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1. The Welsh Government’s Evidence
1.1

The Minister of Education issued the 3rd Remit for the Independent Welsh Pay
Review Body (IWPRB) before the Chancellor of the Exchequer announced
the 2021/22 pay freeze for most public sector workforces reserved to the
Westminster Government, including teachers in England.

1.2

The Chancellor’s proposed pay freeze is an appalling and unjustified reward
for millions of public sector workers who have continued to deliver key
services during the coronavirus pandemic. This is particularly the case for
teachers who have gone far beyond the call of duty during the pandemic out
of dedication to the children and young people that they teach. Teachers have
paid for their selfless dedication during the coronavirus pandemic with their
health and, in some cases, with their lives.

1.3

The announcement of the 2021/22 teachers’ pay freeze has led to enormous
anger amongst teachers in England and there is no question that it will
deepen the profound recruitment and retention crisis there if it is implemented.
Moreover, even if it is implemented, it will only be applied to half of the
workforce. 51% of pupils in England are educated in academies,1 and the
teachers in these schools may receive a pay increase. The Department for
Education (DfE) has accepted that any public sector pay freeze will only apply
to the local authority maintained sector.

1.4

We are extremely disappointed that the Welsh Government appears to be
warming to the implementation of a public sector pay freeze for teachers and
headteachers in Wales. The Minister of Education has stated the following in
the covering letter to her evidence:
‘This year, given the UK Government’s decision to freeze public sector pay,
the Welsh Government did not receive any additional funding through the
Barnett formula to provide for public sector wide pay awards in 2021-22, with
the exception of the NHS and those on the lowest wages.
This is a decision of the UK Government’s making but has a direct
consequence for Wales. Put simply, we have no additional resource to fund a
pay increase for teachers in 2021-22. If a pay award is proposed, that will
have to be met from within existing local authority budgets.’

1.5

1
2

Moreover, it may well be the case that the Welsh Government receives the
same funding for a teachers’ pay increase in 2021/22 through the Barnet
formula, as it would have done if the Chancellor had not announced this for
the workforces reserved to the Westminster Government. In the Autumn
Statement 2019, schools received a three- year settlement alongside the
Health Department,2 whereas the overwhelming majority of Government
departments received a one-year settlement only.

DfE, Academies Sector in England, Consolidated Annual Report and Accounts 2019, July 2020.
HM Treasury, Spending Round 2019, Table 2.3, Page 10, September 2019.
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1.6

The DfE’s intention was always that the core schools budget would fund the
teachers’ pay award for 2021/22. There was never any intention on the part of
the DfE to establish a teachers’ pay grant for the 2021/22 pay award, even
before the Chancellor announced the pay freeze. Previous teachers’ pay
grants will also be wrapped up into core school funding.3

1.7

In December 2020, the Secretary of State for Education, Gavin Williamson,
made the following written Ministerial Statement, which is appended to this
Supplementary Evidence Submission:4
‘Today, I am also glad to confirm school and early years revenue funding
allocations for 2021-22. This announcement covers the Dedicated Schools
Grant (DSG), the pupil premium and the free school meal supplementary
grant. The DSG distributes the second year of the multi-billion school
funding settlement that I announced to Parliament on 3rd September
2019. Compared to 2019-20, core school funding is increasing by £2.6
billion for 2020-21, £4.8 billion for 2021-22, and £7.1 billion for 2022-23. In
addition, we continue to fund increases in teacher pay and pension
costs from 2018 and 2019, worth £2 billion in 2021-22.’ (NASUWT
emphasis).

1.8

This is identical to the 2019 Autumn Statement schools settlement.

1.9

Moreover, the 2020 Spending Review Settlement states:
‘SR20 confirms an additional £4.7 billion to the devolved administrations
through the Barnett formula in 2021-22, including £2.6 billion related to Covid19, on top of their combined baselines of over £60 billion. This provides an
additional £2.4 billion for the Scottish Government, £1.3 billion for the Welsh
Government and £0.9 billion for the Northern Irish Executive. This builds on
the unprecedented £16 billion of upfront resource funding the UK Government
has guaranteed to the devolved administrations in relation in 2020-21, in
addition to their Budget 2020 funding for that year.’ 5

1.10

It may well be the case, therefore, that Barnet funding for education in Wales
is unaltered by the Chancellor’s announcement of a pay freeze for workforces
reserved to the Westminster Government. The NASUWT asks the IWPRB to
recommend that the Welsh Government explores this as a matter of urgency.

1.11

In its initial evidence submission, the NASUWT has already drawn attention to
research commissioned by the Trades Union Congress (TUC) which indicates
that a public sector pay freeze will not deliver parity for public sector workers,
but will put public sector workers at a disadvantage.

1.12

Research carried out by Incomes Data Research (IDR) casts doubt on the
Chancellor of the Exchequer’s rationale for the public sector pay freeze. 6 In

3

DfE, The National Funding Formula for schools and high needs, 2021-22, paragraph 4, page 3, July
2020.
4
Appendix 1.
5
UK Government, Spending Review 2020, Paragraph 3.17, page 36, November 2020.
6
https://www.incomesdataresearch.co.uk/resources/viewpoint/chancellor-runs-risks-with-rationale-forpublic-sector-pay-freeze
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making his announcement about the public sector pay freeze, the Chancellor
claimed:
‘In the six months to September, private sector wages fell by nearly 1%
compared to last year. Over the same period, public sector wages rose by
nearly 4%. And unlike workers in the private sector, who have lost jobs, been
furloughed, seen wages cut, and hours reduced, the public sector has not.’
1.13

IDR’s research has confirmed the following about the change in private sector
earning during the coronavirus pandemic:
‘Cuts in basic pay have so far been rare and mainly confined to those sectors
that have been worst-affected by the pandemic, such as air transport. As a
result, the Chancellor’s claim [of cuts in private sector wages] requires
closer examination.’ [emphasis added]

1.14

As IDR outlines, the data quoted by the Chancellor does not support the view
that ‘private sector wages fell’ during the pandemic:
‘Mr Sunak relied on figures from the Government’s own Average Weekly
Earnings (AWE) series, as collected and published by the Office for National
Statistics (ONS). According to the ONS, for each of the successive six months
from April to September this year, ‘total pay’ (which includes bonuses as well
as other elements of earnings like basic, shift pay and overtime) for the
private sector changed as follows: +0.5%, -1.2%, -2.4%, -2.2%, -0.8%, +0.8%.
Averaging these produces a figure of -0.88%, or the ‘nearly 1%’ referenced by
the Chancellor. The same approach, over the same period, for the public
sector results in +3.85%, or ‘nearly 4%’.’

1.15

However, this is because of what the AWE data series measures, as IDR
explains:
‘Deciding whether this proves that ‘private sector wages fell’ in contrast to
public sector wages requires a fuller understanding of what the AWE series is
and what it is not. Regarding the former, the title is a clue: it is a measure of
change in average weekly earnings. For September 2020, the average weekly
figures were £549 for the private sector and £565 for the public sector (see
chart). The ONS arrives at these by contacting employers every month and
asking them how much in total they spent on wages the previous month. It
also asks each organisation how many staff they directly employ. It adds up
these two sets of figures for the sectors in question and divide one by the
other to get the average weekly amounts in pounds. The ONS then shows
how these have changed over time, producing the figures cited by Mr Sunak.
As an average, the AWE is strongly influenced by changes in the make-up of
workforces and, perhaps more importantly in this case, by the overall number
of hours worked. Given the impact of the pandemic, it is therefore
unsurprising that the figures appear as they do. The reduction in hours
worked across the private sector – alongside the necessarily greater hours
worked across the public sector, particularly in the NHS – had a significant
influence on the respective sectoral growth figures.
5

1.16

But this is only half the story. While he might not have wished to do so, the
words the Chancellor used may have created the impression in some
listeners’ minds that basic salaries across the private sector have been
cut. But that is not the case. What the AWE figures are not is a measure
of the outcomes for employees under annual pay reviews. [NASUWT
emphasis added]
Our latest figures on these show that while the pandemic has had an effect,
this has varied across the private sector, according to whether companies
have been negatively impacted, such as those in hospitality, or whether the
effect on business has been neutral or even positive, e.g. financial services or
food retail. As a result, the median or typical pay review for the private sector
is currently showing at 2%, with the interquartile range at between 0.5% and
2.8%. And some major employers have raised pay by 3% or more.’

1.17

Further IDR research indicates that, in the three months to October 2020,
private sector earnings rebounded from the falls in Summer 2020.7 As IDR
reported, ‘Annual growth in average earnings continued to strengthen in the
private sector, led by a noticeably high figure of 4.6% in finance and business
services in the year to October, according to the latest data from the Office for
National Statistics (ONS).’

1.18

The Welsh Government has accepted in its evidence that AWE, after taking
inflation into account, are higher than a year ago.8

1.19

Research reported by the TUC also supports this conclusion:
‘In his Spending Review speech, the Chancellor asserted that “in the six
months to September, private sector wages fell by nearly 1% compared to last
year. Over the same period, public sector wages rose by nearly 4%."
However, to arrive at this statement the Treasury employed a highly unusual
methodology – taking an average out of the wages figures from April to
September this year and comparing that figure to the same months last year.
In reality … negative private sector pay growth was a temporary effect of
furlough that had been reversed by September, by which time average private
sector weekly earnings were significantly ahead of the figure six months
earlier in March and 2.4% higher than a year earlier (i.e. September 2019).’ 9

1.20

The TUC research draws the same conclusion about private sector pay as
IDR:
‘A more accurate comparison of public v private sector pay would show that:


The average difference between public and private sector pay has been
falling since 2010 and is now below its previous trough in 2002. Crucially,
as the IFS demonstrates, once the different profile of public sector workers

7

https://www.incomesdataresearch.co.uk/resources/viewpoint/private-sector-earnings-rebound-fromsharp-falls-in-summer-2020
8
Welsh Government’s Evidence to the IWPRB, The 2021 Teachers’ Pay Award, page 6.
9
TUC Parliamentary Briefing, Fair Pay for Key Workers, 11 December 2020, Appendix 1.
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in terms of experience, education, gender and other factors is adjusted for,
the difference between public and private sector hourly pay disappears.

1.21



A divergence has reopened in the last few months but… the difference is
strongly correlated with extent of furloughing in different sectors. 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’s therefore not surprising wages have
fallen in the latter. A comparison that doesn’t adjust for furlough is not
comparing like with like.



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.’ (NASUWT emphasis added).10

The National Institute of Economic and Social Research (NIESR) has also
concluded:
‘In our main case, forecast scenario average earnings fall by 2.6 per cent over
2020 as a whole, recovering to rise 5.1 per cent in 2021, settling to rise by
around 3 per cent per year after the recovery from COVID-19.’ 11

Affordability
1.22

The NASUWT has continued to oppose the inclusion of ‘affordability’ in the
remit for the IWPRB because it is a matter for the Welsh Government, not for
a public sector pay review body. The extent to which a pay increase at a
particular level is affordable is a political issue for the Government.

1.23

The NASUWT asks the IWPRB to make a recommendation on the level of the
2021/22 pay award following consideration of the evidence which is put before
it by consultees about teachers’ pay levels, the pay levels of comparable
workforces and the recruitment and retention impacts for teacher supply.

1.24

The Welsh Government has commented in its evidence submission on the
political choices available for funding a pay award for teachers:
‘For context, to fund a 2% rise for the 2021/22 pay award, the cost in the
upcoming financial year (2021-22) would be £16.3m relating to the first seven
months of the academic year. The cost of a 3.1% pay award would be
£25.2m. To raise an additional £13.6m through council tax in 2021-22, local
authorities would need, on average, to increase council tax bills by around
0.9%. To raise £25.2m, they would need to increase council tax by 1.4%.’

10
11

Ibid.
NIESR No. 254, November 2020, F18.
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1.25

The Welsh Government has drawn attention to research which indicates that
the gap in school spending per pupil between England and Wales has been
‘virtually eliminated’.12

1.26

Given the crucial role which schools will have in rebuilding the Welsh
economy post-COVID, the retention of the teaching workforce will be vital. To
ensure that this is the case, the NASUWT would see an increase in Council
Tax by 1.4% as necessary for the Welsh economy, not just highly desirable.

1.27

The Welsh Government has claimed, in its evidence, that there is no
additional funding in the 2021-22 settlement or the Education in full? (MEG)
specifically for teachers’ pensions.13 However, it is the case that funding for
teachers’ pensions is provided in the 2021/22 schools budget in England. This
was confirmed by HM Treasury in the 2019 three-year schools settlement14
and the December 2020 Ministerial Statement from the Secretary of State for
Education.15

1.28

The DfE clarified in July 2020 that 2021/22 school funding for teachers’
pension costs will be wrapped up in core National Funding Formula (NFF)
funding rather than allocated via a grant system. However, the funding for
teachers’ pension costs will still be provided to schools.16 Some doubt must
therefore be cast on the Welsh Government’s claim that there is no funding
for teachers’ pensions in Wales in the Education MEG, and the NASUWT
asks the IWPRB to explore this issue further.

1.29

The available evidence points to a pay increase for teachers in 2021/22 being
affordable for schools and local authorities in Wales.

1.30

As schools are vital to post-pandemic rebuilding of the economy, the
NASUWT urges the IWPRB to reject completely a teachers’ pay freeze in
2021/22 This would lead to a crisis of morale, motivation, recruitment and
retention in schools in Wales at precisely the same time.

Teachers’ pay in Scotland
1.31

The Scottish Government confirmed on 28 January 2021 that it will not be
implementing the 2021/22 public sector pay freeze for its 2021/22 devolved
public sector workforces, including teachers. The NASUWT draws the
implications of this to the IWPRB’s attention. Firstly, if teachers have to
endure a pay freeze in Wales, their pay will fall even further behind that of
teachers in Scotland, with implications for teacher recruitment and retention.
Secondly, the Minister has given an undertaking that teachers’ pay in Wales
will not fall behind teachers’ pay in the rest of the UK. The pay of teachers in
Wales after five years of teaching is already more than £4k less than the pay
of teachers in Scotland after five years of teaching. The Ministerial promise
over teachers’ pay in Wales is not being fully delivered at the moment,

12

Ibid, page 10, paragraph 2.1.
Ibid, page 15, paragraph 2.7.
14
HM Treasury, Spending Round 2019, Table 2.3, Page 10, September 2019.
15
Appendix 1.
16
DfE, The National Funding Formula for schools and high needs, 2021-22, paragraph 4, page 3, July
2020.
13
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although the 2020/21 pay award and reforms to the pay system indicate
progress towards delivering it. However, progress in achieving the Ministerial
promise will be reversed if Wales implements a pay freeze.
Comparable graduate pay
1.32

The Welsh Government has referenced research into teaching professionals’
pay compared with other professions. It is important that misleading
conclusions are not drawn from this research.17 Headteachers, college and
further education (FE) principals are grouped together as a category and,
unsurprisingly, given that these professionals frequently earn six-figure
salaries, they are the highest category of earners.

1.33

The IWPRB should have greater regard to the pay of primary and nursery
education teaching professionals and secondary education teaching
professionals. The NASUWT presents independently commissioned research
into the salaries of comparable graduate professionals, which is included as
Annex 2 of this Supplementary Evidence Submission.

Equality considerations
1.34

The NASUWT notes that the Welsh Government, in its evidence, draws
attention to equality and equal pay considerations.
‘Equality should be the central feature of pay systems and regular equal pay
reporting undertaken. Annual gender pay gap reports should also be
undertaken in line with Welsh public sector equality duties.’

1.35

The NASUWT is also aware that in its 2nd report, the IWPRB highlighted the
need for more work to be undertaken on equalities issues and monitoring.
‘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.’

1.36

17

An analysis of the data from the first School Workforce Annual Census
(SWAC) leads the NASUWT to maintain that the IWPRB were correct in their
assessment and that matters have not improved. The Union has repeatedly
lobbied local authorities on undertaking equality audits, but with little success.

Welsh Government’s Evidence to the IWPRB, The 2021 Teachers’ Pay Award, page 72.
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1.37

The Union is also not aware of any actions taken by the Welsh Government to
ensure that local authorities and schools fulfil their obligations under the
Equality Act and the Public Sector Equality Duty (PSED).

1.38

The data obtained from the SWAC is included at Annex 1 of the
supplementary evidence submission.18 Some of the data was obtained
following special requests.19

1.39

The data reveals serious gender pay gaps and significant variations in pay
across Wales. The Union hopes that the changes to the School Teachers’
Pay and Conditions (Wales) Document (STPC(W)D) brought in, following the
recommendations of the IWPRB, including the removal of performancerelated pay and the restoration of national pay scale, may over time improve
the situation. However, as of the SWAC in 2019, serious issues prevail. It
should be noted that the teaching workforce is 75.2% female and 24.5% male
overall.20

1.40

The main points are:
All schools









Men in all roles are, on average, paid more than women.
Overall, there is a 5.36% gender pay gap.
On average, female teachers are paid £2,121 less than men.
Every local authority has a higher average salary for men than women.
The highest average salaries overall are in Powys, lowest in Torfaen.
The highest gender gaps are in Anglesey (8.91%).
The smallest gender pay gap is in the Vale of Glamorgan (2.25%).
There are only two sectors where average pay for women is higher than
average pay for men across Wales – primary classroom teachers and
other leadership posts in special schools.

Primary




All but one local authority (Ceredigion) have higher average salaries for
female classroom teachers.
Male headteachers have higher average salaries in all but four local
authorities (Conwy, Denbigh, Swansea, Neath Port Talbot).
The largest gender pay gap for primary headteachers is in Caerphilly
(9.07%, £5,504).

Secondary


In secondary schools, male classroom teachers have higher average
salaries in 16 out of the 22 local authorities, but the overall gender pay gap
is 0.52%.

18

https://statswales.gov.wales/Catalogue/Education-and-Skills/Schools-and-Teachers/teachers-andsupport-staff/school-workforce-annual-census/school-staff
19
https://gov.wales/ad-hoc-statistical-requests
20
Teachers (headcount) by local authority and sex, 2019
https://gov.wales/ad-hoc-statistical-requests-9-20-november-2020
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For secondary classroom teachers, the worst gender pay gap is Blaenau
Gwent (4.81%).
The largest gender pay gap for secondary headteachers is in the Vale of
Glamorgan (26.63%, £24,952).
The highest average male headteacher salary is in the Vale of Glamorgan
(£118,643).

Special schools




1.41

Male special school headteachers are paid on average 8.49% more than
female headteachers, amounting to a gap of £6,390 on average.
In more than half of local authorities, male classroom teachers are paid
more than female teachers on average.
The largest gender pay gap for special school classroom teachers is in
Cardiff (11.14%).

The NASUWT also asks that the IWPRB considers making a recommendation
that the Welsh Government develop similar guidance on equalities issues to
that published by the DfE.21

The need for clear statutory guidance from the Welsh Government
1.42

The NASUWT drew attention in its evidence submission to the need for clear
statutory guidance from the Welsh Government on teachers’ terms and
conditions. The NASUWT’s survey into teachers’ pay in Wales, which closed
on 25 January 2021, shows that many teachers have not received vital
information about beneficial reforms to their pay and conditions framework
which were recommended by the IWPRB and implemented by the Welsh
Government. For example, 39% of teachers do not know whether their pay
progression is automatic or linked to performance.

1.43

There are also worrying signs that schools are not aware of teachers’ pay
entitlements. For example, 64% of teachers who have not yet reached the top
of the main pay scale, and who should receive automatic incremental
progression under the STPC(W)D in 2020/21 (subject to confirmation of
satisfactory performance), have not received confirmation from their school
that this will be the case.

1.44

The IWPRB recommendation to replace performance-related pay with
experience-based annual pay progression was extremely popular amongst
teachers. However, teachers in Wales are not receiving the full benefit of the
actions of their pay review body.

1.45

The NASUWT pay survey reveals that a quarter of teachers (25%) had not
received confirmation of their 2020/21 pay award by the end of 2020, despite
their being a statutory entitlement for all teachers in Wales to receive this.

21

Implementing your school’s approach to pay, DfE 2019.
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/78
6098/Implementing_your_school_s_approach_to_pay.pdf
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1.46

These statistics both indicate causes for concern.

1.47

The NASUWT calls on the IWPRB to recommend that the Welsh Government
implements an information campaign amongst teachers and employers to
ensure that teachers’ pay entitlements are publicised and promoted and that
all teachers receive these.

The need for action over non-pay conditions
1.48

The coronavirus pandemic has deepened the workload crisis from which the
teaching profession in Wales was suffering. During the coronavirus
pandemic, teachers have had to deliver two types of teaching – face-to-face
teaching for key workers’ children and vulnerable pupils, and remote
teaching and learning for pupils who have been learning from home.

1.49

One of the key characteristics of working practices for teachers during the
pandemic is that far too few schools have employed teachers in accordance
with their terms and conditions of service, with a focus on managing their
workload. In some cases, schools have not even attempted to manage
classroom teachers’ directed working hours within the directed time limit of
1,265 hours and 195 days.

1.50

In many cases, the situation has been even worse for school leaders, who do
not enjoy the limited protection of 1,265 directed hours and 195 directed
working days. Some school leaders have not had a meaningful break from
work since the first lockdown began in March 2020. Schools have remained
open to key workers’ children and vulnerable pupils through school holidays,
and school leaders were busy in the Summer holidays preparing for the
September school reopening. October half term and the Christmas break
2020 were taken up with Test and Trace activities.

1.51

The NASUWT has seen an unprecedented level of contact from members in
Wales during the coronavirus pandemic because of working practices in
schools and one of the most common reasons for contacting the NASUWT is
excessive workload. Invasive teacher monitoring and quality assurance
processes associated with remote learning have been key stressors for
teachers. Even without these pressures, teaching during the pandemic has
been highly stressful and workload intensive because of the need to
implement COVID control measures in schools and the higher infection rate
amongst teachers than the general population.

1.52

There is every reason to anticipate a crisis of teacher wellbeing and mental
ill-health akin to Post Traumatic Stress Disorder (PTSD) when the pandemic
comes to an end, and it is vital that the STRB recommends action which will
mitigate the impact of this.

1.53

Planning, preparation and assessment (PPA) time was introduced in 2005 to
relieve some of the existing workload pressures on teachers and to raise
standards by providing some time for PPA within the timetabled teaching
day. PPA time has been under enormous pressure because of school
operating arrangements during the pandemic, including staggered starts and
the operation of bubbles. In addition, teachers’ entitlement in the STPCD to a
12

daily lunch break ‘of reasonable length either between school sessions or
between the hours of 12 noon and 2.00pm’22 has not been provided in many
schools. In addition, ‘Deputy headteachers, assistant headteachers and
teachers on the pay range for leading practitioners are entitled to a break of
reasonable length as near to the middle of each school day as is reasonably
practicable’ 23. However, many school leaders are not receiving any break at
all.
1.54

Teachers with teaching and learning responsibility (TLR) duties and
leadership responsibilities have an entitlement to leadership and management
time, but this has often been removed during the pandemic. The NASUWT’s
teachers’ pay survey in Wales, which closed on 25 January 2021, indicates
that only one third of teachers in Wales (33%) have sufficient management
time to carry out their duties. 30% of teachers in Wales do not have any
management time for their TLR duties at all. 22% of teachers in Wales do not
have leadership time for school leaders’ duties. For 29% of teachers who do
receive leadership and management time, this is not guaranteed on their
timetable.

1.55

Teachers and school leaders have an entitlement under the STPC(W)D to a
work-life balance, provision for which is set out in the STPC(W)D as follows:
‘Governing bodies and headteachers, in carrying out their duties, must have
regard to the need for the headteacher and teachers at the school to be able
to achieve a satisfactory balance between the time required to discharge
their professional duties including, in particular, in the case of teachers to
whom paragraphs 50.2- 50.12 apply, their duties under paragraph 50.7, and
the time required to pursue their personal interests outside work.’ 24

1.56

Even before the coronavirus pandemic, teachers’ workload had spiralled to
unmanageable levels and there was widespread failure by schools to provide
a work-life balance to teachers and school leaders. The NASUWT’s most
recent Big Question Survey of teacher opinion in Wales was carried out in
March 2020 at the beginning of the lockdown. Even before the pandemic,
76% of teachers would not recommend teaching as a career to a friend or
family member and 74% had considered leaving the teaching profession. 85%
of teachers cited workload as their main concern about their job.

1.57

During the pandemic, many schools have acted as though the STPC(W)D has
been disapplied and the teacher workload crisis has spiralled.

1.58

It is vital that the IWPRB acts to reinforce the non-pay conditions which are in
the STPC(W)D. To a very large extent, teachers and school leaders are
paying the price of the removal of the Section 4 Guidance on non-pay
conditions from the STPC(W)D in 2013. The text of this Guidance should be
restored to the STPC(W)D, but in Section 3 of the STPC(W)D and as
statutory guidance.

22

School Teachers’ Pay and Conditions (Wales) Document 2020, Paragraph 51.3.
Ibid.
24
Ibid, paragraph 51.4.
23
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1.59

Moreover, the increase in workload from which teachers have suffered has
led to the current PPA provision in the STPC(W)D of not less than 10% of the
teacher’s timetabled teaching time25 becoming wholly inadequate to mitigate
teachers’ workload pressures. 10% of timetabled teaching time was always
intended to be a minimum level rather than a maximum and it needs to be
increased. After consultation with members over their workload, the NASUWT
calls on the IWPRB to increase PPA provision to 20% of timetabled teaching
time.

1.60

The NASUWT asks the IWPRB to anticipate a mental illness epidemic
amongst children and young people during 2021/22 and there will be a need
for a recovery curriculum to be put in place to enable the pupil population to
recover its health and wellbeing. Addressing the mental health and wellbeing
of teachers will also be a key factor in securing the education recovery pupils
will need following the pandemic. In this context, teachers will be relied upon
to provide a curriculum that is versatile, focused on personalisation and pupil
wellbeing, and there will be a need for a continued emphasis on public health,
both in terms of infection control and mental health.

1.61

Teachers will need time to support 2021/22’s newly qualified and recently
qualified teachers, who have endured the most daunting start to their careers
and will have an enormous professional development gap because of the
coronavirus pandemic.

1.62

The most vital resource in delivering this curriculum will be teacher time, and
the NASUWT believes that substantially increased PPA time is key to the
successful implementation of a recovery curriculum.

25

Ibid, paragraph 51.5.
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2. The Welsh Local Government Association’s (WLGA’s) Evidence
2.1

The NASUWT has previously commented on the issue of affordability earlier
in this Supplementary Evidence Submission. The WLGA also comments on
affordability, stating that any pay award for teachers must be ‘fully funded.’

2.2

As the NASUWT has previously commented, the NASUWT believes that
political questions over funding levels should not be a matter for consideration
by a public sector pay review body. However, the Submission from the Welsh
Government outlines the complexity of a funding system where local
authorities contribute to school funding through their taxation arrangements.
Under these circumstances, it is not unreasonable that local authorities should
contribute to workforce pay awards through local taxation.

2.3

The WLGA has asked the IWPRB to return to standard national statutory pay
scales. Of course, this was a key recommendation in the IWPRB’s 2nd Report,
but it is important that this is extended to leading practitioners, so that this
process is complete and consistent. It is also important that the Welsh
Government monitors compliance by all maintained schools with the new
statutory pay scales.

2.4

It is important that all local authorities, consortia and maintained schools are
clear about the provisions of the STPC(W)D, and the NASUWT advocates the
publishing of agreed additional statutory pay guidance. The preparation of this
guidance could be remitted to the Pay Policy Forum and the NASUWT is
always happy to submit text for additional statutory guidance to the Forum for
consideration.

2.5

The NASUWT agrees with the WLGA’s comments on the role and
remuneration of the leading practitioner range and the definition of pay
portability, which should be adopted by the Welsh Government. The
NASUWT continues to believe that the provisions on TLR payments and
special educational needs (SEN) allowances remain fully applicable to the
Additional Learning Needs Coordinator (ALNCO) role – the key is consistency
of application and implementation of those provisions.

2.6

The WLGA has raised a question about the suitability of the arrangements for
remunerating headteachers of more than one school, with the implication that
it wishes to see provisions in the STPC(W)D changed to enable the pay of
these headteachers to be increased. Given that the maximum headteacher
salary in the STPC(W)D is £117,197, and that this can actually be exceeded
by 25% in accordance with paragraph 10.2 of the STPC(W)D, the NASUWT
believes that the provisions in the STPCD are sufficient for the remuneration
of headteachers with the highest levels of responsibility. The resulting salary
of £146k is fair remuneration for headteachers in this category.
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3. Further NASUWT Evidence on TLR Payments
3.1

The NASUWT presents further evidence about the use of TLR payments in
this Supplementary Evidence Submission. The NASUWT closed a survey into
teachers’ pay in Wales on 25 January 2021, which has informed this
supplementary evidence. It was therefore not possible to include the research
findings below in the initial evidence submission.

Context
3.2

In the NASUWT survey, 33% of respondents stated that they held a TLR
whilst 58% did not hold an allowance (Fig.1). Sixty-three per cent of
respondents had never applied for a TLR (Fig.2). (Whilst this is paradoxically
higher than the 58% who claim not to hold an allowance (Fig.1), it makes
sense since a number of teachers have not had to apply for a TLR, even
though they hold one, as the TLR was part of the teaching post that they
originally applied for (for example, the post of Head of Faculty.))

TLR restructuring
3.3

Twenty-six per cent of these respondents said they have been subject to a
staffing restructure in the past three years (see Fig.3) Fig.2 shows that 8% of
these respondents have lost their TLR through such restructuring. Fig.4
shows that 17% saw their TLR value decrease, while 48% saw a change to
their TLR responsibilities/duties. It is notable in Fig.4 that 31% made specific
comments that related to a loss of a TLR post as a consequence of
restructuring – which further supports the data in Fig.2 on TLR loss.

3.4

The NASUWT understands that much of this restructuring has been
undertaken to support New Curriculum delivery, with Areas of Learning and
Experience positions created as a framework for it. Budgetary costs have also
been cited as the one of the main reasons for restructuring.

Current provisions
3.5

Eighty-seven per cent of these respondents have seen their workload
increase over the past three years (Fig.5). This creep in increasing workload
is despite Welsh Government steps to curb it through the setting up of a
Workload Monitoring Group, and this can be attributable to the consequences
of said restructuring so as to reflect the needs of the New Curriculum. The
specific comments as to how the workload has changed range from noting
that:




Their restructured TLRs now included more qualification-level subjects to
be responsible and accountable for. (For example, “Was given TLR raising
standards in mathematics across whole school by leadership. Now lead on
science, music and intergenerational work.”)
The statutory consequence of the new ALN bill has had an impact. (For
example, “Senco role has changed - hugely increased workload and
responsibilities.”)
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3.6

A shrinking workforce or a shrinking TLR structure concentrates workload
at middle-management level. (For example, “My department staff has
been cut drastically, and so naturally my workload has increased.”)

Only 33% of TLR-holder respondents claimed that the amount of dedicated
management time in their timetable, so as to discharge their TLR duties, was
sufficient. Alarmingly, 30% did not receive any built-in management time. This
is not in line with the provisions of the STPC(W)D and is unacceptable.

Undertaking of TLR duties without remuneration
3.7

Twenty-four per cent of respondents believed that they should be in receipt of
a TLR for the duties that they are accountable and responsible for (Fig.2).
This supports what the NASUWT has been hearing – especially in the primary
sector – that many responsibilities that meet the criteria for receiving a TLR in
STPC(W)D are not being awarded one. Teachers undertake TLR-specific
duties without remuneration, even though the STPC(W)D is clear on the
matter.

3.8

Worryingly, 49% of respondents are undertaking additional leadership or
management responsibilities without TLR remuneration for such activities
(Fig.7.). From the specific comments received about these responsibilities,
they concern (in order of frequency):






undertaking the role of curriculum lead;
second-in-faculty / department responsibilities (i.e. deputy curriculum
lead);
co-ordinating a cross curricular subject (e.g. numeracy);
serving as the ALNCO; and
serving on the SLT (as headteacher in one example).

Conclusion on TLRs
3.9

The provisions in the STPC(W)D that award and manage TLRs are adequate
and suffice. The evidence provided above suggests that there is a lack of
consistency in the application of these provisions. This can partially be
understood since the guidance on TLR management is scattered across
Sections 2 and 3 of the STPC(W)D. Clarifying the current provisions would
ensure consistency in their application, and this can be easily achieved by
simply collating the current provisions in Paragraph 20 to include the excellent
but often ignored guidance in Section 3 (paragraphs 49-56.)
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Figure 1: Are you paid any additional allowances?

Figure 2: Why do you not hold a TLR?
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Figure 3: Has your TLR been subject to a restructure in the past three years?

Figure 4: What were the main changes to your TLR as a result of restructuring?
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Figure 5: Has your TLR workload changed over the last three years?

Figure 6: Do you have management time blocked off your timetable specifically to allow you to discharge your TLR duties?
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Figure 7: Are you expected to undertake any additional management responsibilities (for example, leading or managing a
subject or pastoral role)?

4. Conclusion
4.1

It is clear that Education is going to form a crucial part of post-COVID
recovery of the nation, as it has played a crucial part in maintaining learning
through the public health crisis.

4.2

The shadow over teachers of a pay freeze is unacceptable at a time when
teachers have risen to the challenge of new pedagogical strategies and
frequent changes in curriculum and qualifications requirements. Should the
New Curriculum timetable be maintained, teachers will also have to face an
entirely new style of teaching and learning to be phased in from September
2021.

4.3

In these difficult times, Wales will still have to recruit, retain and motivate
teachers. Now, more than ever, the NASUWT believes that a substantial,
above-inflation pay increase for 2021/22 is necessary.

5. Annexes
1. School Workforce Annual Census data
2. Incomes Data Research (IDR) Report – A Review of school teachers’ Pay
in Wales compared with other Graduate Professions

21

