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Introduction  
 

The start of the school year is a time for new beginnings, and after all the difficulties of the past 18 
months, I hope that the new year has started well and that you had a good rest over the summer. 
 
Hopefully this year will see a return to ‘normality’ although inevitably there will be some ongoing 
impact as we learn to live with Covid-19. 
 
Changes to government guidance mean that many of the systems schools had put in place to limit 
the impact of Covid-19 are no longer required.  However, there is still a requirement for all 
organisations to manage the risks associated with Covid-19 and your risk assessments need to be 
‘living documents’ that are reviewed regularly.  It is important to engage staff in the process of 
reviewing arrangements – and this is reinforced by the legal requirement to consult with staff about 
health and safety matters. 
 
The importance of engaging with staff and their wellbeing is highlighted in the latest Ofsted 
framework with the three factors that distinguish outstanding leadership and management from 
good leadership and management all relating to the leadership of the workforce.  They are: 
 
- The importance of focused and effective professional development 
- Ensuring that effective and meaningful engagement with staff at all levels takes place, and that 

issues relating to workload are addressed 
- There is a high level of support for wellbeing issues 

 
To support schools in the area of wellbeing, an Education Wellbeing Charter has been launched, 
and you will find more information about this below. 

 
As a team we have said goodbye to Mark Langston who retired at the end of last term.  We all wish 
him well for the future.  We have been working from home since March 2020, but are anticipating 
that we will start to return to the office more frequently over the next few months.  While we are 
working like this, the best way to contact us is either via our email advice line or to contact your HR 
consultant.  All our contact details can be found at the back of the newsletter. 
 

We are looking forward to working with you over the coming term, and please contact your HR 
Consultant if you have any workforce related issues to discuss. 
 

The Schools HR team 
 
  



 

Changes to Covid-19 guidance  
 
On July 19th, the government announced the introduction of step 4 of lockdown easing and with 
it a series of changes that would apply in education settings.  This has removed the need for 
bubbles in schools but stresses the importance of carrying out a risk assessment to ensure that 
you do have appropriate control measures in place, including the measures to protect those 
who are clinically extremely vulnerable, and any changes that may take place if there is a 
significant rise in the number of cases at your school.  There should be consultation with staff 
about risk assessments.   
 
Specific guidance about health and safety responsibilities of schools can be found at 
https://www.gov.uk/government/publications/health-and-safety-advice-for-
schools/responsibilities-and-duties-for-schools#covid-19 
 
The latest general operational guidance for schools can be found at 
https://www.gov.uk/government/publications/actions-for-schools-during-the-coronavirus-
outbreak/schools-covid-19-operational-guidance 
 
Long Covid 
 
The medical research and understanding about Long Covid is progressing, however, much 
remains unknown at the present time.  It is clear that for some people Long Covid is very 
debilitating, and that the recovery from Covid varies greatly between individuals.  If you have a 
member of staff who has Long Covid, please contact your HR Consultant for advice. 
 
ACAS has published some guidance about Long Covid which can be found at 
https://www.acas.org.uk/long-covid  
 
Pay Settlements 
 
i. Teachers 

 
The draft version of the School Teachers Pay and Conditions Document (STPCD) was issued 
just before the end of term, and we are currently in the statutory consultation period with the final 
version expected to be issued towards the end of September/early October.  There are no 
anticipated changes for teacher pay other than for a consolidated pay award of £250 which will 
apply to those teachers earning less than £27,419 in Outer London, and will therefore only apply 
to some teachers on the unqualified teacher pay range.   
 
There are however some changes to other areas of the pay and conditions document – 
 
- Introduction of the option of awarding consecutive TLR3s provided that they relate to tutoring 

to deliver catch-up support to pupils on learning lost during the pandemic     
- Introduction of advisory points for those on the unqualified teachers pay range 
- Changes to reflect the fact that statutory induction for new teachers now lasts for two years 

instead of one year 
- Changes to reflect the additional bank holiday for the Queen’s Platinum Jubilee on 3 June 

2022 which reduces the number of days that teachers must be available to work to 194 and 
directed time to 1258.5 hours for the next academic year only 
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ii. Support Staff 
 

Pay negotiations between the National Employers and the Unions are ongoing.   
 
The unions rejected the National Employers offer of 1.5%, and National Employers have now 
made a final offer of 1.75% (with 2.75% on the first pay point).  The unions are now balloting on 
this offer, with outcomes likely to be known by late September/early October.  The unions have 
recommended that the offer be rejected. 
 
In addition to the pay award, National Employers have included in the offer the completion of work 
that has commenced about Term Time Only staff.  A few years ago a Term Time Only review 
group was set up, and as a result Part 4.12 of the Green Book was published.  Further guidance 
about sickness and maternity was promised, and it is the completion of this work that is being 
included in the pay offer. 

 
Keeping Children Safe in Education 2021 and Safer Recruitment 
 
A new version of Keeping Children Safe in Education (KCSIE) came into effect on 1 September. 
 
Although there have been no changes to the requirements around safer recruitment practice, the 
section of KCSIE relating to recruitment has been reorganized to align it with the recruitment 
process.  There is also more guidance and clarification about the checks that need to be 
undertaken and how to undertake them. 
 
The need to check an individual’s name on their birth certificate (where available) has been 
highlighted as a way of potentially identifying situations where someone’s name has changed and 
allows identity checking to be carried out more rigorously 
 
KCSIE 2021 also has a section about ‘low level concerns’ with regard to staff conduct.  We are 
working with our LADO about this, and he has explained that the London Child protection 
procedures require schools to consult the LADO to assess whether a matter is a low level concern 
or not, and these have not changed.  Schools should continue to consult the LADO on all matters 
regarding conduct that raises safeguarding concerns, however minor.  The changes to KCSIE do 
however emphasise how important it is to investigate and keep records about all safeguarding 
incidents.   

 
KCSIE 2021 can be found at Keeping children safe in education - GOV.UK (www.gov.uk) 
 
Our next Safer Recruitment Consortium accredited Safer Recruitment training will be delivered 
on line with part one on the morning of 30th Sept 2021 and part two on the morning of 7 October 
2021.  To book a space visit https://www.octavopartnership.org/courses/ 
 
Education Wellbeing Charter 

 
The DfE have worked with unions, schools and colleges and Mind to co-create a charter to 
highlight staff wellbeing in the education sector. It's a tool for schools and colleges to create, and 
publicly commit to, their own wellbeing strategies to help them protect, promote and enhance the 
wellbeing and mental health of their staff.  The charter: 
 
 was created by the education sector to highlight staff wellbeing in the education sector 

https://www.gov.uk/government/publications/keeping-children-safe-in-education--2
https://www.octavopartnership.org/courses/


 

 is a tool for schools and colleges to create, and publicly commit to, their own wellbeing 
strategies 

 is a declaration to protect, promote and enhance the wellbeing and mental health of everyone 
working in state education 

 includes 12 commitments on education staff wellbeing by DfE and Ofsted 
 sets out 5 principles of shared understanding on the meaning and importance of wellbeing 

and everyone’s roles and responsibilities 
 sends a message to everyone working in schools and colleges that their wellbeing and mental 

health matters 
 aims to improve wellbeing in schools and colleges by encouraging debate and accountability 

 
You can use the charter to: 
 
 show staff that you take their wellbeing seriously 
 open a conversation with staff about their wellbeing and mental health 
 create a staff wellbeing strategy 
 create a wellbeing-focused culture 

 
More information about the charter will be available over the Autumn Term, including information 
on how to sign up to it.  Schools are free to choose whether they will sign up to it, however, it is 
part of the national initiative to improve wellbeing in education, and the DfE has given the following 
reasons for signing up to it and the associated methodology:  
 

- Improved morale and productivity 
- Improved recruitment and retention of staff 
- Fulfils the legal duty to protect health, safety and welfare of staff 
- Wellbeing is part of the Ofsted framework 

 
National Tutoring Programme? 
 
The government issued guidance about the National Tutoring Programme for 2021/22 on 29 
July 2021, and it can be found at https://www.gov.uk/government/publications/national-tutoring-
programme-ntp/national-tutoring-programme-ntp  
 
There are two strands to the programme: 
 
i. Continuation of the National Tutoring Programme that was established in the 2020/21 

academic year with the option of using Tuition Partners and/or Academic Partners.  More 
information about this approach can be found at https://nationaltutoring.org.uk/academic-
year-2021-22  

ii. School led tutoring with the DfE providing ring-fenced grant funding directly to schools to 
support provision of school-led tutoring, in the academic year 2021/22.  The amount of 
funding will be proportionate to the number of pupil premium pupils on role.  More 
information can be found at https://nationaltutoring.org.uk/academic-year-2021-
22/school-led-tutoring and 
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment
_data/file/1015216/School-Led_Tutoring_Guidance_.pdf  

 
The school-led tutoring scheme is designed to complement the existing tutoring routes 
introduced in 2020 through the National Tutoring Programme (NTP). In 2021/22, the DfE will 
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expand the amount of tuition available through the programme to provide access for tutoring 
support to around 40% of Pupil Premium students, across all state-funded schools in England. 
The amount of funding available through the school-led tutoring grant reflects this, by providing 
sufficient funding to schools to offer tutoring support for the remaining 60% of Pupil Premium 
students. 
 
Schools will have flexibility to use this additional grant as they see fit in providing tuition support 
to pupils that can benefit most and will have freedom to determine who is best placed to deliver 
tutoring support to meet their particular needs, including utilising existing school staff or others 
who are familiar with their school and pupil needs. 
 
Appropriate remuneration will be required if existing school staff take on tutoring duties, and 
schools are advised to discuss how this is best achieved with their HR Consultant.  The change 
to the STPCD highlighted above through the award of a TLR3 is one option that can be used, 
but it is not the only option available.  When schools use existing staff to deliver the tutoring they 
will need to take into account whether they are taking on additional duties or simply changing 
duties.  They will also need to take into account whether they are meeting the criteria for the 
grant funding.  
 
Schools can exercise their discretion in determining which pupils are most in need of tutoring 
support, including using this grant to support tutoring for non-pupil-premium students, as they 
see fit. 
  
Further information about the funding and how schools can apply for it will be made available 
over the Autumn Term.  It is clear that while the funding is significant, it will not cover all costs 
with an expectation that schools will cover the remaining costs, for example through the 
recovery premium or through the pupil premium. 
 
DBS Outreach service   
 
The Disclosure and Barring Service (DBS) has launched a new Regional Outreach Service to 
focus on working collaboratively with safeguarding and recruiting organisations. The aim is to 
work closer with organisations and networks to build and develop relationships, acting as a 
single point of contact for all DBS related enquiries within their region.  
 
Kiran Rehal is the DBS Regional Outreach Advisor for Greater London and will be based in the 
region. She is available to discuss all matters in relation to DBS, as well as support you and 
your colleagues in safeguarding and safer recruitment. 
 
Kiran is able to work with you and your organisation in a number of ways, including:  
 
 Answering phone calls or emails to clarify any DBS related queries/questions or advice 
 Attending meetings, training, conferences or visiting organisations to have a face to face 

discussion (in lines with pandemic restrictions) 
 Developing and delivering presentations, workshops, webinars or discussions to provide an 

overview of DBS and safer recruitment 
 Taking any feedback, suggestions or comments from DBS experiences and feeding this 

back into the business 
 Helping to understand what level of check can be applied for and what information these 

checks will provide 

https://www.gov.uk/guidance/the-dbs-regional-outreach-service


 

 Informing organisations and employers of their duty or power to refer individuals who may 
pose a future risk of harm within regulated activity. Including an overview of: 

- How to make barring referrals; 
- When should a referral be made and 
- How DBS assess whether a referred person should be included on the 

Children’s and/or Adults’ Barred List. 
 

If you have any questions regarding the DBS or would like any further information, please do 
contact Kiran: 
Email: Kiranpreet.rehal@dbs.gov.uk  / DBSRegionaloutreach@dbs.gov.uk   
Tel: 0300 105 3081 

 
Additional funding for NQTs (2020/21 cohort)   
 
In recognition of the challenging initial teacher training and induction newly qualified teachers 
(NQTs) experienced in the previous academic year, all state funded schools that had an NQT 
who was due to complete induction in the summer of 2021 will have access to a one-off payment 
to further support the development of this cohort.  
 
Schools will have access to funding for the equivalent of an additional 5% off timetable for the 
academic year 2021/22 so these teachers have additional time to invest in their development. 
This time off timetable is not statutory but it has been designed to be used flexibly so that as many 
new teachers as possible can benefit from this additional support.  
 

 Time off timetable can be grouped together in different ways, for example, taken as whole 
days or half days.  It does not have to be taken as a 5% reduction in timetable each week, but 
must involve release time to undertake professional development activity. 

 Schools will be able to access DfE-accredited development materials based on the Early 
Career Framework for this cohort to use during this time off timetable.  

 Schools will receive this funding in summer term of 2022. Funding will be based on School 
Workforce Census returns. 

 
More information can be found at https://www.gov.uk/government/publications/coronavirus-covid-
19-induction-for-newly-qualified-teachers/covid-19-induction-for-newly-qualified-teachers-
guidance#additional-funding-for-those-currently-undertaking-induction  

 
Early Career Teachers: registration 
Please note that you are required to register whether or not you will be having and ECTs   
 
The DfE have launched a new Teacher CPD site where details of all new Early Career 
Teachers (ECTs) need to be uploaded - https://manage-training-for-early-career-
teachers.education.gov.uk/  
 
All schools are required to sign into the site as they either need to confirm how they plan to 
deliver statutory induction next year, or to confirm that their school does not expect any ECTs. 
 
This is in addition to registering with an Appropriate Body – which is only necessary if you have 
an ECT. 

 
Teacher Career Development reforms  
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In our Summer Term newsletter we highlighted some of the teacher career development reforms 
the government are introducing. 
 
These are summarized in the document “Delivering World Class Teacher Development” which 
can be found at 
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/fi
le/991390/Delivering_World-Class_Teacher_Development.pdf 
 
New frameworks and professional qualifications will underpin teacher career development. 
 
Lead Providers will oversee the delivery of the professional qualifications and they will be working 
with Delivery Partners, particularly Teaching School Hubs.  From September 2022, the Institute 
of Teaching will become the flagship Lead Provider showcasing exemplary delivery of the above 
reforms through the new ITT Core Content Framework, ECF, and the recently revised NPQs. 
 
Temporary changes to right to work checks extended until 5th April 2022 
(Following updated information in v2 of newsletter, May 2021) 

 
At the end of March 2020, the Home Office introduced temporary digital Covid 19 adjusted right 
to work measures.  As a result 
 

 Employers to carry out checks over video calls 

 Job applicants and existing workers to send scanned documents or a photo of documents 
for checks using email or a mobile app, rather than sending originals 

 Employers were advised to use the Employer Checking Service if a prospective or existing 
employee cannot provide any of the accepted documents 

 
On 27 August, the Home Office announced that these measures will remain in place until 5 April 
2022.  This supersedes the previous announcement whereby the in-person checks will be 
reinstated from 1 September 2021.    
 
The Home Office stated that Government has been undertaking a review of specialist technology 
which could support the permanent implementation of digital right to work checks.  This would 
allow UK and Irish citizens to undertake online checks using technology offering enhanced 
security. However in the interim, the Home Office has decided to defer the date for the end of the 
adjusted checks to 5 April 2022. 
 
From 6 April 2022, employers will be expected to be in possession of digital documents as 
opposed to scanned copies. 

 
To recap, you do not need to carry out retrospective checks on those who had a COVID-19 
adjusted check between 30 March 2020 and 5 April 2022 (inclusive) which is the period of time 
during which the adjusted checks have been in place.  
 
You will maintain a defence against a civil penalty if the check you have undertaken during this 
period was done in the prescribed manner or as set out in the COVID-19 adjusted checks 
guidance. 
 

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/991390/Delivering_World-Class_Teacher_Development.pdf
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For more information see https://www.gov.uk/guidance/coronavirus-covid-19-right-to-work-
checks#history 
 
Employment of European Economic Area (EEA) and Swiss citizens (but excluding ROI 
citizens) 
 
New immigration legislation for the employment of EEA citizens came into effect on 1 January 
2021, whereby all EEA citizens  arriving in the UK from that date must qualify for the right to 
work under the new immigration system, for example under the skilled worker route. 
 
As of 1 July 2021 the transition arrangements have ended and European Economic Area (EEA) 
and Swiss citizen’s job applicants can no longer rely on an EEA passport or national identity 
card to prove their right to work in the UK.  Their qualifying family members can no longer rely 
on residence documents (such as an EEA family permit or an EEA residence card) or a biometric 
residence card issued under the EEA Regulations. 
 
New guidance has been issued which applies to right to work checks carried out by employers 
from 1 July 2021. It applies both to newly hired employees and to follow-up checks carried out 
for existing employees (in the limited circumstances where these are required). 
 
There is an updated list A and list B which sets out the acceptable documents that employers 
can use to check that an individual has the right to work from 1 July 2021.  This can be accessed 
via the following link: 
 
Right to work checklist - GOV.UK (www.gov.uk) 
 
To establish a statutory excuse against a civil penalty for employing a migrant worker illegally, 
the employer must ensure that the right to work check is carried out in line with the applicable 
guidance on the date the check is made. Where illegal working is found, failure to have carried 
out a compliant check can result in a civil penalty, loss of a sponsor licence (if held) and other 
sanctions. 
 
Right to work checks can be completed for new hires prior to the first day of employment. 
Retrospective right to work checks are not required where these were correctly conducted in 
line with the applicable guidance on the date the check was completed. 
 
In other words, if an employer conducted a right to work check for a new employee on or before 
30 June 2021, but their employment commenced on or after 1 July 2021, provided that the check 
is compliant with the previous version of the guidance, it will still provide the employer with a 
statutory excuse against a civil penalty. 
 
The new guidance states that EEA citizens and their family members who arrived in the UK 
before the end of the transition period must have applied to the EEA settlement scheme before 
the deadline of 30 June 2021. However, the Home Office acknowledges that not everyone who 
is eligible to apply to the scheme will have made their application in time or received a decision 
before 1 July 2021,  In these circumstances the following government advice applies: 
 

 If an employee made an application under the EEA settlement scheme by 30 June 2021, 
but this has not yet been decided, they will retain the right of residence until a decision is 
made on the application and on any subsequent appeal. Where an EEA settlement 
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scheme application is pending, to conduct a compliant right to work check from 1 July 
2021, the employer will need to ask the employee for the Certificate of Application or 
email or letter from the EEA settlement scheme confirming that the employee has made 
the application and obtain a Positive Verification Notice through the Home Office 
employer checking service. 
 

 For those employed on or before 30 June 2021, if it later transpires that the employee 
has not made an application under the EEA settlement scheme, you do not automatically 
need to terminate their employment. Instead, advise the employee to file an application 
with the EEA settlement scheme within 28 days. You should then follow the same process 
to obtain the Certificate of Application and Positive Verification Notice. This concession 
remains in place until 31 December 2021. 
 

 Late applications to the EEA settlement scheme will be permitted where the individual 
can demonstrate reasonable grounds for having failed to apply by 30 June 2021. Eligible 
individuals will be issued with a 28-day notice in which to make the application. 
 

 EEA citizens who have not applied to the EEA settlement scheme and who wish to begin 
employment from 1 July 2021 onwards will not be able to do so unless they have 
alternative immigration status enabling them to work in the UK. 
 

 In August 2021, the Government announced that EEA citizens who make a late 
application to the EEA settlement scheme after 30 June 2021 will be able to seek new 
employment in the UK on or after 1 July 2021. Employers will need to obtain the EEA 
national's Certificate of Application and a Positive Verification Notice to establish a 
statutory excuse. 

 
This can be accessed via the following link: 
 
Use the Employer Checking Service - GOV.UK (www.gov.uk) 
 
The new guidance makes reference to the Home Office's roll-out of its digital immigration status, 
referred to as an "eVisa". Instead of a physical document, such as a biometric residence permit, 
the Home Office is increasingly issuing eVisas to enable individuals to evidence their 
immigration status. 
 
In order to conduct a compliant right to work check for an individual with an eVisa, employers 
will need to use the Home Office online right to work service. The employee will need to provide 
the employer with a share code to enable them to do so. Employers do not need to refer to list 
A or list B when conducting a check using the online service. 
  
The online service can be used for individuals who hold:   

 

 a biometric residence permit; 

 a biometric residence card; 

 pre-settled or settled status under the EEA settlement scheme; 

 status issued under the points-based immigration system; 

 a graduate visa; 

 a British National Overseas (BNO) visa; or 

https://www.gov.uk/employee-immigration-employment-status
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 a frontier worker permit. 
 
Please note the employer cannot use the certificate provided by the employee as this will not 
provide a statutory excuse.  They should use the share code on the gov.uk site and download a 
copy of the certificate for their records.  The government can track the use of the individual share 
code and will be able to confirm if the employer has completed the check.   
 
This can be accessed via the following link: 
 
View a job applicant's right to work details - GOV.UK (www.gov.uk) 
 

 
 

https://www.gov.uk/view-right-to-work


 

  Contact Details 
 
Advice Line: 020 8241 5483     octavo.hrservices@croydon.gov.uk  
 
Cathy Brearley – Head of HR -  catherine.brearley@croydon.gov.uk      
Mobile: 07920657772 
 
Gordon Mackenzie – HR Consultant - gordon.mackenzie@croydon.gov.uk  
Mobile: 07920657757   
 
Fiona Evans – HR Consultant – fiona.evans@croydon.gov.uk  
Mobile: 07920657755 
 
Christine Lonsdale – Recruitment and Development Consultant – 
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 8604 7251 
 
Recruitment Queries:  
 
Teach in Croydon website: www.croydoneducationjobs.org. 
 
Adverts on Croydon Council website: 020 8667 8337; vacancies@croydon.gov.uk  
 
DBS Queries: 020 8667 8337; schoolsdbs@croydon.gov.uk  
 
Occupational Health: Ritika Singh - Ritika.Singh@croydon.gov.uk 
 
Teachers Pensions: Vicki Langston – 020 8604 7190; Julia McDougall – 0208 604 7383;  
teacherspensionsteam@croydon.gov.uk 
 
Local Government Pension Scheme: 020 8760 5768 x 62892; pensions@croydon.gov.uk 
 
Liberata Payroll  
 
Technical support: LiberataSchoolsTechnicalSupport@liberata.com 
 
Team: 
Richard Heywood - 020 8603 3340 
Mary Rides - 020 8603 3343 
Ann Smith – 020 8603 3352 
Nandish Sheth – 020 8603 3335 
Camila Politanski – 020 8603 3407 
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