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SUBJECT: DEPUTE HEAD TEACHERS IN SPECIAL SCHOOLS JOB DESCRIPTION AND MANAGEMENT ARRANGEMENTS FOR THE EQUALISATION OF REMIT AND GRADE POINTS
    

  

  

  
1.0 PURPOSE

1.1.
To seek agreement at the LNCT to the principle and mechanism of ensuring that the job description, duties and responsibilities of Depute Head Teachers in special schools are broadly equalised and that as a result the salary grade applicable within each school is equalised.  
2.0
SUMMARY

2.1
The McCrone agreement “A Teaching Profession for the 21st Century” led to the need to restructure management arrangements within schools.  This, coupled with the introduction of a job sizing mechanism has produced variances and discrepancies across the authority’s schools.  However, these provisions have also provided opportunities for the Authority to take positive steps to help improve motivation, improve opportunities for professional development and help ensure that vacancies are filled without undue delay by high quality senior managers.

    
2.2
A generic job description for the post of Depute Head Teacher – Special has been produced along with management arrangements for the equalisation of remit and salary.  Both documents and attached as Appendix 1 & 2 respectively.    
3.0
RECOMMENDATIONS


It is recommended that the LNCT:

3.1
agree to the content of the generic job description in Appendix 1.    
3.2
agree to:-

-
the implementation of the management arrangements for the equalisation of remit and salary as detailed in Appendix 2.
-
that these arrangements should, where possible be implemented by 1 February 2006.

-
that resultant job sizing arrangements should be introduced as soon as possible.

-
that any resultant change in salary should be effective from 1 February 2006.
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  GORDON R SMITH
  Head of Community Services
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  Appendix 1 

                                                                       COMMUNITY

DEPUTE HEAD TEACHERS IN SPECIAL SCHOOLS

MANAGEMENT ARRANGEMENTS FOR THE EQUALISATION OF REMIT AND JOB SIZE
1.
It is recognised that special schools require strong, influential senior management teams that will collectively and individually lead schools to effectively and properly raise their levels of attainment and achievement.

2. It is therefore appropriate to determine a means of overtaking discrepancies and variances that exist in the remits and salary grades of Depute Head Teacher by taking positive action to improve motivation, enhance opportunities for professional development and help ensure that vacancies are filled without undue delay by high quality senior managers.

EQUALISATION OF REMIT – UNDERLYING PRINCIPLES
3.
This can be achieved by introducing the following provisions:

(a)
within each school the salary grade of each depute head teacher is ‘equalised’ and that

(b)
a review is undertaken at least annually of the duties and activities of each Depute Head Teacher in order that over a period of time they may  have the opportunity to experience a more rounded range of management functions of the school, closely associated with the Council procedures for Professional Review and Development. 

(c)
The job sizing of the DHT post is based on the premise that all DHTs in special schools will have similar responsibilities and workload. Although they may, and most likely will, carry different duties, it is possible to draw up a generic job size, consisting of composite and solus factors.  In light of this equalisation of responsibilities, it is intended that all DHTs, within the same school will broadly undertake near equal roles and responsibilities resulting in the same salary point. This structure will also allow for flexible interchangeable remits.

4.
CALCULATING THE JOB SIZE OF A SPECIAL DHT POST

In order to achieve a complete job size score for the DHT post, there are 3 factors to be taken into account:

(i)
Whole school information
This information, which varies from school to school is obtained from annual

census figures in accordance with SNCT Job Sizing guidelines.  Identical

information will be entered for each promoted post in any one school. The

information consists of:

1.4      Type of post – permanent member of SMT that does not include a     

            formal depute – Enter number of DHTs

1.9
Type of establishment - special


1.10 School Roll

1.11 Numbers of staff

1.12 FME

1.13 School Budget

1.14 Pupils with transport to school


(ii)
Composite Responsibilities
Each of the composite responsibilities should be entered for each DHT post in the job sizing toolkit.  Composite remits detail a generic level of responsibility.  However they do not specify exactly the area of work for which the responsibility is allocated.  For example in section 2.1 of the job sizing toolkit all DHT posts (Special) will have responsibility for 6-10 FTE teaching staff .  This overall generic responsibility will remain constant.  However the specific area of responsibility e.g. cohort of  teachers will be interchangeable between DHTs.

Section 2:
Responsibility for The Leadership, Good Management and Strategic 

Direction of Colleagues



2.1
Number of teaching staff
           enter 6-10 in both columns



2.2
Number of other staff


no entry



2.3
Accountability for budget

enter  value



2.4
Health and Safety


enter year groups

Section 3:
Responsibility for Curriculum development and Quality Assurance 

3.2       Development Plan  


          enter whole school policies



3.3
Curricular responsibility

   enter classes/subjects



3.4
other whole school responsibilities
   
 see solus



3.5
Timetabled teaching time

       enter hours eg 10

Section 4
Responsibility for Whole School Policy and Implementation



4.1
Behaviour policy



enter year groups

4.2
Guidance + Pastoral Care policy

enter year groups 

                                                                                    NO CASE LOAD



4.3
Assessment policy


            enter year groups

Section 5
Responsibility for Working with Partners



5.1
Working with parents


            enter whole school



5.2
Working with colleagues


enter whole school

5.3
Working with other establishments
            enter whole school 

and other agencies


(iii)
Solus responsibilities
Each of the solus remits should be entered against one DHT post in the job sizing remit.

Solus remits detail an area of responsibility and are specific to the area of work for which responsibility is allocated.


3.4
Timetabling




yes


3.4
ICT





yes


4.1
Behaviour Policy



whole school


4.2
Guidance




whole school


4.3
Assessment Policy



whole school


For each solus responsibility there is a value and this can vary from 
school to school. 

Normally only one DHT post will be responsible for any one (or more) of the solus remits. For example in Section 3.4 of the Job Sizing Toolkit only one DHT post may be allocated whole school responsibility for ICT at any point in time. However, following a review, this may be exchanged for an alternative solus remit.

Where the number of DHTs in a school is less than the number of solus remits available, then the Head Teacher will ensure that all DHTs have broadly equitable roles and responsibilities resulting in the same salary point.

Although a whole school responsibility will be allocated against solus remits, this will not involve an additional line management responsibility for teaching or other staff.

6.
INTERCHANGEABLE REMITS
The provision of high quality education must always be the primary factor in the decisions taken by the Head Teacher and senior management team of a school. However, that being said it must be recognised that DHTs like all employees have continuing professional development needs.


The Council’s Professional Review and Development Policy makes provision 
for all teachers, including DHTs to meet with their line manager to discuss 
potential development needs and the means of overtaking these.


During this annual review, both parties (DHT and HT) may discuss  the
appropriateness of using the interchangeable composite and solus remits to 
meet development requirements.

The review will also be determined through a collegiate approach to help ensure that equalisation of remits takes full regard to equity in relation to workload and the professional development of staff.

The Head Teacher, taking into account the needs of the school along with the development requirements and existing and desired skills and experiences of DHTs will review and as appropriate vary, on an annual basis, the specific composite and solus remits delegated to the senior management team of the school.

Appendix 2
TO BE AGREED LNCT 

EAST DUNBARTONSHIRE COUNCIL

EDUCATION SERVICE

POST OF

DEPUTE HEAD TEACHER

SPECIAL

JOB DESCRIPTION

	SPECIAL SCHOOL:

	RESPONSIBLE TO:  HEAD TEACHER

	CURRENT SALARY £                                                   DHT POINT:

	MINIMUM MANAGEMENT TIME    

	This is a generic job description for posts of Depute Head Teacher in Special Schools.  The specific duties allocated to each post may vary from school to school and from post to post but will, nevertheless relate directly to this generic job description and to the management time allocation for the post.


1.
Job Description – Depute Head Teacher, Special

(i) In addition to the duties of a teacher, the Depute Head Teacher, as a

member of the Senior Management team of the school, shall have a remit drawn from the following responsibilities, duties and activities.

(ii)
This is a generic job description for posts of Depute Head Teacher in Special  Schools.  The specific duties allocated to each post may vary from school to school and from post to post but will, nevertheless relate directly to this generic job description and to the management time allocation for the post.

2.
Leadership, Good Management and Strategic Direction of Colleagues

(i) Responsible to Head Teacher for leadership, good management & strategic direction of the school.


(ii) Assist and where designated deputise for the Head Teacher in the 

conduct of the schools affairs

(iii) Provision of professional advice, support and guidance to teaching and 

            other staff as appropriate.

(iv) Management of health and safety issues affecting year groups, and/or 

           specialist sections .

(v) Responsibility for budgetary matters as delegated by the Head Teacher.        
(vi)
Responsible for the arrangements related to and the deployment of 


probationer and student teachers.

(vii)
Responsible for the welfare and pastoral care of staff.

(viii) Participation in the recruitment and selection of teaching and school 

              support staff as delegated by the head teacher.

(ix) Direct line management responsibility for teaching staff as delegated              
              by the Head Teacher 

(x) Co-ordination of the activities of teaching and other staff, as appropriate.

3.
Learning & Teaching, Curriculum Development & Quality Assurance

(i)
Teaching assigned classes together with associated preparation             
and correction.

(ii)
Production and implementation of development plans relating to          
year groups and/or specialist sections and/or the whole school.

(iii)
Contribute to the school Standards and Quality Report as delegated 

by the Head Teacher.

(iv)
Contribute to the School Development Plan as delegated by 

the Head Teacher.

(v)
Monitoring and evaluating learning and teaching.












                     
(vi)
Self evaluation and planning for improvement.

(vii)
Timetabling learning and teaching according to the resources 

of the school.

(viii)
Ensuring that curriculum structure, progression planning and 

resourcing is managed accordingly to the needs of the school.

(ix)
Supporting and implementing the education service policy 

on quality assurance.

(x)
Contributing to improvements in learning and teaching.

(xi)
Developing the performance of teaching and school support staff.

(xii)
Responsibility for the Professional Review and Development 
         
of teaching staff as delegated by the Head Teacher.

(xiii) Promote the CPD needs of teaching staff.

4.

The Development and Implementation of School Policy

(i)
During the course of the development cycle an individual Depute will have responsibility for the co-ordination of national, local authority and school policy in relation to one or more of the following:- 


(i)
Pupil Behaviour Management e.g.


             



-
developing a positive ethos




-
discipline, promoting positive behaviour




-
anti-bullying

           

-
Tackling Racist Incidents Within Education Service   


(ii)
Guidance and pastoral care and pupil welfare e.g.
             



-
pupil care and welfare




-
support for pupils with additional support needs




-
medical needs of pupils




-
child protection


(iii)
Curriculum and Pupil Assessment e.g.

             
3-18


-
raising achievement




-
intervention




-
additional support for learning

5.
Working in Partnership

(i) Additional whole school responsibility to work within the school 



and with representatives of other establishments and agencies on 

issues that will impact on year groups, specialist sections and/or 

the whole school.

(ii) Working with parents – e.g. preparing and presenting curriculum           
workshops to parents.

(iii) Co-ordinating, leading or working with colleagues in the same 

establishment e.g. preparing and delivering in-service workshops 

on curricular areas.

(iv) Working with representatives of other establishments agencies               
and services e.g. Psychological Services, EQDS, Education Support 

Services, Promoted Staff in other schools, Social Work Department, 

SQA, HE/FE/Local Community groups, etc.

6.
Other Duties


(i) Liaison and negotiation with teacher and school support staff professional associations and trade unions.

(ii)
To undertake such other duties as may from time to time be assigned by the head teacher within the context of Annex B “A Teaching Profession for the 21st Century”.
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