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Introduction

We wish you a happy new year and hope you had a restful Christmas break with
your loved ones.

We are almost 2 weeks into the Spring Term and already there is a hive of
activity on the HR front. Neo-natal Leave will be coming into force in April 2025
and the Paternity Leave (Bereavement) Act may be implemented at the same
time. The duty on employers to prevent sexual harassment came into effect on
26 October 2024 and we will explain what this means for schools.

Alongside updates on the forthcoming pay awards and other HR related matters,
we also have updates on the Croydon Education Partnership, HR and Governor
Service training.

There have been developments in case law relating to managing menopause in
the workplace. We bring you the case of Mrs A Hearer v South Lanarkshire
Council where a long serving teacher was dismissed after refusing to an
alternative school over fears that the move would exacerbate her menopausal
symptoms. This is an interesting case as this relates to a teacher in a school. It
demonstrates the steps that an employer must take to support an employee
where it is known that they have severe menopausal symptoms. The case
demonstrates the costs to employers where claims of disability discrimination
and unfair dismissal are upheld at employment tribunal.

Please do not hesitate to contact us if you have any questions about the items in
this newsletter or any other workforce matters.

We are looking forward to working with you over the coming Spring Term.

The School’'s HR Team



Pay Award 2024 and 2025.

Teachers.

School Teachers’ Pay and Conditions Document (STPCD) 2024 came into force
on 8 November 2024. This is following the government’s full acceptance of the
School Teachers’ Review Body's (STRB) recommendations for 2024. As a
reminder the pay award was a 5.5% uplift to all pay points and allowances for both
teachers and leaders.

Local authorities were asked to complete the LGA teachers’ pay and conditions
survey by 8 November 2024 to inform the NEOST response to the School
Teachers’ Review Body (STRB). The Department for Education’s (DfE) evidence
to the STRB was published late on 10 December 2024. A 2.8% pay award has been
recommended for teachers for 2025/26.

There are two additional points that are worth noting from the DfE’s evidence as
follows:

1. Para 101 “To cover the 2.8% award proposed for teachers, the Department
recognises that most schools will need to supplement the new funding they
receive in FY2025-26 with efficiencies”.

2. Para 102 “The Department assumes that, in planning their budgets, schools will
consider pay awards across the board, i.e. across both teachers and support staff”

We will provide further updates regarding the forthcoming negotiations in due
course.

Support Staff.

As a reminder, the NJC pay award was agreed by the National Employers and
majority of the national trade unions in October 2024. This was an increase of
£1,491 (including Outer London Allowance) for basic pay and 2.5% for allowances.
These increases applied to all support staff in Croydon schools employed on the
Local Government NJC terms and conditions of employment and was backdated
to 1 April 2024.

We will provide you with the recommendations for the forthcoming 2025/26 pay
deal in due course. The pay for 1 April 2025 will (in most school employers) be set
by or aligned with the NJC as the new School Support Staff Negotiating Body
(SSSNB) is not envisaged to be operational until 2027/28.

New Employment Law Changes
Neo-natal leave incoming from April 2025 (up to 12 weeks leave and a day one
right for parents of babies born within their first 18 weeks of birth requiring

neonatal care)

Paternity leave (bereavement) act may also be implemented from April 2025. This
is also a day one right for 2 weeks leave.

We will keep you informed on these changes as they develop.



Duty on employers to prevent sexual harassment

The Worker Protection (Amendment of Equality Act 2010) Act 2023, took effect
on 26 October 2024. This Act introduced a new legal duty on employers to take
reasonable steps to prevent sexual harassment and to create a safe working
environment for all workers. Employers are now required to take reasonable steps
to prevent sexual harassment in the workplace. This now includes third party
parties including visitors, contractors, volunteers, governors and pupils.

Employers now have a duty to anticipate when sexual harassment may occur and
take reasonable steps to prevent it. If sexual harassment has taken place, an
employer should take action to stop it from happening again. This sends a clear
signal to all employers that they must take reasonable preventative steps against
sexual harassment, encourage cultural change where necessary, and reduce the
likelihood of sexual harassment occurring.

ACAS has published its guidance ‘What sexual harassment is - Sexual harassment
and the Equality and Human Rights Commission (EHRC) has updated its guidance
on steps that employers can take to protect employees (including the EHRC
Sexual harassment and harassment at work: technical guidance). These came into
effect at the same time. This provides employers with the tools to conduct risk
assessments to prevent sexual harassment as well managing complaints of sexual
harassment.

We have drafted two new policy documents to be circulated with the local
teaching and support staff trade unions shortly for consideration. These are the
new Sexual Harassment Guidance for Schools and the new Dignity at Work Policy
for Schools. These documents will outline the actions that schools and academies
will need to ensure are in place to protect their employees against sexual
harassment. We will inform you once these policies have been approved for use.

Annual Leave for Non-Term Time Support Staff

A gentle reminder that the holiday year ends on 31 March 2025. Please encourage
your non term time support staff to use their outstanding holiday entitlement
before it expires.

Pension Update - Auto Re-Enrolment
Every three years your employer is required by law to enrol its staff into a pension
scheme if they are not already a member of a workplace pension scheme. This is
a government initiative to encourage people to save towards their retirement and
applies to every employer in the country.

Should your re-enrolment date fall in 2025, please remind your eligible staff that
they will be automatically enrolled into the Local Government Pension Scheme
(LGPS) or the Teachers’ Pension Scheme (TPS) as of your re-enrolment date. If
they wish to opt out, then they will be required to submit an opt out form
beforehand.

If you require further information or advice, please contact the Teacher’s Pension
Scheme at teacherspensionsteam@croydon.gov.uk or the Local Government
Pension Scheme at pensions@croydon.gov.uk. Further contact information can be
found at the end of this newsletter.


https://www.legislation.gov.uk/ukpga/2023/51/contents/enacted
https://www.acas.org.uk/sexual-harassment
https://www.equalityhumanrights.com/employer-8-step-guide-preventing-sexual-harassment-work
https://www.equalityhumanrights.com/guidance/sexual-harassment-and-harassment-work-technical-guidance
mailto:teacherspensionsteam@croydon.gov.uk
mailto:pensions@croydon.gov.uk

Shared Parental Leave Forms

We have seen a significant increase in applications for Shared Parental Leave. We
have added the Shared Parental Leave Forms to our website for access. These can
be found on the Croydon Education Partnership website under
Resources/Maternity & Paternity Forms.

As requests can often be complex, please contact your designated HR professional
before submitting the forms for a letter to be produced.

Unions Contact List
Contact details for unions can be found on the Croydon Education Partnership
website under Resources/HR Chapter 7a Employee Relations.

Training.
We are pleased to launch our new Sickness Absence Management in Schools
training course on 6 February 2025.

Our course aims to ensure that headteachers and line managers are equipped to
effectively handle different types of sickness absence. The course will be
presented by a member of our team and delegates will have the opportunity to
work through case studies to gain knowledge and experience to confidently
manage sickness absence.

The next accredited Safer Recruitment course will be held on 23 January 2025 at
the Clocktower offices starting at 9.30am. This is a full day.

This will be followed by the Safer Recruitment Refresher course on 30 January
2025. This is morning only at the Clocktower offices and starts at 9.30am. This
course is designed to provide school staff with updates of recent changes. If you
are interested, you must have attended the full course previously and provide your
Safer Recruitment Training certificate to verify this.

For booking details for all courses, please refer to the Croydon Education
Partnership website.
Courses | Croydon Education Partnership

Recent Employment Law Case

New guidance on menopause in the workplace, setting out employer’s legal
obligations under the Equality Act 2010, was issued by the Equality and Human
Rights Commission (EHRC) in February 2024, amid reports from many women of
the negative impacts of menopausal symptoms in the workplace, with some even
feeling compelled to leave their jobs as a result.

If menopause symptoms have a long term and substantial impact on a woman’s
ability to carry out normal day-to-day activities, they may be considered a
disability. Therefore, under the Equality Act 2010, an employer will be under a legal
obligation to make reasonable adjustments and to not discriminate against the
worker.


https://www.croydoneducationpartnership.org/courses/

Mrs A Shearer v South Lanarkshire Council:

Recently in an employment tribunal heard a case regarding a long serving teacher
(Mrs A Shearer) who was dismissed after refusing to transfer to an alternative
school over fears that the transfer would exacerbate her menopausal symptoms.

There was a high level of violence and injuries to teaching staff at the proposed
school for the transfer and the experienced long serving English language teacher
was concerned that the move would exacerbate her menopausal symptoms and
suspected that the move was punishment following a refusal by her to supervise
a pupil who’d been caught vaping on school premises.

Despite raising her concerns, these were rebuffed by the school’s Occupational
Health report. A subsequent grievance was also dismissed. Two other job roles
were deemed unsuitable.

The judge ruled that the school could have sent another teacher to the school in
her place having chosen to use a temporary staff member to teach English
language to cover Ms Shearer’s job. The judge went on to say that there was an
inextricable link to her aggravated symptoms and sickness absence following the
instruction that she should move schools.

The school, which seems to have known the extent of their employee’s debilitating
menopause symptoms, failed to take steps to avoid aggravating those symptoms
making her life very difficult.

Where an employer knows or has good reason to suspect an employee is
experiencing menopause symptoms that are significantly affecting their ability to
do some or all their job, they must hold (or at least offer to hold) a confidential
discussion with them, and then genuinely look for ways they can help.

It is crucial to engage in this process with an open, solution-focused mindset and
do everything reasonably possible to avoid known triggers.

Ms Shearer was awarded over £60,000 in compensation for disability
discrimination and unfair dismissal following the loss of her job in 2023.

Please note.

While we predominantly talk about women in relation to the menopause, we also
recognise that it can impact some transgender and non-binary people who will
require support and flexibility relevant to their needs.

Question and Answer.

“How can | manage proactively if someone’s performance is affected by the
menopause?”

» Have regular, informal catch-ups with employees.
» Approach performance conversations supportively and positively.

» Take any health issues fully into account where there is underperformance
on the part of an individual.



» |dentify any extra support or coaching the person may benefit from.

» Set reasonable timescales for improvements.

HR Newsletter - Croydon Education Partnership (Spring 2025)

The Croydon Education Partnership (CEP) is currently advancing the following
initiatives:

Recruitment and Retention Working Group:

The Recruitment and Retentions Working Group are pleased to announce an
education recruitment event scheduled for Saturday, 8 March 2025, from 10:00 AM to
1:00 PM, at London South Bank University, 3 Wellesley Road, Croydon, CRO 2AG.

The event will showcase a diverse range of exhibitors, including:

1. Teacher training providers, housing providers, and professional associations
2. Education settings from across the borough

If you'’re interested in exhibiting, consider collaborating as a Multi-Academy Trust or
Partnership to promote opportunities in the education sector. Participation in this
event is free of charge.

To secure your place, please complete the registration form by Friday, 31 January
2025:
https://forms.office.com/e/rOQvcAftwT

Additionally, a reminder that all Croydon education institutions can post their
vacancies at no cost on the CHTA Education Job board -
https://www.croydoneducationjobs.org/

Wellbeing/Mental Health Working Group

All Croydon schools were invited to take part in the 2024 Staff Mental Health and
Wellbeing survey which closed just before Christmas. The results are being analysed
and all schools that took part will be sent a full report on both their own findings and
those of the borough as a whole in the next few weeks.

The results will be used to plan and target support for schools and will also direct the
programme for the 2025 Wellbeing Conference (all schools that took part will have a
free ticket to the conference).

A number of schools have already applied for the Croydon Wellbeing Mark, which
requires schools to complete five easy-to-achieve commitments around mental health
and wellbeing.

The Group has also funded a pilot of the Thrive programme which will run initially in a
small group of schools.

Literacy/English Working Group

The Literacy Working Group is dedicated to enhancing pupils’ oracy skills across all
stages, from EYFS to KS5. They are actively exploring opportunities, including pilot
projects, partnerships, and conferences, to drive this initiative forward.


https://forms.office.com/e/r0QvcAftwT
https://www.croydoneducationjobs.org/

Additionally, 700 books by Verna Wilkins have been made available. Wilkins, who
founded Tamarind Publishing in the late 1980s, is known for creating books that
showcase positive representations of diversity and explore themes of inclusion. These
books are primarily suited for primary schools.

To learn more about Verna Wilkins and Tamarind Publishing, visit:
https://en.wikipedia.org/wiki/Tamarind_Books

Inclusion and removing the barriers:

The Inclusion Working Group has committed to the London Charter and is
collaborating closely with the Council to identify and promote good practices across
educational institutions in the borough. The Charter emphasises the following key
areas:

Embedding Equity and Diversity

Empowering Students as Active Citizens
Fostering Adaptability and Reflection

Expanding Focus Beyond Academic Achievement

The group is also keen to share examples of good, innovative or interesting practice
around Diversity, Equity and Inclusion. They are able to draw on the skills and expertise
in their network to make videos and other forms of presentation, in order to share
success stories that might inspire others.

HR Checklist things to do in the Spring Term.

1. Personal File Audit
The Spring Term is a good time to conduct an audit to ensure that personal
files are compliant and up to date. We have resources on our website in
relation to records management which you may find helpful. Please refer to
the HR Records Management Protocol section which is found under the
Resources area of our website.

2. Sickness Pay Audit
This is also a good time to conduct a sick pay audit to ensure that those
employees on sick leave are receiving the correct amount of sick pay. This
is especially relevant for those on long term sickness absence. Getting this
wrong can lead to overpayment and then having difficult conversations
about repayments.

Please check your employee sick records with your payroll provider and
identify who is due to go onto half pay and nil pay. The timescales will
depend on whether the employee is a member of teaching or support staff
and their continuous service. Please consult your HR Consultant for advice
if you are unsure.

3. Increase to Statutory Rates
Statutory rates including Statutory Maternity and Sick Pay are due to
increase in April. Please see the link below for further details.

Benefit and pension rates 2025 to 2026 - GOV.UK


https://en.wikipedia.org/wiki/Tamarind_Books
https://www.gov.uk/government/publications/benefit-and-pension-rates-2025-to-2026/benefit-and-pension-rates-2025-to-2026

The government has also raised the minimum wages rates for the London
Living Wage and National Living Wage. These will also increase in April.
Please see the link below for further details.

Minimum wage rates for 2025 - GOV.UK

. Teacher Resignation Dates
Please note that for teachers resigning their appointments with effect from
the end of the Spring Term, will be paid salary to 30 April.

However, in the case of a teacher resigning to take up an appointment with
another employer, they will be paid salary up to the day before the first day
of the new employer’s Summer Term if this is earlier than 1 May. They are
not required to attend the first days of the Summer Term with their former
employer if their Summer Term starts earlier than 1 May.

For both circumstances, all teachers resigning their appointments are
required to do so by 28 February.

. Annual Performance Appraisal for Support Staff

If your school’s annual performance appraisal cycle for support staff
operates from April to March in line with the annual pay award, then you are
required to complete your end of year performance discussions by 31 March.
New objectives will be set at the start at the Summer Term


https://www.gov.uk/government/publications/minimum-wage-rates-for-2025

Governor Services: Spring 2025 Training & Development Programme

Governor Services offer a wide range of training and development opportunities.
For further details on the courses go to: www.croydoneducationpartnership.org

Course Title Date

Cyber Security with the City of London Police (FREE Session)

Monday 13™

January
The role of data in holding school leaders to account Wednesday 15th
January
Chairs’ Briefing: Bromley Tuesday 21st
January
Accredited Safer Recruitment Training for Trustees and Governors Thursday 23rd
(F2F) January
Effective Minute Writing for Clerks Friday 24th
January
Chairs’ Briefing: Croydon Tuesday 28th
January

What does having a 'broad and balanced curriculum' at primary

level mean?

Thursday 30th

January
Clerks’ Briefing Friday 3lst
January
Financial Overview for Maintained Schools Monday 3™
February
Safeguarding for Trustees and Governors Thursday 6th
February
Building Great Relationships as a Governor or Trustee Tuesday 11th
February
Hot Topics for Trustees & Governors (Including an overview of the | Wednesday 12th
new RE Curriculum) February
Effective Governance and Challenge Thursday 13th
February
Pupil Premium: What Trustees and Governors Need to Know Tuesday 25th
February
The Art of Managing ‘Difficult’ Conversations Thursday 27th
February
Panel Training for Clerks Friday 28th
February

Pupil Exclusions: What Trustees and Governors Need to Know

Tuesday 4th

March
Ofsted: What Trustees and Governors Need to Know Wednesday 5th
March
Mental Health: What Trustees & Governors Need to Know Thursday 6th
March
Diarising and prioritising your work Tuesday T11ith
March
Welcome to Educational Governance (all three sessions must be Thursday 13th
attended) March



https://www.croydoneducationpartnership.org/courses/cyber-security-city-of-london-police-253071/
https://www.croydoneducationpartnership.org/courses/the-role-of-data-in-holding-school-leaders-to-account-253073/
https://www.croydoneducationpartnership.org/courses/chairs-briefing-bromley-252726/
https://www.croydoneducationpartnership.org/courses/bromley-la-forum-252615/
https://www.croydoneducationpartnership.org/courses/effective-minute-writing-for-clerks-252719/
https://www.croydoneducationpartnership.org/courses/chairs-briefing-croydon-252721/
https://www.croydoneducationpartnership.org/courses/what-does-having-a-broad-and-balanced-curriculum-at-primary-level-mean-252722/
https://www.croydoneducationpartnership.org/courses/what-does-having-a-broad-and-balanced-curriculum-at-primary-level-mean-252722/
https://www.croydoneducationpartnership.org/courses/clerks-briefing-252723/
https://www.croydoneducationpartnership.org/courses/financial-overview-for-maintainted-schools-253011/
https://www.croydoneducationpartnership.org/courses/safeguarding-for-trustees-and-governors-252729/
https://www.croydoneducationpartnership.org/courses/building-great-relationships-as-a-governor-or-trustee-252731/
https://www.croydoneducationpartnership.org/courses/hot-topics-for-trustees-and-governors-252733/
https://www.croydoneducationpartnership.org/courses/effective-governance-and-challenge-252737/
https://www.croydoneducationpartnership.org/courses/pupil-premium-what-trustees-and-governors-need-to-know-252739/
https://www.croydoneducationpartnership.org/courses/the-art-of-managing-difficult-conversations-252740/
https://www.croydoneducationpartnership.org/courses/panel-training-for-clerks-252741/
https://www.croydoneducationpartnership.org/courses/pupil-exclusions-what-trustees-and-governors-need-to-know-252743/
https://www.croydoneducationpartnership.org/courses/ofsted-what-trustees-and-governors-need-to-know-252744/
https://www.croydoneducationpartnership.org/courses/mental-health-and-wellbeing-what-trustees-and-governors-need-to-know-252745/
https://www.croydoneducationpartnership.org/courses/diarising-prioritising-your-work-252747/
https://www.croydoneducationpartnership.org/courses/welcome-to-educational-governance-all-three-sessions-must-be-attended-252748/

Thursday 20th
March &
Thursday 27th
March

Managing Complaints for Clerks

Friday 14th March

Diversity Equity and Inclusion (Both sessions must be attended)

Tuesday 18th
March &
Thursday 3rd April

Prevent Training for Croydon Trustees and Governors

Wednesday 19th
March

Bromley SEND Update for governors and trustees

Monday 24th
Match

Hot Topics for Clerks

Friday 28th March

Bromley LA Forum

Monday 31t March

What does having a 'broad and balanced curriculum' at secondary
level mean?

Tuesday 1st April

For more information, on how to book, costs and other governance learning
resources, please contact the Croydon Education Partnership Governance team

on 020 8726 6000 or educationgovernance@croydon.gov.uk



https://www.croydoneducationpartnership.org/courses/managing-complaints-for-clerks-252817/
https://www.croydoneducationpartnership.org/courses/diversity-equality-and-inclusion-for-trustees-and-governors-both-sessions-must-be-attended-253076/
https://www.croydoneducationpartnership.org/courses/prevent-training-for-croydon-trustees-and-governors-252750/
https://www.croydoneducationpartnership.org/courses/bromley-schools-send-update-252763
https://www.croydoneducationpartnership.org/courses/hot-topics-for-clerks-252760/
https://www.croydoneducationpartnership.org/courses/bromley-la-forum-252615/
https://www.croydoneducationpartnership.org/courses/what-does-having-a-broad-and-balanced-curriculum-at-secondary-level-mean-252765/
https://www.croydoneducationpartnership.org/courses/what-does-having-a-broad-and-balanced-curriculum-at-secondary-level-mean-252765/
mailto:educationgovernance@croydon.gov.uk

Contact Details:

Advice Line: 020 82415483
educationhr@croydon.gov.uk

Gordon Mackenzie - Schools HR Lead
gordon.mackenzie@croydon.gov.uk
020 8726 6000, extension 24295. Mobile: 07920657757

Fiona Evans - Schools HR Lead
fiona.evans@croydon.gov.uk
020 8726 6000, extension 24190. Mobile: 07920657755

Clare Harding - Schools HR Adviser
clare.harding@croydon.gov.uk
020 8726 6000, extension 22661. Mobile: 07356135297

Christine Lonsdale - Education Partnership Manager
christine.lonsdale@croydon.gov.uk
Mobile: 07920657797

David Wiggs - HR & Finance Service Centre Support Officer
croydonschools@croydon.gov.uk or david.wiggs@croydon.gov.uk
020 8726 6000, extension 22609.

Katie Compton - Employment, Skills & Apprenticeship Officer
katie.compton@croydon.gov.uk
020 8726 6000, extension 28387.

Recruitment Queries:

Teach in Croydon website: www.croydoneducationjobs.org.

Adverts on Croydon Council website: 020 8667 8337,
vacancies@croydon.gov.uk

DBS Queries: schoolsdbs@croydon.gov.uk

Occupational Health: humanresources@croydon.gov.uk

Teachers Pensions: Vicki Langston
020 8604 7190 (DDI); 020 8726 6000, extension 27014

Julia McDougall
0208 604 7383 (DDI), 020 8726 6000, extension 27056

teacherspensionsteam@croydon.gov.uk

Local Government Pension Scheme: 020 8726 6000, extension 44034;
pensions@croydon.gov.uk

Liberata Payroll

Technical support: LiberataSchoolsTechnicalSupport@liberata.com



mailto:educationhr@croydon.gov.uk
mailto:gordon.mackenzie@croydon.gov.uk
mailto:fiona.evans@croydon.gov.uk
mailto:clare.harding@croydon.gov.uk
mailto:christine.lonsdale@croydon.gov.uk
mailto:Gordon.mackenzie@octavopartnership.org
mailto:david.wiggs@croydon.gov.uk
mailto:katie.compton@croydon.gov.uk
http://www.croydoneducationjobs.org/
mailto:vacancies@croydon.gov.uk
mailto:croydonschools@croydon.gov.uk
mailto:humanresources@croydon.gov.uk
mailto:teacherspensionsteam@croydon.gov.uk
mailto:pensions@croydon.gov.uk
mailto:Tracy.musgrave@croydon.gov.uk

Team:

Richard Heywood - 020 8603 3340
Mary Rides - 020 8603 3343

Ann Smith - 020 8603 3352

Camila Politanski - 020 8603 3407
Frances Cockerton - 020 8603 3322

] educationenqguiries@croydon.gov.uk
). Education Services, Croydon Council,

& 8 Mint Walk, Croydon, CRO 1EA croydoneducationpartnership.org.uk
kot

020 8726 6000



