%.10 (Figure 2)

8

Fullard, J. (2020). Teacher supply and COVID-19.
Statistics for Wales (2020). Students on ITE courses in Wales, as at 1 December, by degree type
and year. Available at: (https://statswales.gov.wales/Catalogue/Education-and-Skills/Schools-andTeachers/teachers-and-support-staff/initial-teacher-education/students-inWales/studentsonitecoursesinwalesasat1december-by-degreetype-year), accessed on 01.12.20.
10
Statistics for Wales. (2020). Teacher recruitment: number of applications received by subject and
year. Available at: (https://statswales.gov.wales/Catalogue/Education-and-Skills/Schools-andTeachers/teachers-and-support-staff/pupil-Level-annual-school-census/Teacher-Recruitment-andRetention/teacherrecrutimentapplications-by-subject-year), accessed on 01.12 20.
9

12

Figure 2: Teacher recruitment: number of applications received by phase and
year (2012-2019)

Source: Statistics for Wales
3.11

The ratio of vacancies to applications during this period has fallen from 1:17.7
to 1:10.8, indicating a significant pressure on teacher supply.

3.12

In light of this evidence, it is clear that problems with recruitment into teaching
are intensifying and creating significant barriers to ensuring adequacy of
teacher supply, underlining the legitimacy of the NASUWT’s description of the
current teacher recruitment and retention position as a crisis.

Pupil and teacher numbers
3.13

Pupil numbers have been relatively stable over the past decade, although
they are projected to decline slightly between 2021 and 2032.11 However,
teacher numbers have been reducing considerably. This has resulted in
increases in teacher/pupil ratios, with the most marked increases occurring in
the primary sector.

3.14

Teacher numbers have declined significantly in recent years. The number of
full-time equivalent (FTE) qualified teachers working in schools and other
educational institutions in 2019/20 was 23,594, the second lowest figure on
record and a decrease of over 10% from the 26,363 figure reached in 2006. 12
This declining trend has had a significant impact on pupil/teacher ratios.
Across all state-funded schools, the pupil/FTE teacher ratio has increased
over this period from 1:18.1 to 1:19.8.

Teacher wastage and retirements
3.15

Teachers are leaving the profession in significant numbers. Of the 1,424
teachers who gained Qualified Teacher Status (QTS) in 2013, only 826 were
still employed in the state-funded education sector in 2019. However, it is
important to recognise that retention issues are also significant for later-stage
career teachers. Of the 1,863 teachers who gained QTS in 2009, only 889

11

Statistics for Wales (2020). Pupil projections. Available at:
(https://statswales.gov.wales/Catalogue/Education-and-Skills/Schools-and-Teachers/SchoolsCensus/Pupil-Projections), accessed on 01.12.20.
12
Statistics for Wales. (2020). Teachers by local authority, region and category. Available at:
(https://statswales.gov.wales/Catalogue/Education-and-Skills/Schools-and-Teachers/teachers-andsupport-staff/School-Staff/teachers-by-localauthorityregion-category), accessed on 30.11.20.
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were still teaching ten years later.13 This emphasises the critical importance of
ensuring that pay-related teacher supply policy must focus on the retention of
serving teachers as well as recruitment into the profession.
3.16

The current demographic composition of the teacher and school leader
workforce highlights the implications of retirements and exit from the
profession for teacher supply. Education Workforce Council (EWC) data
confirms that 26.8% of the total teacher population is aged 50 or over and
that, as a result, age retirements are likely to continue to put pressure on the
sufficiency of the pool of active teachers.14

3.17

In addition to retirements of those of at least pension age, evidence suggests
that a significant proportion of teachers will continue to seek early exit from
the profession, including through use of actuarially-reduced pensions. Official
data confirms that 27.7% of those leaving teaching in 2019 did so by
accessing early retirement.15

3.18

It is important to note the significant financial costs to which teachers electing
to take actuarially benefits are subject. The scale of the economic
consequences experienced by teachers accessing pension entitlements on
this basis serves to illustrate the extent of the teacher retention crisis, given
that such a significant proportion of teachers regarded taking actuarially
reduced pensions as preferable to remaining in the profession.

3.19

The IWPRB will note that the age profile of the teaching workforce continues
to be subject to significant change. International evidence confirms that Wales
has one of the youngest teaching workforces among OECD member
jurisdictions.16

3.20

The NASUWT is clear that the highly unusual demographic composition of the
teaching workforce in Wales, in comparison with other OECD jurisdictions, is
directly related to widespread age discrimination across the school system.
The Union continues to encounter many older teachers who are forced out of
the profession because of their age and perceptions about their relatively high
wage costs by employers.

3.21

In the NASUWT’s experience, older teachers are: at disproportionate risk of
capability and disciplinary procedures; report being denied access to
professional development; and are often put under intense pressure to leave
their jobs.
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Education Workforce Council (2019). Registered School Teachers and retention in Wales - tracking
analysis. Available at: (http://www.ewc.wales/site/index.php/en/statistics-and-research/educationworkforce-statistics.html#school-teachers), accessed on 01.12.20.
14
Education Workforce Council. (2020).Annual Education Workforce Statistics for Wales. Available at:
(https://www.ewc.wales/site/index.php/en/statistics-and-research/education-workforcestatistics.html#:~:text=The%20number%20of%20registered%20school%20learning%20support%20w
orkers%20has%20increased,next%20highest%20is%20school%20teachers), accessed on 30.11.20.
15
Statistics for Wales (2020). Teacher retention: teachers who left the profession by subject and
destination. Available at: (https://statswales.gov.wales/Catalogue/Education-and-Skills/Schools-andTeachers/teachers-and-support-staff/Teacher-Recruitment-and-Retention/teacherretentionleavers-bysubject-destination), accessed on 24.03.20.
16
Organisation for Economic Co-operation and Development (OECD) (2020). Education at a Glance
2020. Country Note: United Kingdom. OECD: Paris.
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3.22

It is for this reason that the NASUWT continues to call on the Welsh
Government to take more effective action to tackle an increasingly prevalent
culture in schools that fails to value older teachers for their experience and
expertise.

3.23

However, it is critical to acknowledge that declines in the proportion of
teachers aged 50 or over will not ameliorate the ongoing teacher recruitment
and retention crisis and that claims to the contrary do not withstand
meaningful scrutiny.

3.24

It is clear that the education system in Wales, in order to sustain teacher
supply, must address avoidable drivers of teacher wastage. The outcomes of
the NASUWT’s annual Big Question Survey of teachers in Wales found that
many are subject to factors that risk increasing their propensity to leave
teaching. The most recent survey conducted in 2019 found that:

3.25

3.26



64% of teachers felt that their job satisfaction had declined over the past
12 months;



66% of teachers indicated that they did not think that they were
empowered professionally to deliver the best outcomes for their pupils;



30% had not received the pay progression to which they were entitled over
the past 12 months;



75% would not recommend teaching as a career; and



71% had considered quitting the profession altogether in the last 12
months.

Similar concerns were reflected in the EWC’s 2017 National Education
Workforce Survey, which found that:


78.1% of teachers reported that workload was the least rewarding aspects
of their professional roles;



88.3% of teachers felt that their workload burdens were unmanageable;
and



the average working week for a full-time teacher was 50.7 hours.17

It is clear that one of the most significant implications of the teacher supply
crisis is that schools are being driven to deploy teachers to teach in areas that
are not their first subject specialism, for which they do not possess
appropriate academic qualifications. EWC data shows that only 48.8% of
secondary school chemistry teachers were qualified in the subject, while the

17

Education Workforce Council (2017). National Education Workforce Survey. Available at:
(https://www.ewc.wales/site/index.php/en/statistics-and-research/education-workforcestatistics.html#:~:text=The%20number%20of%20registered%20school%20learning%20support%20w
orkers%20has%20increased,next%20highest%20is%20school%20teachers), accessed on 01.12.20.
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figures for Welsh and physics were 72.9% and 42.9% respectively.18 All of
these indicators have declined in relation to the equivalent data for 2018.
The teacher supply crisis: implications and other policy influences
3.27

As emphasised elsewhere in this submission, the suppression of teachers’
pay has resulted in significant implications for teacher supply and is a clear
driver of the recruitment and retention crisis.

3.28

However, in addition to pay, workload remains a significant contributor to
retention pressures. The NASUWT has highlighted the implications of
excessive teacher workload since 2011 through its annual Big Question
Survey of teachers in Wales. Teachers responding to the survey consistently
cite workload as their principal concern.

3.29

It is, therefore, deeply regrettable that Welsh Government policy has
continued to increase burdens on teachers. These policies related to, for
example, the implementation of curriculum and assessment reform as well as
a failure to take effective steps to ensure that all teachers are protected from
drivers of excessive workload imposed at school level.

3.30

Growing feedback from NASUWT teacher and headteacher members
suggests strongly that the quality of employment practice is having a
considerable impact on teacher retention.

3.31

Relevant factors in this respect include:

3.32

18



a lack of regard given by employers to teachers’ job satisfaction;



a disregard by employers for good personnel practice;



a disregard for, and the active flouting of, statutory and contractual
provisions;



a significant sense of professional disempowerment across the workforce;



a lack of knowledge, skills and commitment among too many employers
with regard to the management of good industrial relations; and



a lack of fairness and concern in relation to key aspects of teachers’
working lives, including their pay and career progression.

The debilitating employment environment experienced by many teachers is
also significant in this regard. If unaddressed, it is likely to have a sustained
negative impact on the attractiveness of teaching, particularly for members of
the workforce at the early stages of their careers. Independent research
makes clear that factors, including the degree to which teachers are
respected as professionals, can exercise an appropriate degree of
professional autonomy and the extent to which they are supported and valued
by managers and employers are strongly associated with individuals’
decisions to leave teaching.

Education Workforce Council (2020). op.cit.
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3.33

Research into graduate career aspirations continues to confirm that younger
graduates are more likely to enter and remain in professional occupations that
offer flexible employment practices, permit inclusive and collaborative
decision-making and eschew crude ‘command and control’ management
structures. In too many instances, schools do not provide working
environments of this type.

3.34

Many teachers are further demoralised by the way in which schools often
place pressures on teachers that undermine the wellbeing of pupils.

3.35

The considerations set out above, and the inadequate response of the Welsh
Government to them to date, emphasise the urgent need for more concerted
and far-reaching action by policymakers to address the fundamental drivers of
the current retention crisis.

3.36

The IWPRB will also have noted that the education system in England
continues to experience its own longstanding crisis in teacher recruitment and
retention. It is, therefore, important for the Welsh Government to accept that
the prospects for augmenting teacher supply in Wales through migration of
teachers from England will remain limited. It is for this reason that policy
attention should focus on addressing the indigenous drivers of teacher supply
constraints in Wales.
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4. THE PUBLIC SECTOR FINANCIAL CONTEXT
4.1

On 25 November 2020, the Chancellor of the Exchequer delivered the
Comprehensive Spending Review 2020, outlining the UK Government’s
spending plans for 2021/22. Whilst the Spending Review focused on spending
decisions for Government departments in England, the spending decisions
will feed through to funding for Wales through the Barnett formula. Under the
Barnett formula, the Welsh Government will receive an additional £1.3 billion,
with £560 million of core funding and £770 million in relation to COVID-19.

4.2

Whilst the Chancellor announced a public sector pay freeze for workforces
reserved to the UK Government, the three-year funding settlement for
England announced by the then Chancellor of the Exchequer, Sajid Javid, in
the Autumn Statement 2019, remained intact in the 2020 Spending Review.

4.3

The significance of this is that the Department for Education (DfE) had always
been clear that funding for the 2021/22 teachers’ pay award would be funded
from the schools’ settlement core funding and that there would be no
teachers’ pay grant in 2021/22. Indeed, there was no teachers’ pay grant for
the 2020/21 pay award as this was funded from schools’ core budgets.

4.4

Under the Barnett formula, there is an expectation therefore that schools’
budget funding levels for England will be reflected in the Wales Block Grant
and that the Welsh Government will receive funding for a teachers’ pay award
in 2021/22.

4.5

As the NASUWT has indicated earlier in this submission, a recommendation
by the IWPRB for a pay freeze in 2021/22 would provoke anger and dismay
across the teaching profession and would potentially reverse the
improvements to morale across the teaching profession achieved by the
recommendations in the IWPRB’s 2nd Report.

4.6

In addition, it would be harmful to the Welsh economy – Welsh public sector
workers spend most of their salaries in Wales, and the Welsh economy is in
dire need of the spending power which public sector workers can bring. There
is a fundamental dichotomy between the Chancellor of the Exchequer
encouraging the public to increase consumption to support the economy and
preventing millions of working people from doing this by imposing a public
sector pay freeze.

4.7

The TUC has commissioned research into the wider benefit for the economy
of public sector pay increases. Research by the New Economics Foundation,
commissioned by the TUC, demonstrates the marked boost to GDP and
increased tax take achieved by increasing public sector pay. The estimates
find:


ensuring all public sector workers are paid a real Living Wage and
increasing public sector pay by 2%, for instance, would boost GDP by
between £1.1 and £2.1 billion, with an increased tax take of between £370
million and £700 million; and



while ensuring all public sector workers are paid a real Living Wage and
increasing public sector pay by 5% would deliver a boost to GDP of
18

between £2.4bn and £4.6bn, with an increased tax take of between £800
million and £1.54 billion.
4.8

The Institute of Economic Affairs (IEA) has also concluded that public sector
workers are consumers too and that freezing their pay will harm the wider
economy.19

4.9

The NASUWT therefore asks the IWPRB to clearly recommend that teachers’
pay should not be frozen during 2021/22. The NASUWT asks the IWPRB to
make recommendations in accordance with the Minister’s remit letter issued
on 9 October 2020 following careful consideration of the evidence submitted
by consultees, rather than the policy adopted by the Westminster Government
for its reserved workforces.

19

IEA Debate: Should public sector wages be frozen to help pay for Covid? — Institute of Economic
Affairs.
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5. MATTERS FOR RECOMMENDATION
5.1

The Minister of Education has asked the IWPRB to have regard to the need to
ensure consistent and reasonable pay arrangements which encourage
teacher professionalism, together with supporting recruitment and retention of
sufficient quality and quantity of teachers and leaders.

5.2

The NASUWT, and the teaching profession in Wales, does believe that the
IWPRB has acted effectively so far to restore to the teachers’ pay and
conditions framework key elements which ensure consistent and reasonable
pay arrangements: statutory pay scales, the replacement of performancerelated pay with experience-based progression, and the restoration of pay
portability.

5.3

The NASUWT does believe that the IWPRB needs to go further to ensure that
teachers ensure consistent and reasonable pay arrangements in every school
in Wales and will outline the Union’s proposals in this regard. The NASUWT
does stress that the reforms which the IWPRB has brought about to date,
particularly in its 2nd Report, provide a very sound basis for continuing
progress.

5.4

As the NASUWT has outlined, one key challenge for the IWPRB, and for the
process of determining teachers’ pay and conditions in Wales, is that the
IWPRB can ensure that its recommendations, when accepted by the Welsh
Government, are accurately translated into the statutory pay framework. In
order to ensure effective incorporation of the IWPRB’s recommendations into
the statutory pay framework, there are several key processes which the
NASUWT asks the IWPRB to address:

5.5



The accuracy of, and drafting process for, the STPC(W)D;



the publication of statutory guidance for schools and local authorities, and
the role of the pay policy forum in drafting such guidance; and



enforcement of statutory terms and conditions across schools and local
authorities by the Welsh Government.

The NASUWT asks the IWPRB to make key recommendations in all of these
areas. In particular, the Union urges the IWPRB to consider:


what is necessary in terms of the involvement of the IWPRB in the drafting
process for the STPC(W)D;



the urgent need for more statutory guidance on non-pay conditions in
order to ensure that teachers’ workload is managed effectively. The
NASUWT asks the IWPRB to recommend the restoration of the previous
Section 4 Guidance in the STPCD which was removed in 2013 by the
Westminster Government. This was the guidance developed during Social
Partnership between 2002 and 2010 and was responsible for transforming
teachers’ terms and conditions and raising standards during this time. The
removal of this guidance by the Westminster Coalition Government led to
spiralling teacher workload which fuelled the teacher shortage crisis. The
NASUWT asks the IWPRB to restore the text of the Section 4 Guidance to
20

the STPC(W)D. However, this should be achieved by including all of it in
the Section 3 Guidance, which would therefore be expanded to incorporate
this;


the role of the pay policy forum in developing agreed statutory guidance to
provide teachers with key pay and conditions entitlements and support
schools and local authorities in delivering these; and



the role of the Welsh Government and IWPRB in monitoring and enforcing
schools’ and local authorities’ compliance with statutory terms and
conditions.

5.6

The general approach which the NASUWT strongly advocates is that the
reforms to the teachers’ pay and conditions framework from 2000 to 2010,
which were achieved by consensus and, from 2002 onwards, through Social
Partnership, remain the basis of a fit-for-purpose pay and conditions
framework for teachers. Provided that teachers’ pay and conditions
entitlements are consistently provided by all schools and local authorities, the
pre-2013 pay and conditions framework remains sufficiently versatile to
ensure that the Welsh Government’s priorities for the school system in Wales
are met, although modifications in some areas may be desirable. This
includes in the key areas of rewarding and remunerating teachers, including
for additional responsibilities, and managing teacher workload.

5.7

As a general rule, the NASUWT does not therefore advocate radical reform of
the teachers’ pay and conditions framework, but rather more effective and
consistent enforcement of the framework. The NASUWT’s specific comments
on the matters referred to the IWPRB for recommendation are:

National pay scale levels from 2021
5.8

The restoration of statutory pay scales is an enormous step forwards in
providing certainty to teachers about the annual pay award, and the
replacement of performance-related pay with experience-based pay
progression is of real benefit in providing certainty to teachers about pay
progression.

5.9

Data provided by the Welsh Government shows that, in 2018, 60% of
teachers were paid on the UPR, whereas only 24.8% of teachers were paid
on the MPR.20 Whilst the 2020/21 pay award was welcomed particularly by
teachers in the early years of their careers, 60% of classroom teachers and all
school leaders received a lower pay increase than main scale teachers. As
the NASUWT has demonstrated, the lower pay increase was insufficient to
fully remedy the long-term effects of pay austerity for experienced teachers,
and understandably, the nature of the differential pay award has a
demotivating and demoralising effect on experienced teachers.

5.10

The NASUWT asks the IWPRB to recommend a pay uplift to all teachers’ and
school leaders’ pay points, which builds on the recommendations in its 1st
and 2nd Reports and continues to remedy the impact of the Westminster
Government’s pay austerity on teachers. In order to avoid a demotivating
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Welsh Government’s Evidence to the IWPRB, the 2020 teachers’ pay award, Table 21, page 53.
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impact for some teachers and school leaders, the NASUWT urges the IWPRB
to avoid a further differential award and to award a substantial pay increase to
all teachers’ and school leaders’ pay points.
5.11

In addition, the NASUWT asks the IWPRB to make it clear to the Welsh
Government that it must implement the recommendation in its 2nd Report that
performance is no longer used as a criterion for assessing salaries on pay
ranges. As a priority, experience-based pay progression must be applied to
the upper pay scale, so that in 2021/22, all teachers paid on the scale receive
the benefit of pay progression.

Headteacher pay
5.12

The Minister has asked the IWPRB to give consideration to the identification
and calculation of leadership pay of headteachers accountable for more than
one school. The STPC(W)D currently includes provision for this, set out in the
Section 3 Guidance:
‘The relevant body must assign a school to a headteacher group and
determine the headteacher’s pay range whenever it proposes to appoint a
new headteacher. It should also re-determine the headteacher’s pay range if it
becomes necessary to change the headteacher group (including where the
headteacher becomes responsible and accountable for more than one school
in a federation on a permanent basis).’ 21

5.13 The statutory guidance further sets out how the headteacher’s pay range
should be redetermined for headteachers responsible and accountable for
more than one school on a permanent basis:
‘When a headteacher is appointed to be permanently responsible and
accountable for more than one school, the relevant body should base the
determination of the headteacher group on the total number of pupil units
across all schools, which will give a group size for the federation in
accordance with paragraphs 6 or 7.’ 22
5.14

The STPC(W)D also sets out the provision for remuneration of other members
of the leadership group in schools where the headteacher takes on additional
responsibilities:
‘Consideration also needs to be given to the remuneration of other teachers
who, as a result of the headteacher’s role, are taking on additional
responsibilities. This will be based on any additional responsibilities attached
to the post (not the teacher).’ 23

5.15 The NASUWT believes that these provisions remain entirely fit for purpose
and do not need to be amended. They reward headteachers for additional
responsibilities associated with being accountable for more than one school in
a way which is entirely consistent with the provisions of the STPC(W)D as set
out in part 2 of the Document.
21

Welsh Government, School Teachers’ Pay and Conditions (Wales) Document 2020, Section 3
Guidance, Paragraph 9.
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Ibid, Section 3 Guidance, Paragraph 11.
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Ibid, Section 3 Guidance, Paragraph 12.
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Current Teaching and Learning Responsibility (TLR) arrangements
5.16

The Minister has asked the IWPRB to consider whether the current TLR
arrangements are working effectively in terms of reflecting roles,
responsibilities and workload fairly, with particular regard to the consistency
and appropriateness of award.

5.17

It is instructive in this respect to recall the basis on which the TLR system
was introduced originally.

5.18

TLRs were introduced into the pay and conditions framework in England and
Wales in 2005. They were a significant element of the pay reforms that
resulted from the National Agreement, Raising Standards and Tackling
Workload, and the social partnership that was associated with the
agreement.24

5.19

TLRs were designed to provide transparent and equitable pay and career
progression opportunities for those teachers who wished to remain rooted in
classroom practice. The criterion and factors to be met for the award of a
TLR were designed deliberately to be focused on teaching and learning and,
thereby, contribute to schools’ work to raise and maintain standards of
educational achievement. TLRs replaced the previous system of
Management Allowances, which was open to significant abuse, was not
focused sufficiently on pedagogy and was operated without reference to any
objective criteria to ensure fairness in respect of access and the additional
payments awarded.

5.20

Critically, schools were offered a comprehensive package of support to assist
them in integrating TLRs into their staffing structures in a way that, while
meeting national workforce policy objectives, permitted schools sufficient
flexibility to tailor their use of TLRs to their development and improvement
priorities. A system of national-level monitoring, led by social partners
including the Welsh Government, through the Rewards and Incentives Group
(RIG), was established to identify compliance with statutory frameworks for
the payment of TLRs and to guide intervention in the very small number of
cases where problems arose.

5.21

However, significant and detrimental changes have been made to the
previous policy framework as well as to the systems and structures that
supported the effective implementation of TLRs. These changes have
included:


dismantling systems that supported schools establishing pay and
conditions structures consistent with the STPC(W)D and that monitored
compliance with statutory provisions; and

24

The social partners (i.e. signatories to the Agreement) were: the former Department for Education
and Skills; the Welsh Assembly Government; the National Employers’ Organisation for School
Teachers (NEOST); the NASUWT; the former Association of Teachers and Lecturers (ATL); Voice;
the Association of School and College Leaders (ASCL); the National Association of Head Teachers
(NAHT); the GMB; Unison; and Unite. The workforce partner organisations represented the clear
majority of teachers, school leaders and members of the wider school workforce in England and
Wales. A comprehensive history of social partnership and reflection on its implications is available
here.
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5.22

employers choosing to respond to changes in the accountability regime
and curriculum frameworks as a pretext for removing TLRs from schools’
staffing structures. In Wales, employers have pre-empted the outcomes
of the curriculum reform process by seeking to remove subject-related
TLRs from their staffing structures.

The following adverse practices have become increasingly prevalent across
the education system:


significant barriers to part-time teachers being able to access TLRs, in
comparison with their full-time colleagues;



a lack of transparency in the ways in which TLRs are awarded across
schools in terms of the criteria applied to their allocation and the amount
paid to each TLR holder;



attempts by schools to use the ‘sustained and substantial’ provisions
associated with access to the UPR to allocate responsibilities to teachers
that should be rewarded by means of a TLR;



the inappropriate use of TLRs as a means of retaining individual teachers;
and



a failure on the part of many schools to ensure that TLR holders receive
sufficient leadership and management time.

5.23

TLRs should remain a central element in the pay and conditions framework
for teachers. The introduction of a national framework should be used to
ensure that the intended purpose of TLRs is restored across the system so
that they can make the fullest contribution to the quality of teaching and
learning in schools and provide effective pay and career pathways for
classroom teachers.

5.24

The Minister included TLR payments in the remit letter for the 2nd remit of
the IWPRTB and the NASUWT welcomed the recognition in the remit letter
of the important role played by TLR payments. In this instance, the IWPRB
was asked to consider a national scale for TLR payments.

5.25

The NASUWT would not oppose, in principle, the introduction of a national
scale for TLR payments, although it believes that the precise terms of such a
scale should be developed in collaboration with the Union.

5.26

The development of a national scale might contribute to addressing some
emerging poor practice among employers about the payment of TLRs.
However, it is not necessary to adopt a national scale to achieve this – the
Welsh Government can achieve this by taking stronger action to ensure that
statutory provisions relating to TLRs are followed by all schools and local
authorities.

5.27

In particular, the following paragraph of the STPC(W)D should be the subject
of clear statutory guidance and monitoring by the Welsh Government is to
ensure compliance:
24

‘Teachers are expected to contribute, both orally and in writing as
appropriate, to curriculum development by sharing their professional
expertise with colleagues and advising on effective practice. This does not
mean that they can be expected to take on the responsibility of, and
accountability for, a subject area or to manage other teachers without
appropriate additional payment. Responsibilities of this nature should be part
of a post that is in the leadership group or linked to a post which attracts a
TLR1 or TLR2 on the basis set out in paragraph 20.’ 25
5.28

The 2020 STPC(W)D sets out the provisions for the awarding of TLRs in part
4, paragraph 20 and also in the Section 3 Guidance, paragraphs 49 to 56 (in
particular, paragraphs 50 and 51). The NASUWT believes that these sections
are a more than adequate and sufficient instruction of how school centres
should design and apply TLRs. The NASUWT does not believe that there is
any ambiguity in these sections of the STPC(W)D.

5.29

However, the NASUWT’s maintains that these sections of the STPC(W)D are
not being referenced by schools when restructuring their TLRs, even after
consultation with trade unions. As a consequence, workload and potential
equality issues arise.

5.30

It is, therefore, the NASUWT’s view that part 4, paragraph 20 of the
STPC(W)D should be reinforced by moving of paragraphs 50 and 51 from the
Section 3 Guidance into it.

The equalities dimension
5.31

Data on the use of TLR payments demonstrates a discriminatory pattern in
the use of TLR payments. 74% of the teaching workforce are women and
26% are men.

5.32

However, 45% of male teachers receive TLR payments and 34% of female
teachers receive TLR payments. Men are also more likely to receive higher
value TLR payments. 37% of the higher value TLR1 payments are received
by men, with women receiving 63% of TLR1 payments. By comparison, 74%
of lower value TLR2 payments are received by women and 26% are received
by men.

5.33

The NASUWT has previously drawn to the attention of the IWPRB research
into the gender pay gap in Wales.

5.34

The Office of Manpower Economics (OME) has published research by
Melanie Jones and Ezgi Kaya into analysing the gender pay gap in the UK
Public Sector, using Annual Survey of Hours and Earnings (ASHE) and
Quarterly Labour Force Survey (QLFS) data.26 The research includes
teachers in Wales.

5.35

Jones and Kaya have described their approach as follows:
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2020 STPC(W)D, Section 3 Guidance, Paragraph 48, Page 74.
Office of Manpower Economics, Jones and Kaya, Cardiff Business School. Cardiff University, Open
call for Research on Public Sector Pay and Workforces 2018, Understanding the Gender Pay Gap
within the UK Public Sector, 2019.
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‘Throughout our analysis, we separate the raw hourly GPG into two elements
to better understand its drivers. The first element is that part of the raw gap
which can be explained by differences in observable personal and workrelated characteristics between men and women, such as job tenure or
contract type. The second element is that part of the raw gap which is not
explained by the observable characteristics in our model and is closer to a
measure of unequal treatment on the basis of similar characteristics.
Evidence of the latter, or what we refer to as an unexplained GPG, is of
particular interest given the remit of PRBs [pay review bodies] in relation to
anti-discrimination legislation under the Equality Act (2010).’ 27
5.36 Jones and Kaya have confirmed the research outcomes from the Warwick
University Institute of Employment Research (IER) that a gender pay gap
emerges within teaching for those aged 30-39, but after widening it narrows
for those aged 60+.28
5.37 The ASHE data gives gross hourly pay for male teachers of £26.64 and
£23.91 for women teachers, giving a gender pay gap of 10.25%. The QLFS
data gives gross hourly pay for male teachers of £19.47 and £18.06 for
women, giving a gender pay gap of 7.24%.

5.38 In their data analysis, Jones and Kaya controlled for the following known
factors which could lead to a gender pay gap:


personal characteristics;



work-related characteristics; and



occupation.

5.39 For teachers, therefore, this meant controlling for part-time working, the
difference in pay levels between the primary and secondary phases, and the
extent to which men are disproportionately employed in higher paid
leadership roles.
5.40 Jones and Kaya found a high gender pay gap in teaching after controlling for
these personal characteristics.
27
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Ibid, page 2.
Ibid, page 42.
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5.41 The recommendations in the IWPRB’s 2nd Report have removed some of
the key flexibilities in the teachers’ pay system which are drivers of the
gender pay gap, namely the toxic combination of performance-related pay
and lack of pay portability which led to continuing embedded sex
discrimination, including when teachers are pregnant or on maternity leave. It
is a matter of profound regret that the Welsh Government has not
implemented all of the recommendations in the IWPRB’s 2nd Report over
performance-related pay, as this would have removed further pay
discrimination, in this case over UPR progression, and would have aided the
Welsh Government in fulfilling its Public Sector Equality Duty (PSED) in
respect of teachers’ pay.
5.42 The NASUWT has lobbied local authorities throughout Wales on undertaking
equality impact surveys under the PSED placed on schools. Local authorities
have been reluctant to undertake these due to the lack of data on the
schools’ workforce. The NASUWT considers this to be a negligent approach,
given the duty placed on public bodies to eradicate discrimination and
promote equality of opportunity between teachers with protected
characteristics and those without. With the introduction of the Education
(Supply of Information about the School Workforce) (Wales) Regulations
2017, this picture has changed and there are no longer any excuses.
5.43

Indeed, the IWPRB commented on the failings of schools, local authorities
and the Welsh Government in its 2nd Report:
‘The Minister for Education’s Remit Letter asks us to have regard to the legal
obligations of relevant bodies, particularly equalities legislation. We noted in
last year’s report that there were concerns amongst consultees regarding how
consistently and effectively governing bodies, schools, and local authorities
were discharging their legal obligations to monitor and report equalities in
matters of pay decisions. These concerns were repeated this year, and our
school visits suggested that such monitoring requirements were being given a
low priority. Evidence was also provided about the lower proportion of women
in leadership positions compared to the general teaching workforce. We ask
that the Welsh Government reminds local authorities and school
governing bodies of their legal requirement to monitor and report on the
equalities aspects of pay decisions.’ 29

5.44 A key question for both the Welsh Government and Welsh local authorities is
the extent to which inequality, in the use of TLR payments for men and
women, contributes to the gender pay gap in the teaching profession.
5.45 The NASUWT believes that, in order to discharge its PSED on schools, both
the Welsh Government and Welsh local authorities must ensure that the TLR
provisions in the STPC(W)D are consistently applied.
Part-time teachers and TLR holders
5.46

29

The implementation of the pro-rata pay principle in the STPC(W)D means
that the TLR payment received by part-time TLR holders is reduced.
However, it is frequently the case that part-time teachers with a TLR are

IWPRB’s 2nd Report, Paragraph 5.2.
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expected to discharge a full range of TLR duties in exactly the same way as
they would if they were full-time.
5.47

Frequently, women teachers who go part-time after returning from maternity
leave give up their TLR responsibilities because they are too time-consuming
to discharge. Moreover, it is unfair to be receive a lower TLR payment than a
full-time teacher and be expected to discharge the same duties as a full-time
teacher.

5.48

This is a source of inequality and exacerbates the gender pay gap. The
NASUWT believes that it should be addressed by the IWPRB. Solutions
could include:


the publication of statutory guidance emphasising that part-time TLR
holders should have reduced duties when compared with full-time TLR
holders; and



consultation on a change in provision which gives part-time TLR holders
the option of receiving an unreduced (full-time) TLR payment in return for
undertaking all of the duties of a full-time TLR holder.

Unqualified teachers
5.49

The aim of the IWPRB should be that every class in every Welsh school is
taught by a qualified teacher and that the teachers’ pay and conditions
framework in Wales is able to recruit and retain a qualified teacher for every
child.

5.50

Unqualified teachers in Wales can include:

5.51

30
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some nursery teachers employed prior to 1989;



those with special qualifications or experience (in instances where a
suitable qualified teacher is not available and only for the period which
such a teacher is unavailable);



some overseas trained teachers;



trainees on ITT courses;



qualified FE teachers teaching vocational courses as part of a local
curriculum; and



those on employment-based teacher training schemes.

The data published by StatsWales from the School Workforce Annual Census
(SWAC) does not provide a clear picture of the extent and nature of
unqualified teachers in Wales. According to the Census data, there were 247
‘unqualified teachers’ in Wales in 2019/20.30 However, there were also an
additional 807 teachers who are categorised as ‘other teachers’.31 This

Teachers (headcount) by local authority and staff category (gov.wales).
Ibid.

28

category is further defined by StatsWales as ‘not QTS’ but not 'unqualified',
i.e. those covered by Education (Specified Work and Registration)
Regulations. The NASUWT is currently awaiting clarification as to the
meaning of this phrase. All teachers, qualified and unqualified are also
referenced by the Specified Work Regulations and it is not clear what ‘other
teachers’ refers to.
5.52

The category of ‘other teacher’ is also not separately addressed in the
statistics on teachers’ pay, so it is unclear on which scale they are paid.32
What is apparent is that there may be in excess of 1000 full-time equivalent
(FTE) teachers teaching in Wales who do not have QTS, and this figure is
additional to those registered on ITT courses. The EWC statistics suggest that
over the last four years, the average number of staff employed on graduate
training and Teach First programmes in Wales has not exceeded 100 per
annum.33

5.53

The NASUWT therefore believes that the IWPRB should be concerned about
the extent to which schools in Wales are being staffed by unqualified
teachers. The NASUWT believes that schools and local authorities should be
obliged to report annually their number of unqualified teachers and outline the
steps they are taking to ensure that every pupil is taught by a qualified teacher
(Staff employed on graduate training and Teach First programmes would not
be included in this report).

5.54

In circumstances where an unqualified teacher is employed because a
qualified teacher cannot be recruited, a fixed-term contract of no longer than
12 months should be issued and a qualified teacher should be employed to
replace the unqualified teacher at the earliest opportunity.

5.55

The NASUWT does not propose any change to the pay structure for
unqualified teachers.

Leading practitioner range
Role and remuneration of Leading Practitioner Range
5.56

The NASUWT notes that the Minister for Education’s remit letter to the
IWPRB asks it to develop recommendations in respect of the role and
remuneration of the Leading Practitioner Range. The Union believes that the
full historical context of the current contractual provisions should be
considered.

5.57

The role of Leading Practitioners has been included in the Document since
2013. This introduced a new pay range for teachers whose primary purpose
was ‘to model and lead the improvement of teaching skills’.

5.58

The then Coalition Government made significant changes to teachers’
conditions of service, mostly to teachers’ detriment. Many of the provisions
that had previously been included in the Document, following social
partnership arrangements with the previous Labour Government that arose

32
33

Average (mean) full-time equivalent teacher salary by local authority and post (gov.wales).
Qualified Teacher Status in Wales via recognition and employment based routes (1).pdf.
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from the national agreement: Raising standards and tackling workload, were
removed or watered-down.34
5.59

The provisions for Leading Practitioners replaced the previous definitions of
Advanced Skills Teachers (ASTs) and Excellent Teachers (ETs).

5.60

The roles of AST and ET were added to the Document from 1 April 2004
when the number of points on the Upper Pay Spine was reduced from five to
three. The pay of awarded points U4 or U5 on the Upper Pay Spine to
teachers before 1 September 2004 was effectively frozen.
The roles of ASTs and ETs were defined in Pay Standards, which were
contained within an annex to the Document. Teachers had to apply to be
assessed and were assessed externally by national assessors. They then had
to be appointed to a post created in a school’s staffing structure. Their
purpose was to provide a career structure to enable teachers to ‘remain in the
classroom’ to focus on pedagogy and not have to take management posts to
access higher salaries.

5.61

5.62

This was the intention of the creation of the Upper Pay Spine and was
designed to give post-threshold teachers higher pay for working in the
classroom, supporting other staff and not having TLRs or being on the
leadership spine. ASTs and ETs then replaced points U4 and U5 and further
defined the roles, but also limited the number of such posts.

5.63

Unlike the previous roles, Leading Practitioners were not assessed against
national standards but were simply employed in posts that the governing body
had determined. The current Document states that:
‘For any such post, the relevant body shall determine in accordance with its
pay policy an individual pay range within the Leading Practitioner pay range in
this paragraph. The relevant body may determine that different posts in the
same school may be paid on different individual post ranges within the
Leading Practitioner pay range.
‘The relevant body must keep under review how many leadership group posts
and other posts (including posts paid on the pay range for leading
practitioners) are needed in its staffing structure.’
‘There are no national criteria for appointment to such posts. Schools should
advertise any vacancies and appoint candidates as they would do for other
vacancies, satisfying themselves that successful candidates can demonstrate
excellence in teaching and will be able to contribute to leading the
improvement of teaching skills.’
‘It is the responsibility of head teachers to decide whether or not any such
posts should contain an element of outreach. There is no central requirement
for them to do so.’

34

Raising standards and tackling workload: a national agreement.
(https://dera.ioe.ac.uk/540/1/081210thenationalagreementen.pdf)
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5.64

Leading Practitioners could thus be given a range of duties that, as well as
modelling good practice and leading improvement, could include other
elements, such as ITT activities and leading professional learning.

5.65

The posts were applicable to teachers in both England and Wales, but very
few such posts were created in Wales. This harked back to the lack of ET and
AST posts as some complained that the title of ‘Excellent Teacher’ was
divisive, missing the point that it was a career enhancement for teachers.

5.66

The two roles of AST and ET were very similar, but the AST role had as part
of it that the teacher would have an ‘outreach role’ of up to 20%. This
complicated matters, as such roles had to be either at county level across
several schools or be agreed between different schools.

5.67

The roles both entailed:


coaching, mentoring and induction of teachers, including trainees and
newly qualified teachers (NQTS);



disseminating materials and advising on practice, research and continuing
professional development (CPD) provision;



helping other teachers to develop their practice and expertise in planning,
preparation, assessment (PPA) and impact evaluation, including through
demonstration lessons and classroom observation; and



helping teachers who are experiencing difficulties.

5.68

ASTs also took a leadership role in developing, implementing, and evaluating
policies and practice in their own and other workplaces that contributed to
school improvement.

5.69

As noted above, few schools adopted the concept of ASTs and ETs. This has
continued with the lack of opportunities for teachers to become Leading
Practitioners. In 2019, according to the School Workforce Annual Census
data, there were only 70 Leading Practitioners in Wales, 36 of whom were in
the primary sector and 29 in secondary schools, with a few in middle schools
and Pupil Referral Units (PRUs).35 In comparison, there were 34 executive
headteachers in primary schools in Wales. These primary executive
headteachers are likely to lead federations of more than one school. It may be
the case that the number of Leading Practitioner roles mirrors the number of
executive headteachers and that these posts could well then exist in multischool federations, linking with the desirability that these roles should cover a
number of schools. The NASUWT otherwise believes that, left to themselves,
schools are unlikely to collaborate by sharing staff, to the detriment of Leading
Practitioners and perhaps the schools themselves.

35

School Workforce Annual Census 2019, Teachers (headcount) by local authority and staff
category. https://statswales.gov.wales/Catalogue/Education-and-Skills/Schools-andTeachers/teachers-and-support-staff/school-workforce-annual-census/school-staff/teachers-bylocalauthority-staffcategory.
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5.70

Leading Practitioner posts are not evenly distributed across Wales, nor is
there any consistency in remuneration. There were no Leading Practitioners
in Gwynedd, Flintshire, Wrexham, Powys, Ceredigion, Carmarthenshire,
Neath Port Talbot, Bridgend, Rhondda Cynon Taf, Caerphilly, Blaenau Gwent,
Torfaen and Monmouthshire in 2019. The average salary of Leading
Practitioners across Wales was £50,325, with the average ranging from
£83,757 in the Isle of Anglesey to £42,093 in Pembrokeshire.36

5.71

Despite there being few such posts, the Leading Practitioner pay scale has
been retained in many pay policies in Wales, with an 18-point scale that
mirrored the original scales for ASTs who were to be appointed on a five-point
range. ETs were on a spot point within a similar range.

5.72

The roles of AST and ET can also be compared with ‘Specialists in
Pedagogy’, proposed by Professor Mick Waters, et. al., in the report
Teaching: A valued profession:
‘Many will recall previous attempts to value and encourage teachers with
strong expertise who do not wish to pursue a leadership route in schools,
such as the Advanced Skills Teachers (AST), established in 1998. The
proposed Specialist in Pedagogy role is markedly different.’
‘These classroom teachers would each take a pivotal role in taking forward
the pedagogic dimension of the Welsh reform agenda. They have three key
tasks; they would extend their own proven high-level expertise, become active
and deep researchers and commit to significant working with teachers in other
schools.
‘The appointment process should be equitable and transparent and open to
teachers in all schools. In order to apply to become a Specialist in Pedagogy,
the individual teacher would be able to demonstrate the impact of their
extended professional learning upon their own pedagogy and have enjoyed at
least five years of successful practice as a teacher.’ 37

5.73

A cursory examination of the criteria and role of ETs, ASTs and UPS teachers
clearly shows that the view that Specialist in Pedagogy is ‘markedly different’
is entirely wrong and misguided, although perhaps well-intentioned.

5.74

The NASUWT believes that Leading Practitioners should be retained in the
Document, but that considerable thought needs to be given on how schools
and local authorities can be encouraged or incentivised to create more such
posts in the Wales education system. The report of the independent review
noted:

36

School Workforce Annual Census 2019, Average (mean) full-time equivalent teacher salary
by local authority and post, https://statswales.gov.wales/Catalogue/Education-and-Skills/Schools-andTeachers/teachers-and-support-staff/school-workforce-annual-census/teachers-pay/teachersalary-bylocalauthority-post.
37
Teaching: A valued profession, The report of the independent review, September 2018
https://gov.wales/sites/default/files/publications/2018-09/teaching-a-valued-profession-report-of-theindependent-review.pdf.
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‘This would demand imagination and flexibility on the part of head teachers
who will enable rather than organise and manage the Specialists in
Pedagogy.38
5.75

Ideally, all medium to large primary and secondary schools should have
Leading Practitioners within their staffing structure. As noted above, smaller
primary schools should be encouraged to work together to create posts
covering several schools so that expertise can be shared.

5.76

Special schools and PRUs should provide outreach opportunities to provide
support for teachers in mainstream schools. Consideration would also need to
be given as to whether the current Section 3 Guidance in the Document, that
there is no central requirement for Leading Practitioner posts to contain an
element of outreach, should be removed.

5.77

There are already a number of roles that are taken by teachers throughout
Wales that are at least analogous to Leading Practitioners. These include
advisory teachers, professional learning advisers, curriculum advisors,
improvement partners, induction mentors, external verifiers/mentors, and to
some extent, Challenge Advisors. Some of these roles are currently covered
by seconded teachers on their substantive salary from their normal post,
which could result in equal pay discrimination.

5.78

The NASUWT advocates that Leading Practitioners should be appointed to a
pay range consisting of five consecutive points on an 18-point pay scale
derived from the pay spine for leadership.

5.79

The Union also maintains that when determining an appropriate five-point pay
range, the governing body should have regard to the following criteria:
(a)

the nature of the work to be undertaken, including any work with
teachers from other schools;

(b)

the degree of challenge of the role;

(c)

the professional competencies required of the teacher; and

(d)

such other criteria as they consider appropriate.

5.80

A person who is appointed as a Leading Practitioner for the first time should
be placed on the lowest point on the person’s pay range. Leading
Practitioners would then be able to rise up their pay range on an annual basis,
excepting where formal capability procedures had been enacted.

5.81

The NASUWT recommends that the criteria for appointment should be those
similar to the original criteria for ASTs and ETs and provide an example in
Annex 3.

38

IBID, Page 43.
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Definition of pay portability
5.82

In its third report, the IWPRB stated:
‘We note consultees' reports that pay portability provisions, although removed
from the STPCD in 2013, are implemented by nearly all schools in Wales.
Teachers’ and school leaders’ unions are keen to see these restored as a
uniformly defined and statutory requirement.’
‘We agree that pay portability brings a range of benefits in relation to equality,
sustaining career pathways when moving from one school to another, and
offers encouragement to return to teaching.’

5.83

Pay portability was a key feature of the STPCD up until the wholesale
revisions that took place in 2013 under the then Coalition Government at
Westminster. Prior to that, teachers, when moving schools that employed staff
under the Document, carried their previous salaries with them, except for any
TLR.

5.84

Prior to 2013, the Document stated, in relation to pay points on the main and
upper pay scales:
‘Points awarded … must be permanent, “whether the classroom teacher
remains in the same post, or takes up a new one”.’

5.85

It was therefore the case that teachers applying for any new post in a different
school did so in the full knowledge that although any TLR was a separate
matter, their base salary would continue to be honoured. By this mechanism,
movement between schools was a straightforward matter that allowed
teachers to follow a career path and gain experience in different settings.

5.86

Without the ability to ensure that any new post for which they applied would
match their current salary, teachers would be much less likely to move from
one school to another, thus restricting their potential development.

5.87

To ensure that there is fairness and equity for any pay decision, Governing
Bodies must be given precise guidance on where to place teachers when they
are first appointed in any school. The process must take into account a range
of factors and be applied consistently across all schools.

5.88

The key provisions in the School Teachers' Pay and Conditions Document
(STPCD), prior to 2013, were separated into mandatory points and
discretionary points.

5.89

The section on mandatory points made clear that: ‘the relevant body must
award the number of points awarded when the classroom teacher was first
placed on the pay scale for classroom teachers’ and ‘a point for each year of
employment… as a classroom teacher completed since the teacher was first
placed unless notification has taken place… that the teacher’s service has not
been satisfactory in respect of any such year.

5.90

The NASUWT maintains that similar provisions should be reinstated into the
STPC(W)D. In order to ensure that teachers from maintained schools in
34

England could still freely be appointed in schools in Wales, the reference to
the Document must make clear that this covers previous versions of the
STPCD up until 2019, the version of the STPCD in use in England, as well as
the STPC(W)D from 2019 and 2020.
5.91

The NASUWT is aware that all pay policies negotiated with the regional
consortia in Wales, and subsequently adopted by ever local authority for
recommendation to schools, contained provisions to maintain pay portability
since 2013.

5.92 The Union is also aware that some local authority Human Resources
Managers and headteachers expressed concerns that the pay portability
provisions may have required schools to match the salary of teachers from
England who had worked in Academies with inflated pay structures.
5.93 The NASUWT, due to its close involvement with the pay and conditions of the
academies in England, particularly the larger ‘chains’, is aware that very few
of the Academies strayed far from the provisions of the STPCD and most
continue to adopt it. Very few offered higher salaries than those available in
maintained schools. When the academy sector utilised its flexibilities, these
generally tended to be to depress teachers’ salary levels. In fact, the DFE’s
data on teachers’ salaries confirms that classroom teachers’ salaries in the
academy sector are lower than in the maintained sector.39
5.94 The widespread adherence in England to the STPCD and the pay scales
produced by the NASUWT and other unions has been recognised by the
School Teachers’ Review Body (STRB), which concluded in its 30th Report:
'The statutory national pay framework for teachers previously included six
points on the MPR (M1 to M6) and three points on the UPR (U1 to U3). These
mandatory pay points were removed following the recommendations of the
STRB’s 21st report (December 2012) to provide schools with greater
autonomy to set teachers’ pay. To support schools’ transition to this new
system, the School Teachers’ Pay and Conditions Document (STPCD)
continued to include advisory pay points until September 2015, when these
were removed in line with the recommendations of the STRB’s 24th report
(June 2014). However, the unions and some local authorities have continued
to produce guidance on pay points between the minima and maxima of the
MPR and UPR, which are based on the nine point statutory structure in place
before 2013. Most schools, in both the local authority maintained and
academy sectors, use this approach in their local pay policies.' 40 (NASUWT
highlight)
5.95 Provisions in the document, such as those set up above, based on the points
that a teacher was entitled to would, in any case, avoid such issues. There are
of course examples of teachers moving to schools in Wales having previously
taught in inner London on considerable higher salaries. This is not proving to
be an issue with their employment in Wales.

39

DfE, 2019 School Workforce Census, https://explore-education-statistics.service.gov.uk/findstatistics/school-workforce-in-england, accessed 19/12/2020.
40
STRB’s 30th Report, Paragraph 4.18, Page 74, NASUWT highlight.
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5.96 The other aspect of ensuring equability and fairness in starting salaries is to
also consider the previous discretionary points that were available under the
Document prior to 2013.
5.97 The discretionary points covered issues such as:


years of service in an Academy, City Technology College or independent
school;



years of service other than employment as a classroom teacher which the
relevant body considers to be of value to the performance of the classroom
teacher’s duties;



years of service as a qualified teacher in higher education or FE, including
sixth form colleges;



years of service in countries outside England and Wales in a school in the
maintained sector of the country concerned;



years of non-teaching experience spent working in a relevant area,
including industrial or commercial training, time spent working in an
occupation relevant to the teacher’s work at the school, and experience
with children/young people;



years of other remunerated or unremunerated experience, including caring
for children during a career break;



where performance in the previous school year was excellent; and



where the teacher had been subject to formal capability procedures.

5.98 The NASUWT maintains that to ensure equity of provision across Wales,
some provisions of these former discretionary points should be mandatory.
Previous local authority pay policies frequently contained provisions regarding
non-teaching experience that was deemed to be equivalent or valuable in
comparison with actual years of teaching experience.
5.99 Frequently, these were set out so not to give absolute parity on a one-for-one
basis, but to still reward them to some extent. For instance:


one point for each three years of non-teaching experience spent working
in a relevant area, including industrial or commercial training, time spent
working in an occupation relevant to the teacher’s work at the school, and
experience with children/young people; and



one point for each three years of other remunerated or unremunerated
experience, including caring for children during a career break.

5.100 The NASUWT therefore maintains that the inclusion of pay portability
provisions in the STPC(W)D is a straightforward process if the points for years
of experience are used to determine the relevant salary point. Governing
36

bodies will also require precise guidance on the placement of teachers on the
most applicable point on first appointment.
5.101 As previously noted, to ensure consistency and equity across all schools in
Wales, the IWPRB should be minded to enshrine as many principles as
possible as mandatory points in the Document.
Time management and workload
5.102 The NASUWT notes that the Minister for Education’s remit letter to the
IWPRB asks it to develop recommendations in respect of the:
…impact of time management matters such as the split between statutory
PPA time carried out and that required to be carried out by teachers outside
their set hours.
5.103 In considering these matters, it is important to place the contractual provisions
with which they are associated into their appropriate historical context. The
starting point for analysis is the longstanding provision in the statutory
contractual framework for teachers in Wales, transposed from the STPCD,
which has always required teachers to:
‘work such reasonable additional hours [beyond directed time] as may be
necessary to enable the effective discharge of the teacher’s professional
duties, including in particular planning and preparing courses and lessons;
and assessing, monitoring, recording and reporting on the learning needs,
progress and achievements of assigned pupils.’
5.104 In this respect, notwithstanding the limited practical protections for teachers
provided by the Working Time Regulations 1998, contractual working hours
for teachers are open-ended, save for the subjective test of reasonableness
provided for in the STPCD. This open-ended nature of the contract resulted in
little by way of contractual protections against excessive working hours and
was associated with an inexorable rise in teacher workload and working time.
5.105 In 2003, the Welsh Government, the former Department for Education and
Employment (DfEE), employer representatives and trade unions representing
the overwhelming majority of teachers and school leaders in England and
Wales signed the National Agreement, Raising standards and tacking
workload.41 The National Agreement sought to take forward contractual and
other changes to address the excessive and unnecessary workload and allow
teachers and school leaders to focus more of their professional time and
attention on their core responsibilities for teaching and learning.
5.106 While partners to the National Agreement did not change the contractual
provision in the STPCD noted above, they introduced into the STPCD a right
to PPA time, which would equate to no less than 10% of a teacher or school
leader’s timetabled teaching time. The aim of this provision was to establish
dedicated time during the school to undertake professional activities that

41

ATL, DfES, GMB, NAHT, NASUWT, NEOST, PAT, SHA, TGWU, UNISON, Welsh Government
(2003). Raising standards and tackling workload: A national agreement. Available at:
(https://dera.ioe.ac.uk/540/1/081210thenationalagreementen.pdf), accessed on 1.12.20.
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would otherwise be conducted to a significant extent by teachers and school
leaders in time beyond directed time boundaries.42
5.107 Independent evidence demonstrates that the introduction of PPA time on this
basis, in circumstances where teachers had no contractual entitlement to
such time previously, makes an important contribution to addressing the
growth of excessive workload burdens for teachers and school leaders
employed under the provisions of the STPCD.43
5.108 However, and as noted elsewhere in this submission, teachers and school
leaders in Wales continue to face significant workload burdens, many of which
are related to requirements in respect of marking, planning and assessment.44
Given the continued right to PPA time, it is clear that the nature of the burdens
being placed on teachers and school leaders are such that the current
allocation of PPA time is insufficient to allow them to discharge the
expectations made of them while securing their contractual right to a
reasonable work/life balance. For this reason, the NASUWT believes that the
IWPRB should recommend that the allocation of PPA time provided for in the
contractual framework for teachers and school leaders should be increased
from 10% to 20% of timetabled teaching time.
The special educational needs (SEN) allowance
5.109 The Minister has asked the IWPRB, in light of the newly defined statutory
roles within the Additional Learning Needs (ALN) and Education Tribunal
(Wales) Act 2018, to come into force from January 2021, to consider as to
whether the current SEN allowance is appropriate in terms of reflecting roles,
responsibilities and workload, with particular regard to the consistency and
appropriateness of awards.
5.110 ALN and SEN are high priorities for the NASUWT. Across the UK, there is an
increasing focus on inclusion and a clear expectation that every teacher is a
teacher of ALN/SEN. Feedback that the NASUWT has received from teachers
and school leaders indicates that the demands being placed on teachers and
schools are increasing – that increasing numbers of learners with more
complex needs are being taught in mainstream classrooms; that special
schools are admitting learners with more complex needs; and that cuts to
specialist services are exacerbating the difficulties that teachers face.
5.111 The NASUWT has significant concerns about the ALN and Education Tribunal
(Wales) Act. The Union believes that the Act will create massive workload
burdens for ALN co-ordinators (ALNCOs) and teachers.
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Workforce Agreement Monitoring Group (WAMG) (2005). WAMG Note 14: PPA time.
See, for example: Ofsted (2010). Workforce reform in schools: has it made a difference? An
evaluation of changes made to the school workforce 2003 ̶ 2009. Available at:
(https://dera.ioe.ac.uk/1095/1/Workforce%20reform%20in%20schools%20has%20it%20made%20a%
20difference.pdf), accessed on 1.12.20.
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Education Workforce Council (2017). National Education Workforce Survey. Available at:
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5.112 The ALN Code is due to be published in April 2021, and yet the NASUWT has
not been engaged in its development. The Union is concerned that this lack of
consultation with education stakeholders will cause significant workload
issues in the system
5.113 Evidence from an NASUWT survey of teachers’ experiences of ALN highlights
the difficulties that teachers already face in supporting learners with ALN. 45
Almost two thirds of respondents reported that support for learners with ALN
had decreased in the previous five years, with respondents reporting that
learners who do not have a statement of SEN or equivalent experience
particular difficulties in obtaining the support that they need. They also
reported that the thresholds for accessing external support have been raised,
meaning that many learners who previously would have received support no
longer get that support. Further, they reported that some agencies and
services have adopted strategies for controlling the number of learners that
can access support. For instance, some teachers reported that their school
has been given quotas for the number of assessments that will be carried out
by educational psychological services, and other teachers reported that
services are automatically rejecting initial applications for assessment or
support and are then requiring the school to provide additional and overlydetailed information in order to secure an assessment or support for the
learner.
5.114 Worryingly, more than two thirds of respondents to the NASUWT’s ALN/SEN
survey reported that they never or rarely receive the support that they need to
enable them to teach learners with ALN effectively.
5.115 A comparison of the time that teachers with SEN/ALN responsibilities had to
fulfil those duties reveals that ALNCOs in Wales have a smaller proportion of
timetabled teaching time allocated to ALN duties than their counterparts in
other parts of the UK. While 31% of respondents from England and 17% of
respondents from Northern Ireland reported that between 0-19% of their
timetabled teaching time was allocated for SEN duties, 52% of respondents
from Wales reported that just 0-19% of their timetabled teaching time was
allocated for ALN-related responsibilities.
5.116 In light of the responses above, it is not surprising that 97% of respondents
from Wales reported that they did not have sufficient time to fulfil their ALN
duties. This compares to 81% of respondents across the UK. The survey
findings reveal that workload is a very significant issue for teachers with ALN
and SEN responsibilities and that it is particularly acute for ALNCOs in Wales.
The NASUWT survey findings point to the need for substantial additional
investment in ALN so that ALNCOs have the time to undertake their
responsibilities for ALN.
5.117 The NASUWT survey findings point to the need for substantial additional
investment in ALN. This includes investment in specialist services to support
learners with ALN, and substantial investment in schools, so that all teachers
have access and time to undertake ALN-related training so that they can meet
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the needs of the learners they teach who have ALN. The proposed ALN
reforms do not address these critical issues.
5.118 The evidence above demonstrates that there are major concerns about the
funding and resourcing of provision for ALN within schools and, more
generally, they highlight issues relating to teacher and ALNCO workload, and
they reveal that there are issues related to the nature and availability of
support for teachers.
5.119 In the 2019 consultation response on the ALNET Bill, the NASUWT called
upon the Welsh Government to undertake a workload impact assessment of
the proposed ALN reforms. This never took place and the NASUWT remains
concerned about the impact of the ALNET Act and the new ALN Code on
workload.
5.120 It is, therefore, clear to the NASUWT that the SEN allowance is
inappropriately used when utilised, as it is in some schools, as an award for
the school ALNCO. The NASUWT believes that, given the increased burden
of responsibility that will fall upon school ALNCOs, they should be awarded
either on the Leadership Scale or a high level TLR.
5.121 It is also important, given the increased responsibility that will fall upon all
teachers, that those who teach ALN/SEN pupils in accordance with paragraph
21(2)d of the STPC(W)D 2020 should be automatically be awarded a SEN
allowance. The NASUWT regularly receives reports from teachers that they
face barriers in accessing SEN allowances, and the enforcement of this
provision in the STPC(W)D is vital.
5.122 This allowance is important in its recognition of the enhanced skill
requirements for teachers of ALN/SEN pupils and the NASUWT believes that
the IWPRB should give consideration to an uplift in the SEN allowance, given
the increased responsibility that will fall upon teachers of ALN/SEN pupils
following the implementation of the new ALN Code.
Comparison between experienced teachers and other graduate professions
5.123 The NASUWT has commissioned independent research from IDR into the pay
of teachers and other graduate professions, which it will include in its
Supplementary Evidence Submission to the IWPRB.
5.124 High Fliers conducts research into graduate salaries. Its latest report was
published in January 2020.
Graduate labour market
5.125 Salary levels across the graduate labour market serve to demonstrate the
uncompetitive nature of teachers’ pay. This point is emphasised by the most
recent Report from High Fliers Research, The Graduate Market in 2020.
5.126 The Report indicates that competition in the market for graduates continues
to be high and that schools will continue to have difficulties in recruiting and
retaining teachers.
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5.127 The Report also finds that the highest graduate starting salary is £60,000 for
the first time.
5.128 In contrast, as can be seen from the table below, teachers’ starting salaries
in Wales of £24,906 are set within the range of the lowest paying 13% of UK
employers:

5.129 The median starting salary for graduates is £30,000, which is 20% higher
than the 2019/20 starting salary for a teacher.
5.130 The demand for graduates is high and increasing. The research found that
the number of graduates hired by organisations increased by 6.2% in 2019,
the largest annual increase in recruitment for five years. In addition, 15 of the
country’s best-known graduate employers are paying salaries in excess of
£45,000 this year.
5.131 High Fliers Research commented:
‘The strong growth in graduate recruitment at the UK’s leading employers in
2019 took vacancies for university-leavers to its highest level ever. Despite
the economic uncertainty and political turmoil as the UK struggled to leave
the EU, this upbeat mood continued at the beginning of the 2020 recruitment
season, with many employers expecting to maintain or increase their
graduate vacancy targets for the year ahead. The latest assessment of
vacancies confirms that employers are expecting to step up their graduate
recruitment by a further 3.3% this year.’46
5.132 The NASUWT may include details of The Graduate Market in 2020 in its
supplementary evidence submission to the IWPRB, if the IWPRB’s
timescales permit this.
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6. MATTERS FOR LONGER TERM CONSIDERATION
Multi-year remits
6.1

Given the one year Comprehensive Spending Review Settlement for 2021/22,
the NASUWT does not propose a multi-year remit for the IWPRB at this time.

6.2

The NASUWT would encourage the IWPRB to give consideration to
requesting a remit to consider a pay and conditions framework for a genuinely
collegiate teaching profession, where teachers are rewarded appropriately for
leading teaching and learning for the classes allocated to them. In addition, a
collegiate pay and conditions framework should support a collaborative
approach to raising standards, both within schools and across families of
schools.

Supply teachers
6.3

The Minister has asked the IWPRB to consider whether the existing structure
for teachers’ pay, terms and conditions is fair and appropriate for all school
leaders and teachers in Wales (including supply teachers) within scope of the
STPC(W)D.

6.4

The NASUWT welcomes the inclusion of supply teachers in the IWPRB’s
current remit and, indeed, asked the IWPRB to include consideration of
supply teachers’ pay in its evidence for the IWPRB’s 2nd Report.

6.5

Despite the crucial role supply teachers have played during the coronavirus
pandemic, the experiences of many supply teachers suggest that
developments such as deregulation have had a significant impact upon how
supply teachers are deployed, how they are paid, and on their working
conditions, in comparison with teachers who have a contract of employment
with a school.

6.6

Whilst the COVID-19 pandemic has highlighted the importance of supply
teachers and the crucial role they have played, the 2020 supply teacher
survey reveals that the experiences of supply teachers during the pandemic,
whether working through a local authority, directly for a school and/or through
a supply agency, have been mixed.

6.7

There has been a substantial increase in agency teachers working in schools
in recent years. In the past, schools engaged supply teachers directly or
accessed them from local authority supply pools. Private supply agencies
existed at the margins, but not to the extent they do now.

6.8

The NIESR publication, Use of Agency Workers in the Public Sector,
estimates that the number of employment agencies in education has doubled
to 500.47

6.9

The ASCL confirms that more than 70% of secondary school headteachers
have increased their spending on agency supply teachers in the three years
to 2018. One of the key factors cited in the ASCL survey for the increased
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expenditure was increased supply agency fees (54% of respondents). 48
However, whilst fees charged to schools have increased, supply teachers
have not benefited, and the pay of supply teachers has increasingly lagged
behind the salaries of teachers employed by schools.
6.10

This is something that is reflected in the number of supply teachers accessing
work through an agency during the COVID-19 pandemic. The 2020 NASUWT
Supply Teachers’ Survey for Wales showed that, of those supply teachers
that were able to secure work during the pandemic, almost three fifths (59%)
obtained work through a supply agency, compared to 37% who worked
directly for a school, and only 4% who reported working through a local
authority supply pool (in some cases, respondents indicated that they
obtained work through more than one employment route).49

6.11

Just over a third (34%) of supply teachers reported that they have not been
furloughed by their agency/agencies,50 whereas others saw their agencies
taking proactive steps to ensure hard-working and dedicated supply teachers
were able to access some level of financial income when schools were
partially closed from March 2020.

6.12

Supply teachers working through a local authority or directly for a school
appear to have fared particularly badly in Wales, with a significant number
reporting that their employment assignments had been terminated with little or
no notice. Despite Welsh Government advice and guidance to the contrary,
very few were reinstated or paid accordingly, a situation that appears to have
been compounded for those undertaking ad hoc or daily supply assignments.

6.13

Of those supply teachers working on long-term assignments that were
cancelled by a local authority or local authorities, just over four fifths of supply
teachers (81%) reported that they were not reinstated on their original terms
and did not continue to be paid according to advice and guidance from the
Welsh Government.51

6.14

In regards to casual or ad hoc assignments, almost three quarters of supply
teachers (74%) reported that the authority or local authorities where they were
working did not pay them according to the advice and guidance from the
Welsh Government (e.g. 80% of typical pay, based on a retrospective audit of
the average days or hours worked).52

6.15

For those supply teachers working on long-term assignments that were
cancelled by the school/schools, over four fifths (82%) reported that they were
not reinstated on their original terms and did not continue to be paid according
to advice and guidance from the Welsh Government.53

6.16

In regards to casual or ad hoc assignments, just over four fifths of supply
teachers (81%) reported that the school/schools where they were working did
not pay them according to the advice and guidance from the Welsh
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Government (e.g. 80% of typical pay, based on a retrospective audit of the
average days or hours worked).54
6.17

The lack of financial support available to supply teachers during the COVID19 pandemic, and the failure of the Welsh Government to act, has resulted in
a situation where a number of supply teachers have been forced to secure
work outside of teaching, often at rates of pay that are not commensurate with
the level of income derived from teaching.

6.18

Almost a quarter of supply teachers (24%) reported that they had sourced
work elsewhere other than teaching since the COVID-19 pandemic. Of those,
over four fifths (83%) stated that the work sourced elsewhere other than
teaching failed to provide the same level of financial income that they would
have obtained had they been able to obtain work teaching.55

6.19

This has exposed the disparity between the pay of supply teachers and
others, as well as placing supply teachers in a precarious financial situation
where they have had to make tough decisions about their expenditure, or rely
on the increased use of credit or the generosity of family and friends to make
ends meet. Some supply teachers have been forced to claim Universal Credit
and there are those who have had to rely on food banks.

6.20

Fifteen per cent of supply teachers reported that they had to claim some form
of state benefit since the COVID-19 pandemic (e.g. Universal Credit), and well
over half of respondents (55%) stated that they had experienced financial
hardship since the pandemic began.56

6.21

In addition, there are concerns that these disparities in treatment are
impacting disproportionately on women, black and minority ethnic (BME)
groups and disabled teachers, who are more likely to be employed on
precarious supply teaching contracts. There is a pressing need for the Welsh
Government to address the failures of the market in teacher supply, which is
having profoundly adverse equalities impacts.

6.22

This is compounded by concerns going forwards from September 2020 that
many supply teachers will not be able to secure work. Just over seven out of
ten (71%) supply teachers reported that they had not been offered or able to
secure work from September 2020.57

6.23

The NASUWT asserts that any provisions that currently exists for the pay for
supply teachers within the STPCD would only impact on those supply
teachers employed directly by schools or through the local authority.

6.24

Teachers in local authority supply pools should be employed in accordance
with national terms and conditions, which is generally not the case for
teachers employed by agencies.

6.25

Indeed, despite the introduction of the supply teachers framework under the
National Procurement Service (NPS), guaranteeing a minimum salary level of
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at least M1 for supply teachers undertaking assignments for agencies on the
NPS framework, it still remains the case that just under a quarter of supply
teachers (23%) stated that they were aware of assignments being offered or
paid at between £51 and £119 per day from September 2020. Two thirds
(66%) reported assignments being offered or paid at between £120 and £149
per day, and just 7% reported assignments being offered or paid at between
£151 and £199 a day. Only 2% said that they were aware of assignments
being offered or paid at over £200 per day. Two per cent said they were
aware of assignments being offered or paid at less than £50 per day. 58
6.26

The introduction of the framework was supposed to provide a minimum floor
level for the pay of supply teachers, but the NASUWT is aware that schools
are not legally obliged to pay supply teachers the minimum pay rate as there
is no legislation that can enforce this. In addition, schools are not compelled to
use the framework.

6.27

Furthermore, the Union has been made aware that of some agencies on the
framework are not complying with the requirement to guarantee supply
teachers a daily rate equivalent to M1. Instead, some agencies are providing
supply teachers ‘off framework’ at rates below the M1 minimum, or supplying
them as cover supervisors at cover supervisor rates, and then the school
expects them to teach.

6.28

The increased reliance on agency working has led to a reduction in the pay
and conditions of service of supply teachers. Rates of pay of supply teachers
have remained stagnant for the overwhelming majority of supply teachers,
and have been eroded by inflation and omitted from the pay awards
recommended by the independent pay review bodies.

6.29

All teachers have suffered 17% real-terms cuts in pay since 2010. However,
in comparison, without the application of the national pay framework, supply
teachers have seen their pay plummet relative to other teachers, with no
national entitlement to an annual pay award when employed via supply
agencies. Indeed, the majority of supply teachers have not seen their
remuneration increase substantially since 2014.59

6.30

The situation for supply teachers as agency workers is compounded by the
fact that employment by or through agencies is currently not pensionable
under the Teachers’ Pension Scheme (TPS), leaving many supply teachers
no alternative other than to make less favourable pension plans, including
reliance on inferior auto-enrolment pension arrangements. There is a strong
argument that supply teachers, working alongside other employed teachers,
should be afforded the right to access the TPS.

6.31

Whilst noting the longer term intention to examine whether the existing
structure for teachers’ pay, terms and conditions is fair and appropriate for all
school leaders and teachers in Wales, including supply teachers within the
scope of the STPCD, the NASUWT is concerned that such a consideration
defines the remit so narrowly that its fails to adequately capture the reality of
supply teaching for the vast majority of supply teachers working in Wales.
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6.32

The evidence suggests that the failure of regulation in the system is leading to
a downward spiral of pay and working conditions for supply teachers. In this
context, the NASUWT maintains that the IWPRB must recognise that there is
a pressing need for action in order to address the concerns of hard-working
and dedicated supply teachers, who make an important significant
contribution to the public education system, and ensure they are afforded
access to pay, terms and conditions that are fair and appropriate.

6.33

The NASUWT maintains that the IWPRB must address the exploitation faced
by supply teachers by recommending that all supply teachers, including
agency teachers, fall within the remit of the IWPRB and that their pay and
conditions are set by the Welsh Government and are consistent with pay and
conditions for all teachers across the state-funded schools in Wales.

Potential further research
6.34

The Minister has asked the IWPRB to consider a programme of further
research. The NASUWT reminds the Minister and the IWPRB that
consideration of research into teachers’ pay and conditions is a matter which
falls within the remit of the pay policy forum. The NASUWT considers that this
is still generally the case.

6.35 Nonetheless, the NASUWT does have suggestions about research which the
IWPRB could recommend. The Minister has asked the IWPRB to give
consideration to the ‘fairness’ of the teachers’ pay and conditions framework
in Wales. The NASUWT regards this as important, but it is important that the
IWPRB goes further – the IWPRB and its recommendations should aid the
Welsh Government and Welsh local authorities in discharging their PSEDs.
The NASUWT therefore suggests the following areas for research:


Sex discrimination and the gender pay gap: The NASUWT has drawn
attention to the research by Jones and Kaya into the gender pay gap in the
public sector earlier in this submission. The NASUWT would regard it as
beneficial for the IWPRB to recommend that focused research into the
cause of the gender pay gap in schools in Wales should be carried out;



The relationship between teachers’ and school leaders’ workload and their
responsibilities; and



The pay levels, roles and career progression of disabled and BME
teachers.
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7. ANNEXES


Annex 1 – TUC Parliamentary Briefing on Public Sector Pay;



Annex 2 – Welsh Government evidence on TLR payments broken down by
local authority;



Annex 3 – Framework of professional standards for Leading Practitioners.
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