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Education Committee 

2nd Meeting, 2007 

Wednesday 24 January 2007 

The Committee will meet at 10.00 am in Committee Room 1 

1. Implementation of the Teachers' Agreement: The Committee will take 
evidence in roundtable format from— 

Greg Dempster, General Secretary, and Tom Burnett, President, Association 
of Headteachers and Deputes in Scotland; 

George MacBride, Convener of Education Committee, and Ronnie Smith, 
General Secretary, Educational Institute of Scotland; 

Charlie McAteer, President, and Lindsay Roy, Past President, Headteachers’ 
Association of Scotland; 

Bill Cook, Scottish President, and Jane Peckham, Senior Organiser, National 
Association of Schoolmasters Union of Women Teachers; 

Susan Leslie, Chairman of Scottish Executive Committee, and Jim O’Neill, 
Professional Officer for Scotland, Professional Association of Teachers; 

David Eaglesham, General Secretary, Scottish Secondary Teachers’ 
Association. 

2. Implementation of the Teachers' Agreement: The Committee will take 
evidence from— 

Robert Black, Auditor General, and Antony Clark, Assistant Director, Public 
Reporting Group, Audit Scotland. 

and then, not before 12.00, from— 

Hugh Henry MSP, Minister for Education and Young People 

Liz Lewis, Head of Schools Group, and Dougie Atkinson, Policy Manager, 
Teachers’ Agreement Communications Team. 

3. Protection of Vulnerable Groups (Scotland) Bill: The Committee will consider 
its approach to Stage 2 consideration. 
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HEADTEACHERS’ ASSOCIATION OF SCOTLAND 
 

SCOTTISH PARLIAMENT EDUCATION COMMITTEE MEETING 
24 JANUARY 2007 : 10.00 A.M. 

 
 
HAS notes that both the Audit Scotland and the HMIe reports on progress in implementing the 
McCrone agreement recognise that there is some way to go before the agreement is fully 
implemented.  Their reports are, therefore, snapshots of progress to date.  The Audit Scotland 
report is a mid-term report: a first stage review of the cost and implementation of the teachers’ 
agreement, A Teaching Profession for the 21st Century.  The HMIe report acknowledges that 
implementation is, ‘a work in progress’. 
 
Both reports are mainly positive about how successfully implementation has been carried out.  
Among the successes noted are 
 

 Salary increases  
 Reduction in class contact time 
 Improved recruitment 
 Stability in industrial relations 
 Improvements in Initial Teacher Education 
 Induction scheme of excellent quality 
 CPD of quality promoted for all staff with evidence of benefits 
 Additional Support Staff employed and working effectively 
 Classroom Assistants have been more successfully deployed in primary schools than 

secondary 
 Business Managers – a real strength 
 New structures offering opportunities for collegiality 
 LNCTs have generally worked well 
 Principal Teachers in primary school have brought real benefits 

 
However the Audit Scotland report emphasises the need for quantitative and qualitative 
measures to be developed to assess what has been achieved and what has yet to be fully 
delivered.  Among areas for which measures could be developed are: 
 

 Impact on educational attainment 
 Improvements in classroom practice 
 Quality of education leadership 
 Workload 
 Workforce morale and approach to work 
 Recruitment and retention 

 
HMIe reports that there are areas needing attention. 
 

 Need for more high quality teachers aspiring to Chartered Teacher status.  Potential of 
Chartered Teachers to show leadership in mentoring colleagues and model good practice 
has not yet been realised. 
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Only 335 teachers had achieved Chartered Teacher status by autumn 2006.  Of these 
282 did so by accreditation of prior learning.  The remaining 53 completed a course 
offered by approved providers.  A further 2000 staff are on various points of the course 
mainly at module 1 and 2 level.  It was noted that Headteachers and Education 
Authorities had no influence on the selection process for Chartered Teacher candidates.  
Few teachers agreed that the Chartered Teacher route had the potential to provide 
fulfillment in their career. 

 
Although in general there is a more collegiate atmosphere in schools, there is a  
 

 Need for Education Authorities to discuss at LNCTs how collegiality is developed not just 
in decision making but also in taking responsibility for effecting improvements.  There is a 
need for further emphasis on teachers’ enhanced professional role and their 
responsibilities in relation to the wider agenda of services for children and leadership at 
all levels among school staff to improve learning. 

 
 In striving for continuous improvement, Education Authorities and schools need to 

develop further collegiality and flexibility among their staff. 
 

 Need for appropriate CPD for Principal Teachers especially on leadership for learning 
and management of CPD for their colleagues. There is little evidence of sufficiently 
effective and cohesive monitoring and evaluation of the impact of CPD on pupils’ 
experiences and attainment.  What constitutes CPD should be further defined at school 
level. 

 
 Workload remains an issue with teachers and senior staff.  Thirty five hours are seen as 

insufficient to do the job.  In some Authorities promoted staff were not allowed enough 
management time. 

 
 Need to evaluate new promoted post structures which should evolve to meet the needs 

of pupils and the curriculum. 
 

 Job-sizing, it was noted, had impacted on movement of staff because conserved salaries 
made other posts financially unattractive. 

 
 A few LNCTs were hampering the pace of progress and in some Authorities agreement 

had only just been reached on senior managers observing classes.  In a small number of 
Authorities, officers cannot observe classes. 

 
 Although there were some signs of improvement in Learning and Teaching these were 

patchy 
 

 There were signs of improvement in leadership in all sectors but there were still important 
or major weaknesses in a minority of cases. 

 
HAS believes that, emerging from the Audit Scotland and the HMIe reports,  the following are the 
most important issues  
 

 Collegiality 
 Job-sizing – recruitment crisis at senior management level – succession planning - 

inflexibility – new responsibilities – changing duties – evolving structures – review of 
structures 

 Standard for leadership 
 Standard for Full Registration 
  Review of Chartered Teacher role and process 
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  Implementation of Stage 4 
 Development of measures to assess the qualitative and quantitative impact of the 

agreement. 
 
Charles McAteer -  HAS President 
 
Lindsay Roy - HAS Past President 
 

Headteachers’ Association of Scotland 
University of Strathclyde 

Jordanhill Campus 
Southbrae Drive 

Glasgow 
G13 1PP 

 
Telephone 0141 950 3298  Mobile 07718933349 email: head.teachers@strath.ac.uk 
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Implementation of ‘A Teaching Profession for the 21st Century’ 
 
AHDS (Association of Headteachers and Deputes in Scotland) has over 1400 
members including around half of Scotland’s primary Headteachers.  
Membership is open to Headteachers and Deputes from nursery, primary and 
special schools.  
 
As has been recognised by the Audit Scotland report in May 2006 and the 
HMIe report of January this year most aspects of the agreement have been 
fully implemented (one of the most notable exceptions being that some local 
authorities still do not have principal teachers).  There has been criticism that 
the agreement was not linked to outcome measures and robust defence from 
the classroom teacher unions that the agreement has delivered stable 
industrial relations and addressed the issues of recruitment and retention 
identified by the McCrone report.  As representatives of leadership teams in 
primary, nursery and special schools we believe that implementation of the 
agreement has been very positive for classroom teachers; the benefits for 
pupils are as yet unproven; but as a result new problems have been created 
in relation to workload, recruitment and retention of school leaders. 
 
Impact on pupils 

“…it is clear that the implementation of the Teachers’ Agreement has 
yet to improve significantly the learning of children as a whole.” (HMIe, 
page iv) 

 
Clearly the main impacts on pupils are expected to come through the 
increased capacity of classroom teachers to plan, prepare and reflect 
professionally with colleagues.  This increased capacity is to be delivered 
through RCCT (Reduced Class Contact Time).  It should surprise no-one that 
this has not yet delivered significant improvements to childrens’ learning as 
the full entitlement of RCCT has only been in operation since August 2006 
(final text of the HMIe report cannot have been agreed any more than a 
month or two after that) with the first phase only in operation since 2004.  
RCCT will need time to bed in before we can expect to see identifiable 
improvements in the learning of children – this will take years rather than 
months.  
 
Of more concern to AHDS is the quality of education received during RCCT 
and the conflict between delivery of RCCT and the principles of A Curriculum 
of Excellence.   
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Impact of RCCT on workload of school leaders 
“RCCT (time spent in class) are working well for classroom teachers, 
but have contributed to an increased workload for head teachers.” 
(Audit Scotland, page 17) 
 
“In a few schools, aspects of the arrangements were inappropriate.  
Senior managers were too often taking classes, or taking lengthy 
assemblies which teachers did not attend, to deliver NCCT to 
teachers.” (HMIe, page 6) 

 
AHDS agrees with the statements above but feels that the HMIe comment 
understates the prevalence of ‘inappropriate arrangements’.  In a survey 
conducted by AHDS in September 2006 responses from members 15 out of 
32 local authorities highlighted the use of whole school assemblies to deliver 
these new working time arrangements.  More than half of the responses 
reported school leadership teams being routinely used to provide cover for 
delivery of RCCT.  We were disappointed to find so many of our members 
taking these approaches.  It is important to ask why this might be the case. 
 
AHDS is concerned that there is not the capacity in Scottish education as a 
whole to deliver RCCT without a negative impact on the workload of school 
leaders, pupils’ quality of education and initial teacher education.  Whether 
this is due to a lack of money in the system, money being diverted to other 
local budgets (inside or outside education), a lack of available human 
resources or an unwillingness to take hard decisions (i.e. larger classes) is 
unclear – and probably all of these are true in different parts of Scotland. 
 
While appreciating the Executive’s efforts to make more teachers available in 
a very short period of time, the current training process for the majority of 
primary teachers is only one year rather than four. We feel very strongly that 
this is inadequate and undermines the impact of the excellent arrangements 
for probationers.  Further, while probationers from the one year course can 
go on to be excellent teachers they can often result in a significantly greater 
requirement for support from teachers and school leaders. 
 
AHDS recognises the value of additional planning and preparation time for 
classroom teachers.  However this should not be delivered at the expense of 
quality of education for Scotland’s children or the capacity of school leaders to 
effectively manage and lead their establishment.  AHDS accepts that a part of 
the role of school leaders is to provide class cover for staff absences in the 
event of illness or emergency but routine or extended provision of cover in an 
effort to deliver RCCT is unacceptable.   
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Two possible solutions to the current situation are to protect management 
time so that the capacity of school leaders to manage and lead their 
establishments is not impaired, or to consider how additional preparation and 
planning time can be given outside of the pupil day. 
 
Impact on recruitment and retention of school leaders 
 
In the last few years we have seen a significant reduction in the number of 
applications for headship.   This is currently a problem in many countries 
around the world so there are clearly a great number of issues at work.  We 
believe that the single biggest factor in Scotland is the impact of job sizing. 
 
Job sizing has resulted in there being no discernable career pathway that can 
be followed in Scottish Education (it no longer follows that ambitious leaders 
should start as a depute in a small school, move to depute in larger school, 
become headteacher of a smaller school and then move to lead a larger 
school).  Often, depute headteachers find themselves paid more than 
headteachers in similarly sized neighbouring schools and only a couple of 
thousand pounds less than the headteacher of their own school.  This means 
there is very little financial incentive for deputes – in particular our most 
experienced and able deputes – to take on a headteacher role (and all the 
responsibilities that go with it).  
 
AHDS believes that removal of this disincentive – i.e. the creation of a 
financial incentive to take the step into headship – would go some way to 
addressing the emerging crisis in the recruitment and retention of 
headteachers. 
 
Job-sizing should be reviewed as soon as possible to address this issue and to 
recognise that there are now leadership roles not conceived of at the time the 
toolkit was developed. 
 
 
Chartered Teacher 
 
This element of the agreement was successfully implemented.  However, 
AHDS welcomes the review of Chartered Teacher and feels that there could 
be improvement to the system in two key areas.   
 
The first is that candidates should receive sign-off from the headteacher/local 
authority to embark on study.  This will ensure headteachers are aware which 
members of their staff are seeking chartered teacher status (not necessarily 
the case at present) and will prevent situations where headteachers have 
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concerns about a teacher’s competence and find that the individual concerned 
is seeking chartered teacher status.  The second is that there should be 
increased expectations of what Chartered Teachers will contribute to their 
establishment both during and after study. 
 
 
AHDS 
January 2007 
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‘A  TEACHING  PROFESSION  FOR  THE  21ST  CENTURY’ 
 
PAT (Scotland) welcomes the opportunity to provide this written evidence which 
represents the view of its members and Scottish Executive Committee. 
 
General 
 
The scope, ideals and generalised outcomes of the Teachers’ Agreement of 2001 were 
very ambitious, so it is not surprising that after what is only a very short time in 
existence, (remember the final piece of the agreement jigsaw only fell into place in 
August 2006) it is still considered ‘work in progress’.  However, there are some major 
successes; specifically, a more stable, better motivated, better qualified and better 
supported teaching force which is better equipped to contribute to a constantly 
improving Scottish education.  The Teachers’ Agreement said little about the intended 
specific outcomes, therefore it must be seen as part of several linked and related policy 
changes, initiatives and funding streams, all of which have contributed to a more 
flexible profession capable of responding positively to our changing communities.  It is 
the overarching review, Improving Scottish Education (HMIe 2006) that gives the 
whole picture. 
 
Career Structures 
 
Perhaps the most successful part of the implementation of the Teachers Agreement has 
been the introduction of the guaranteed Induction year for probationers.  The review of 
ITE and partnerships with TEI’s have created a more focussed and streamlined 
experience for new entrants to the profession.  The arrangement put in place by local 
authorities to support their probationers should be the standard and a model for the 
support of all education professionals. 
 
A review of the role of PT subject in secondary schools and a reduction in middle 
managers was not part of the Teachers’ Agreement, therefore any issues about faculty 
arrangements are irrelevant in this review of the Teachers’ Agreement.  It is interesting 
that in some authorities where PT subject in secondary schools have been retained there 
are no PT’s in primary schools.  The evidence about attainment, achievement and 
discipline from schools which have moved to faculty structure is very mixed.  Further 
evaluation would be welcome but constant change to structures is also unhelpful.  Issues 
about the lack of subject specialist support might be related to the changes to middle 
management in secondary schools and the authority advisory services. 
 
There still are under the surface rumblings about perceived inequalities and injustices.  
The ‘job Sizing’ exercise was not always satisfactorily or sympathetically handled in a 
transparent or accountable manner for example – at a time when there was a 
requirement for a culture and way of working practices change to which many existing 
teachers needed time to adjust.  Conservation of salary after job sizing, although very 
welcome and positive, may have had a negative effect by causing lack of movement and 
blocking the progression and development of others. 
 
New Working Arrangements in Schools 
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It is important to remember that before the Teachers Agreement teachers had a 
‘notional’ 35 hour working week.  The formal 35 hour working week was brought in at 
the insistence of COSLA and SEED and has helped to create the notion of a profession 
of clock watchers who count hours under rigid headings.  To some extent that is true but 
it is not solely the fault of teachers or their unions. 
 
It is important to retain a measure of flexible control over the demarcation of time 
within the 35 hour working week at school level, in order to give teachers the time they 
require to implement new initiatives.  Reduction of class contact time will take time to 
bed down.  There have been initial problems in the administration of cover that have 
impacted adversely on learning and teaching but should improve in the long term.  The 
use of specialists in primary schools can work well but again flexibility must be built 
into the option in order not to diminish class teacher’s skills in particular curricular 
areas. 
 
There is still a requirement for further review and guidance on good practice relating to 
cover for primary teachers preparation time.  The use of Assemblies to deliver reduced 
class contact time has been and continues to be a particular concern, as is the 
detrimental effect all round of head teachers, particularly in smaller primary schools, 
regularly having to give up their management time in order to cover the preparation 
time of their staff members. 
 
Out of school activities supervised by teachers within the 35 hour week has not 
increased as was suggested by COSLA and SEED at the time of the negotiations.  Whist 
there remain differences and discrepancies about the way out of school activities are 
rewarded, the increase in such activities envisaged is unlikely to happen. 
 
Salary 
 
The increases in salary have largely addressed the issues of recruitment, retention and 
deteriorating industrial relations.  However, the increases in salary were never part of 
performance related pay or linked specifically to improvements in attainment and 
achievement.  A better-motivated teaching force in a more stable atmosphere must be 
better for pupils but using the crude measure of exam results alone will not show that.  
There is not a quantifiable direct link between the benefits of the agreement and the 
number of exam passes achieved.  Other factors such as cultural or socio-economic have 
to be borne in mind.  A better motivated, rewarded, supported, qualified and flexible 
profession will have a major contribution to make to improvements in schools but the 
existing basket of measures and indicators is the way to measure this.  Performance 
measures and indicators were set out after a completely separate set of negotiations, 
although they were taking place at much the same time.  It is not possible to make an 
artificial link between the Teachers Agreement and improved attainment or 
achievement. 
 
The current view of measures and indicators show how difficult it is to measure pupil 
attainment and achievement and these indicators are constantly being reviewed.  PAT 
would therefore reject any attempt to link the two processes. 
 
Developing and Supporting the Profession 
 
As for a better qualified teaching force, the evidence here from the HMIe report, 
supported by our own members’ comments, is that it is at best patchy.  The agreement 
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puts an onus on all concerned to provide or accept 35 hours per year of CPD.  However, 
we hear of teachers being unable to access such training because of financial constraints 
-  can’t release you to attend – or the actual timing of such provision.  Those in authority 
can not on one hand talk glibly about achieving a ‘work/life balance’ whilst on the other 
hand expecting staff to access training out with the normal working week.  There also 
needs to be a consensus about what constitutes CPD with a wider interpretation of the 
concept being needed.  Formal courses are not always the best way to deliver effective 
relevant CPD.  35 hours every year is leading to teachers either doing the same training 
every year or attending courses which are irrelevant just to complete the hours.  
Provision needs to be flexible and on a planned developmental basis, so as to maintain 
relevance, otherwise schools may be short staffed and committing finance to allow 
teachers to attend courses from which neither the school nor the teacher will benefit.  
 
As for better supported, this Association by having Classroom Assistants and Learning 
Support Assistants (or whatever name used in their Authority) in membership alongside 
our teacher members, is well place to comment on the problems in employing them at 
the moment.  Promises to have a certain number of such persons in post mean nothing if 
there is not the money made available to employ them, keep those already employed or 
to provide adequate and appropriate training to ensure that they are properly prepared to 
ensure that their role is beneficial and advances and education of the young people with 
whole there is contact.  The enquiry by the EOC into the status of Classroom Assistants 
we believe, will highlight some of these difficulties. 
 
CPD for senior management and those aspiring to leadership has been developed by 
initiatives out with the Teachers’ Agreement and will take time to make a significant 
difference. 
 
Universities and other providers have taken up the opportunities offered to be more 
involved in CPD and their expertise in research and development has impacted on the 
quality courses they have offered and the development of action research in our 
classrooms. 
 
Conclusion 
 
The Teachers’ Agreement was designed to deliver stability and flexibility and in this 
respect it has succeeded. 
 
Improving Scottish education is a complex issue, involving many stakeholders and 
different policies, initiatives and funding streams.  All of these policies and initiatives 
share the same anticipated outcome – a positive impact on the achievement of all pupils.  
The Teachers’ Agreement must not be seen in isolation but as one part of the complex 
picture that is the constantly developing picture of Scottish education. 
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PARLIAMENTARY
SUBMISSION 

                                                

 
Scottish Parliament Education Committee 
Implementation of the McCrone Agreement 

18 January 2007 

 
1. NASUWT welcomes the opportunity to comment on the implementation of the agreement 

‘A Teaching Profession for the 21st Century’ (TP21).  
 
2. NASUWT is the largest union representing teachers and headteachers throughout the 

UK and is the fastest growing teacher trade union in Scotland.  
 
3. As one of the stakeholders in consultations and negotiations, NASUWT has conducted 

member surveys to determine the effectiveness of TP21 in the context of improving 
working conditions and working practices for teachers and headteachers and also its 
contribution to raising standards of education. The findings form the basis for the 
following comments. 

 
GENERAL COMMENTS 

 
4. In 2001, NASUWT members in other parts of the UK viewed with envy the McCrone 

agreement in Scotland.  
 
5. Teachers in England, Wales and Northern Ireland aspired to the salary levels which could 

be accrued through Chartered Teachers’ status.  
 
6. They coveted the link that pay progression had with professional development.  
 
7. The NASUWT case for reducing the working hours of teachers elsewhere in the UK was 

based on the contractual 35 hour week Scottish teachers enjoyed. 
 
8. Our pay claims and proposals on the pay system in England and Wales were informed by 

the McCrone agreement.  
 
9. NASUWT’s most recent survey “Teachers’ Workload and Working Hours” (2006) is 

attached as Appendix 1 of this submission. The survey provides a timely evaluation of 
TP21 and has informed the NASUWT evaluation of whether the McCrone Agreement has 
lived up to its promise. 

 
10. The results of the survey regrettably demonstrate that most teachers are working well 

beyond their contractual limit, with 45-50 hours being the norm. 
 
11. Significant workload pressures come from a lack of time for preparation within contractual 

hours and the levels of paperwork and bureaucracy. 
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12. Teachers’ views on the Chartered Teacher route – the pathway to higher salaries linked 
with CPD are equally disappointing. 65% of teachers said that their CPD time had not 
increased as a result of McCrone. However, the statistic which caused NASUWT the 
most concern was that provided directly from the Education Department on how many 
teachers, since McCrone was introduced had accessed the higher salary ranges and it 
was revealed that of 20,000 eligible teachers only 1,800 had passed the first module. 

 
13. It is clear that a considerable gap has developed between the rhetoric of these reforms 

and the reality of teachers’ experiences in schools and that urgent attention and action is 
required. 

 
SPECIFIC COMMENTS 

 
Working hours 
14. Prior to the implementation of TP21, the NASUWT evidence submitted to the Committee 

of Inquiry into Professional Conditions of Service for Teachers (February 2000) indicated 
that teachers were working an average of 12 hours over and above their working week. 
The Union’s most recent survey “Teachers’ Workload and Working Hours” (2006) 
submitted with this response indicates that since the introduction of TP21, there has in 
fact been an increase in the average hours worked instead of the anticipated reduction to 
35 hours for all Scottish teachers.  

 
15. The evidence indicates that only 5.3% actually work a 35 hour week. More worryingly, 

over a third of teachers still work in excess of 45 hours with 6.5% exceeding 55 hours per 
week (ref: Appendix 1 - page 10 – Table 3). Clearly, the proposed 35 hour week is not 
achievable at present.  

 
16. Methods for reducing workload should be explored. Whilst the contractual building blocks 

may be in place, experience of NASUWT in representing teachers in other parts of the 
UK is that these need to be underpinned by levers for change which recognise that the 
time of teachers and headteachers should only be spent on things which require the skills 
and abilities of qualified teachers, thus enabling them to focus on their core role of 
teaching and leading and managing teaching and learning. 

 
17. These strategies must go hand in hand with de-cluttering the curriculum. 
 
Annex E 
18. Annex E of TP21 lists the tasks teachers should no longer be routinely undertaking. 

NASUWT evidence confirms that there has been a good degree of success in removing 
such tasks from the teacher’s remit; however, the Union is concerned that new working 
arrangements have resulted in a different, equally time-consuming set of tasks now 
impinging on teachers’ time. Examples of such tasks can be found in Appendix 2 of this 
document. 

 
Local and National Negotiating Committees 
19. NASUWT has been part of the Scottish Negotiating Committee for Teachers (SNCT) 

since its inception and welcomes the opportunity to contribute to all national negotiations 
and consultations on behalf of our members that the SNCT provides. 

 
20. The Union is disappointed to report that, despite the agreement in TP21 that local 

authorities should involve all of the teacher unions in the local negotiations, this is not the 
reality in some local authorities. 
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21. Whilst NASUWT recognises that this is an issue for the unions to take forward, the Union 
feels it is important for this to be highlighted as it does not allow the views of all the 
unions in Scotland to be considered in the local context. This is contrary to the intention 
of the original agreement. 
 

School Negotiating Groups 
22. NASUWT commends the introduction of negotiating groups at school level, allowing 

teachers to have a say in how their working week is structured. 
 
23. NASUWT is concerned, however, that many teachers do not fully comprehend the 

system and are therefore not contributing in the work of these groups, as originally 
intended (ref: Appendix 1 – paragraphs 3.20 and 3.21). 

 
24. NASUWT recognises that this scenario applies equally to the Local Negotiating 

Committee for Teachers (LNCTs), and suggests that fresh information and guidance on 
the opportunities available for such negotiations be circulated to all staff. 
 

Probation Arrangements 
25. NASUWT fully supports the new systems that TP21 introduced for induction and 

probation. Newly qualified teachers are now able to reach the Standard for Full 
Registration within a specified time limit with a much superior system of support in place 
to assist them in doing so. 

 
26. The Union’s concerns lie with what happens at the end of the probation period, as 

evidence suggests there can be some difficulty in gaining permanent employment 
thereafter. This difficulty may result in the loss of extremely enthusiastic, well-trained 
teachers from the profession as they are forced to seek employment in other sectors. 
 

New Career Structure 
27. The key aim of TP21 was to provide an improved salary structure and simplified career 

structure for teachers in all sectors of education and whilst this has largely been achieved 
in some areas, there continue to exist major challenges in other areas which are denying 
teachers access to career advancement and better rewards. 

 
28. A major area of concern is the Chartered Teacher Scheme (CTS). The available 

evidence shows that despite many teachers being eligible for entry into the CTS, they 
have been prevented from doing so by the prohibitive financial and time implications that 
gaining CTS involves (ref: Appendix 1 – paragraph 4.3). NASUWT also notes with 
concern the comment in the HMIe report “Teaching Scotland’s Children” (January 2007) 
in which reference is made on page 9 to Chartered Teachers having “leadership roles”. It 
is the Union’s view that TP21 intended CTS to be a route to higher reward for 
experienced classroom teachers, not a route to senior management. 

 
29. NASUWT welcomes the recent announcement by the Minister for Education and Young 

People that a full review of the Chartered Teacher Scheme is to be undertaken. 
NASUWT’s experience of the advantages gained by working in social partnership in 
England and Wales confirm that it is the only basis for delivering sustainable reform. The 
Union suggests that there is a need for a similar approach in Scotland and looks forward 
to contributing to the consultations and negotiations surrounding this review. 
 

Pupil Attainment 
30. NASUWT notes with concern the comments by HMIe with reference to the failure of 

TP21 to raise pupil attainment significantly. This was never the intended outcome of the 
agreement and it would not be appropriate to use the review of TP21 as a gauge to 
measure pupil achievement. The agreement has done a lot of what it set out to achieve 
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and had it not been implemented there is no doubt that pupil attainment would have fallen 
as a result of disillusioned and undervalued teaching staff. 
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CONCLUSION 
 
31. NASUWT believes that it is evident that action needs to be taken to build on the 

provisions introduced by the McCrone Agreement, and to secure the intended outcomes. 
However, NASUWT is of the view that focusing on this alone will not result in beneficial 
and sustainable outcomes. Strategies are needed to underpin contractual change which 
will create capacity for teachers and headteachers to focus on their core role of teaching 
and leading and managing teaching and learning, bring downward pressure on working 
hours and not compromise standards of education. A new way of working is required. If 
the increasingly sophisticated learning needs of pupils are to be met, the development of 
the concept of the education team is needed which has teachers at it heart supported by 
support staff who are recognised as qualified professionals in their own right able to take 
on enhanced roles. 

 
32. The Union believes that a commitment to remodelling the workforce is needed, drawing 

on the experience of the remodelling of the school workforce in England and Wales which 
is bringing demonstrable benefits for all concerned. NASUWT has been directly involved 
in this process and has extensive experience of this type of approach.   

 
 
 
 
Chris Keates 
General Secretary  
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Edinburgh 
EH1 3EG 
0131 523 1110 
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nasuwt@mail.nasuwt.org.uk  
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FOREWORD

NASUWT is committed to developing and pursuing policies which respond to the needs and concerns
of all members. The Union surveys regularly the opinions of members and seeks feedback on their
experiences in schools and in the classroom in order to improve their working lives. This survey of a
random sample of members in Scotland is an important strand of the Union’s strategy on reducing
teachers’ workload and working hours, and improving working conditions and work/life balance.

This survey provides an important assessment of strategies implemented following the national
agreement ‘A Teaching Profession for the 21st Century’ based upon the McCrone report, which sought
to transform schools for the benefit of teachers and pupils.

This report examines the experiences of teachers and headteachers in schools. It explores the extent to
which teachers are benefiting from the provisions of the national agreement ‘A Teaching Profession
for the 21st Century’. 

The survey was undertaken to coincide with the McCrone Agreement review period and is intended
to provide valuable evidence to inform the deliberations of the Scottish Executive in the period ahead.

Chris Keates
General Secretary
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MAIN SURVEY FINDINGS

(i) The results presented in this report are based on questionnaire responses from a random
sample of 354 teachers in Scotland captured over a two-week period ending on 7 April 2006. 

(ii) The sample survey of teachers found that the McCrone Agreement has failed to deliver
workload and working hours reductions for the majority of teachers in Scotland. This is
particularly true for teachers in the secondary phase, who were six times more likely than
their primary school counterparts to report increased workloads and working hours.

(iii) Women teachers were 50% more likely than men to record working hours in excess of 50
hours per week.

(iv) The 35-hour contractual limit for teachers is not being met for the vast majority of teachers,
with only a tiny minority of teachers (5%) saying that they worked on average 35 hours or
less each week.

(v) Action at school level to reduce paperwork and bureaucracy generated within schools and to
provide teachers with guaranteed personal time for preparation and correction during
contractual hours, and action to reduce the number of new initiatives generated by the
Scottish Executive were confirmed as clear priorities by teachers.

(vi) Specific action on class size and the provision of additional in-class support staff was identified
as being of particular potential benefit for reducing primary teachers’ workloads and working
hours. Women teachers (58%) were also more likely to prioritise the need for additional in-
class support than were men (38%).

(vii) Specific action to reduce the amount of absence cover undertaken by teachers was identified
as a priority for reducing secondary teachers’ workload and working hours. Men teachers
(58%) were more likely than women (48%) to identify the need for action to reduce levels of
absence cover.

(viii) A significant proportion of teachers, particularly secondary teachers, reported that the
implementation of job sizing had adversely affected their workloads.

(ix) In general, teachers’ views on the implementation of job sizing were overwhelmingly
negative, with 80% of primary teachers and 90% of secondary teachers indicating that they
believed that job sizing had resulted in an unsatisfactory outcome for teachers in their own
schools.

(x) Overall, 90% of teachers confirmed that they did not believe that the job sizing process had
worked well. The survey did not identify any significant differences of view between men and
women teachers.

(xi) The implementation of job sizing has resulted in detrimental outcomes in respect of teacher
morale, the fair distribution of workload and responsibilities in schools, the manageability of
teachers’ workloads and responsibilities, and the provision of fair pay and re w a rds for teachers.

(xii) Negative concerns about the implementation of job sizing were more prevalent amongst
secondary teachers than primary teachers.

(xiii) Despite the provisions for enhanced CPD for teachers and a contractual provision of an
additional 35 hours for teachers’ CPD, the agreement has not delivered improved access to
CPD consistently for all teachers, especially women teachers. Some two thirds of all teachers
reported that the amount of time available for CPD had not increased as a result of the
agreement. Around one in five secondary teachers have no access to a plan and record of
their CPD.

(xiv) The reliance on feedback from Staff Representative Groups, established as a consequence of
the agreement and with a view to monitoring the implementation of the agreement, is called
into question by the high proportion of teachers who reported their lack of knowledge about
or confidence in the work of the Staff Representative Groups within their own schools. This
was a particular issue affecting the consultation and feedback arrangements for primary
schools. Overall, the overwhelming majority of teachers did not believe that their views and
experiences had been reflected fully in the responses made by the Staff Representative Group
in their school on the implementation of the agreement.
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1. BACKGROUND

1.1 NASUWT is the fastest growing union representing teachers and headteachers in Scotland and
the largest in the United Kingdom.

1.2 As part of the Union’s continuing commitment to developing and pursuing policies which
respond to the needs and concerns of all members, the Union undertook a survey of members in
Scotland to examine their experiences of the workload reduction contractual changes introduced
by the national agreement ‘A Teaching Profession for the 21st Century’. 

1.3 The agreement was signed in January 2001 following the recommendations of the May 2000
report of the McCrone Inquiry into professional conditions of service for teachers.

1.4 The agreement set out a timetable for the implementation of improvements to the professional
conditions of service and pay for teachers, which is summarised below:

2001

• Phase one of the salary increases (1 April).

• Introduction of a 35-hour week for all teachers (1 August).

• Within the 35-hour week there will be a minimum personal allowance of 33% of actual class
contact time made available for preparation and correction (1 August).

• Introduction of additional contractual 35 hours per year for CPD (1 August).

2002

• Local negotiating committees for teaching staff to be established and formal local recognition
and procedures signed (no later than 1 April).

• Introduction of the new career structure (1 August).

• Introduction of new probation arrangements (1 August).

2003

• The job sizing exercise for promoted staff shall be completed (no later than 1 August).

• Teachers expected to meet the full commitment of an additional 35 hours per annum for CPD
(1 August).

2004

• Completion of the recruitment of additional support staff (31 March).

• Completion of stage 2 of the transitional arrangements and the recruitment of additional
teachers to facilitate the move towards a maximum class contact time of 22.5 hours (1 August).

• SNCT review of local and national negotiating arrangements (April-August).

2006

• Completion of stages 3 and 4 of the transitional arrangements to complete the introduction
in maximum class contact time to 22.5 hours (no earlier than 1 August).

1.5 Additionally, the agreement also included provision for further work to be undertaken by the
SNCT and the Scottish Executive, which included the following:

Scottish Negotiating Committee for Teachers

• Further dialogue between the SNCT and the Scottish Public Pensions Agency regarding the
implementation details and timetable for the winding-down scheme. 

• Changes by the SNCT to the salary placement regulations specified in the Scheme of Salaries
and Conditions of Service. 

• SNCT to give early consideration to the opportunities and costs for the introduction of teacher
sabbaticals. 

7



• SNCT to give early consideration to the issue of family leave and other work/life balance issues. 

• SNCT to develop a new national Code of Practice on the use of temporary contracts in Scottish
schools. 

• The development of an output system by the SNCT to measure the impact of additional
support on the volume of administrative work undertaken by teachers. 

• As part of the changes in pay and conditions for teachers in Scotland, it is necessary to recodify
a number of areas covered by this agreement. This will be done by introducing Code(s) of
Practice which would be agreed at national level by the SNCT and which would then exist
alongside current legislation and the Scheme of Salaries and Conditions of Service (as revised). 

• SNCT to review the salaries and conditions of service for psychologists and advisers: this review
to be completed by the end of June 2001. 

• SNCT to give consideration to the introduction of principal teacher posts in the primary sector.

Scottish Executive

• A review of initial teacher education. 

• The Executive in partnership with COSLA and the teacher organisations will agre e
arrangements for the accreditation of prior learning to access the chartered teacher grade for
existing postholders. 

• The Ministerial Strategy Committee on CPD will carry out work on the staff development and
review process. This group will also consider issues with respect to access and delivery of CPD. 

• The development of a career structure model for support staff in schools and for teacher
training in collaborative working with non-teaching staff. 

• To commission research into the relationship between class sizes and attainment. 

• To take forward the work of the Ministerial Task Group on inclusion and pupil discipline. 

• The Executive, COSLA, the teaching unions and the GTC to review the issues associated with
the availability of school supply cover.

• The Executive will work with their colleagues to take forward the work necessary to establish
a National Information System. This system to include IT formatting for reporting/forward
planning.

1.6 At the time, the agreement was regarded with envy by teachers in other parts of the UK, given
the all-important contractual provision for a 35-hour week. Since then, in England and Wales, a
series of contractual changes to deliver reduced workload and working hours for teachers has
been implemented over the period since September 2001. This survey of teachers in Scotland
examines the contribution of the national agreement to tackling excessive teacher workload and
working hours and considers whether the initial enthusiasm for the agreement was justified. 

2. SURVEY SAMPLE

2.1 The NASUWT survey of teachers took place over a two-week period ending on 7 April 2006.

2.2 A total of 354 teachers completed the e-survey questionnaire, which was made available to a
random sample of NASUWT members. The respondents were generally representative of the
teacher workforce in Scotland, taking account of gender, age and locality.

2.3 Survey respondents included main grade, principal and chartered teachers, supply teachers,
depute headteachers and headteachers from primary, secondary and special schools and local
authority central services. 

2.4 The survey results can be regarded as generally representative and provides a reliable profile of
the views of NASUWT members in Scotland. 
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3. SURVEY FINDINGS

Workload and Working Hours

3.1 The survey asked teachers to indicate the impact made on their workload and working hours as
a consequence of implementing the agreement. 

3.2 In general, the study found that teachers believed their workloads and working hours had been
affected adversely as a direct consequence of the implementation of the agreement. Teachers
were six times more likely to report increases rather than decreases in their workloads and five
times more likely to report increases rather than decreases in their working hours, as the
following tables 1 and 2 below reveal.

Table 1

How has your workload been affected as a
result of the implementation of the national 
agreement ‘A Teaching Profession for the 21st 
Century’ (the McCrone Agreement)? %

My workload has reduced substantially 1.8

My workload has reduced slightly 6.7

My workload has stayed about the same 28.5

My workload has increased slightly 20.2

My workload has increased substantially 32.8

Don’t know 10.3

Table 2

How have your working hours been affected 
as a result of the implementation of the 
McCrone Agreement? %

My working hours have reduced substantially 1.2

My working hours have reduced slightly 7.4

My working hours have stayed about the same 36.2

My working hours have increased slightly 21.5

My working hours have increased substantially 24.4

Don’t know 9.4

3.3 However, these general findings mask marked differences in the experience of teachers in
primary and secondary schools, where primary teachers (18%) were six times more likely than
secondary teachers (3%) to report reduced workloads and working hours. Moreover, whilst 38%
of primary teachers reported increased workloads as a consequence of the agreement, 64% of
secondary teachers said that the agreement had led to increased workload for them. Meanwhile,
53.5% of secondary teachers said that their working hours had actually increased because of the
agreement, compared with under 32% of primary teachers. 

3.4 For many teachers, the jewel in the crown of the agreement was the 35-hour contractual limit
for teachers, introduced from 2001. To consider the impact of this contractual change, the survey
asked teachers to confirm whether they were now actually working 35 hours or less each week.
The survey found that just under 95% of all respondents worked in excess of the 35-hour
contractual limit, as the following table confirms.
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Table 3

How many hours do you currently work each 
week in total, both in and out of school? %

35 hours or less per week 5.3

36-40 hours per week 23.3

41-45 hours per week 30.7

46-50 hours per week 20.9

51-55 hours per week 10.3

Over 55 hours per week 6.5

Don’t know 3.0

3.5 Not surprisingly, the average working hours recorded by secondary teachers was higher than that
recorded by primary teachers, though only marginally so. Thus, whilst 39% of primary teachers
said that they worked in excess of 45 hours per week, around 44% of secondary teachers said
they did so. 

3.6 Teachers were asked to indicate what they believed to be the top ten priorities for reducing their
workload and working hours. The findings reveal that teachers’ concerns revolve around systems
and practices at school level and with the levels of bureaucracy generated by agencies external
to schools. Where primary and secondary teachers agreed, it was on the need for action at school
level to reduce paperwork and bureaucracy generated within schools and to provide teachers
with guaranteed personal time for preparation and correction during contractual hours, and for
action to reduce the number of new initiatives generated by the Scottish Executive.

Table 4

What do you regard as the top ten priorities to significantly 
reduce your workload and working hours? %

Reducing the levels of paperwork and bureaucracy generated within schools 81.2

Ensuring that personal time for preparation and correction is guaranteed 
during contractual hours 73.1

Reducing the number of new initiatives from the Scottish Executive 69.1

Deploying additional teachers in schools to reduce class size 63.0

Reducing and limiting the levels of paperwork and bureaucracy generated by 
agencies outside schools 59.3

Ensuring that professional development/CPD is provided exclusively during 
contractual working time 52.6

Providing additional dedicated administrative and clerical support staff in schools 51.7

Reducing the amount of absence cover undertaken by teachers 50.9

Providing additional dedicated in-class support staff to work alongside teachers 50.0

Reducing the workload generated by local authorities 49.7

Reducing and limiting the number of meetings held in schools 47.4

Reducing the maximum class contact time below 22.5 hours per week 43.4

Reducing the workload associated with the preparation of Personal Learning Plans 40.8

Reducing and limiting the number of classroom lesson observations 18.2

Implementing effective signing out arrangements in schools 13.0

Other 11.9
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3.7 Analysis of the survey data revealed slightly different rankings between primary and secondary
teachers. Thus, whilst secondary teachers identified the need for action to reduce the amount of
absence cover undertaken by teachers as a key priority, primary teachers were more likely to
identify the need for class size reductions and dedicated in-class support staff. 

3.8 The top five priority issues for primary and secondary teachers were as follows:

Primary teachers’ top 5 priorities:

1 Reducing the levels of paperwork and bureaucracy generated within schools (84%)

2 Deploying additional teachers in schools to reduce class size (80%)

=3 Ensuring personal time for preparation and correction is guaranteed during contractual
hours (75%)

=3 Providing additional dedicated in-class support staff to work alongside teachers (75%)

5 Reducing the number of new initiatives from the Scottish Executive (69%)

Secondary teachers’ top 5 priorities:

1 Reducing the levels of paperwork and bureaucracy generated within schools (82%)

2 Ensuring personal time for preparation and correction is guaranteed during contractual
hours (73%)

3 Reducing the number of new initiatives from the Scottish Executive (68%)

4 Reducing the amount of absence cover undertaken by teachers (66%)

5 Reducing and limiting the levels of paperwork and bureaucracy generated within schools
(60%)

3.9 Women teachers were 50% more likely than men to record working hours in excess of 50 hours
per week. Women tended to cite the need for reducing levels of paperwork and bureaucracy
generated within schools and ensuring contractual time for preparation and correction as key
factors affecting their working hours. Women teachers were also significantly more likely than
men to prioritise the need for additional in-class support staff as a measure to reduce their
workloads. In contrast, men teachers were more likely to cite action to reduce the maximum class
contact time below 22.5 hours per week, reducing the amount of absence cover undertaken by
teachers, reducing the levels of paperwork and bureaucracy generated by external agencies and
local authorities. 

Job Sizing

3.10 Survey respondents were asked to report on the effect of job sizing implementation in schools. 

3.11 A significant proportion of teachers (38%) indicated that they believed that job sizing had
increased their workload. Indeed, secondary teachers (48%) were more than twice as likely as
primary teachers (21%) to record workload increases as being a consequence of job sizing.

3.12 In general, teachers’ views on the implementation of job sizing were overwhelmingly negative,
with 80% of primary teachers and 90% of secondary teachers indicating that they believed that
job sizing had resulted in an unsatisfactory outcome for teachers in their own schools. By
contrast, teachers appeared marginally less likely to regard job sizing implementation as
negative to themselves personally, with 75% of primary teachers and 81% of secondary teachers
indicating that they believed job sizing implementation to have resulted in unsatisfactory
outcomes for themselves personally.

3.13 Asked about the way in which the job sizing process had been implemented in schools, teachers
were, once again, very critical about the treatment they had received, though there were certain
differences in the way the process was received by teachers in primary and secondary schools, as
the following table suggests. Nevertheless, across the board, 90% of teachers who responded did
not believe that the job sizing process had worked well. This negative assessment was shared
equally by both men and women teachers.
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Table 5

Problems with job sizing implementation

Primary (%) Secondary (%) All (%)

Methodology and criteria unclear to teachers 88.6 86.7 86.7

Timetable for implementation not known in 
advance 64.2 55.4 57.3

Timetable for implementation too short 25.8 30.1 30.0

Implementation not carried out by suitably 
qualified staff 63.8 77.8 73.3

Process did not include adequate consultation 
with staff and unions 79.7 80.5 80.2

Process was not fair or transparent 31.6 22.0 25.5

3.14 Teachers reported negative outcomes of job sizing in terms of a detrimental effect on teacher
morale (95%), the fair distribution of workload and responsibilities in schools (94%), the
manageability of teachers’ workloads and responsibilities (93%) and fair pay and rewards for
teachers (87%). 

3.15 Whilst 45% of teachers assessed the implementation of job sizing in their schools as poor,
negative concerns about the process were more prevalent amongst secondary teachers than
primary teachers.

Professional Development and Career Structure

3.16 Teachers were asked about their access to professional development opportunities and the
chartered teacher career route. 

3.17 The majority of respondents (91%) confirmed that the chartered teacher route was available to
eligible teachers in their schools. However, teachers reported varying degrees of concern about
the consistency of support and provision for their professional and career development overall.
Despite the contractual provision of an additional 35 hours for teachers’ CPD, four out of every
ten respondents said that they were not able to access the training programmes and CPD they
needed. This was particularly true for women teachers. 

3.18 The majority of teachers (65%) confirmed that the amount of time available for their CPD had
not increased as a result of the agreement. Teachers in secondary schools (17%) were twice as
likely as their primary school counterparts to report not having an annual CPD plan and record.

Staff Consultation

3.19 The establishment of Staff Representative Groups in schools to support the implementation of
the provision of the agreement has proven to be patchy.

3.20 The majority of teachers indicated that they either did not know if a Staff Representative Group
had been established (32%) or claimed that one had not been established in their schools (33%).
Few teachers (16%) were able to confirm that they knew the basis on which their school’s Staff
Representative Group held its meetings. The responses from women teachers indicated that they
were more likely to be disconnected from the work of the Staff Representative Group at their
school and less likely to express confidence that their own views and experiences had been
reflected in any responses made by the Staff Representative Group on the implementation of the
agreement.

3.21 The vast majority of teachers (four out of every five) did not feel properly consulted or informed
by the Staff Representative Group in their school. This was a particular issue affecting the
consultation and feedback arrangements for primary schools. Only a minority of teachers (10%)
reported that they had been informed fully of all responses made by the Staff Representative
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Group in their school to the local authority on the implementation of the agreement. Sixty per
cent of teachers said they had received no information at all about the responses made by their
Staff Representative Group to the local authority. As a consequence, the overwhelming majority
of teachers (68%) indicated that they did not believe that their views and experiences had been
reflected fully in the responses made by their Staff Representative Group in their school on the
implementation of the agreement.

4. CONCLUSION

4.1 This survey has sought to provide a fair and reliable assessment of the experience of teachers
following the introduction of the agreement in 2001. 

4.2 The survey provides a timely evaluation of the agreement, ‘A Teaching Profession for the 21st
Century’, which, at the time, was hailed as a major achievement in delivering positive changes to
the benefit of teachers throughout Scotland. The promise of a 35-hour week, improvements in
the provision of CPD for teachers and a career progression route for teachers via the chartered
teacher scheme were all welcomed by teachers. However, as this survey shows, there has been a
gap between the rhetoric of these reforms and the reality of teachers’ experiences in schools
which merits urgent attention and action.

4.3 Thus, in terms of working hours, despite the 35-hour contractual limit, on average the teachers
surveyed continued to work around 45 hours per week, with many teachers working in excess of
50 hours per week. On CPD, few teachers had access to the CPD opportunities they believed they
needed to support their work and careers. And, in terms of pay progression, access to the higher
pay range of the chartered teacher scheme has proved to be difficult for teachers to access with
the costs and time involved in acquiring chartered teacher status representing the main barriers
to pay progression for classroom teachers. Indeed, since 2001, only 1,800 of the 20,000 teachers
eligible to apply have been able to access the programme. These issues – working hours, CPD and
career progression – remain, therefore, as critical promises yet to be delivered for Scottish
teachers.

4.4 And, finally, a note of caution. The NASUWT survey suggests that the Scottish Executive and
other bodies should proceed carefully in interpreting feedback received from local authorities
about progress in the implementation of the agreement. This survey found a significant majority
of teachers, particularly women teachers, who were not confident that the responses given by
the Staff Representative Groups to local authorities reflected their views and experiences. The
survey findings presented here suggest that there is a need to examine the extent to which these
groups are truly representative of the staff they purport to represent. Indeed, this confirms the
important contribution to be made by the NASUWT survey to the Scottish Executive’s review of
the national agreement, ‘A Teaching Profession for the 21st Century’.
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Appendix 2 
 
Duties that Teachers now undertake since TP21 
 

• Risk assessments 

• Discipline Referrals 

• Duplication of records – paper and ICT 

• Forward Planning – excessive detail 

• General form filling 

• Guidance paperwork 

• Writing references/ reports for Guidance 

• Preparing work for individual pupils eg. Truants, pupils at home, pupils on 

holiday, exclusions, detentions. 

• Increased number of pupil reports 

• Preparation for “Open” nights 

• Paperwork associated with any voluntary activities designed to improve 

school ethos 

• Non English/Maths 5-14 assessment 

• Extra hours spent trying to get pupils up to date with SQA internal 

assessments (lunchtimes and after school) 
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SCOTTISH PARLIAMENT EDUCATION COMMITTEE 
 
24 JANUARY 2007 
 
REPORT BY AUDIT SCOTLAND 
 
A Review of the Costs and Implementation of the Teachers’ Agreement:        
A Teaching Profession for the 21st Century 
 
 
Background 
 
In May 2006 on behalf of the Auditor General for Scotland and the Accounts Commission, 
Audit Scotland published the results of a study on implementation of the teachers’ 
agreement A Teaching Profession for the 21st Century. This was the tripartite agreement 
reached in 2001 between the Scottish Executive, the Convention of Scottish Local 
Authorities (COSLA) and teacher organisations following publication in 2000 of the 
Committee of Inquiry into Professional Conditions of Service for Teachers (commonly 
known as the McCrone report). 
 
Following publication of the Audit Scotland report the Parliament’s Audit Committee carried 
on an enquiry and published its own report on 1 December 2006.  
 
Her Majesty’s Inspectorate of Education (HMIE) also published a report on the Teachers’ 
Agreement on 9 January 2007. In preparing our report we worked closely with HMIE to ensure 
that the two reports would complement each other. The Audit Scotland report focuses on 
spending on the Agreement and the achievement of the intended outputs of the Agreement; the 
HMIE report examines the impact of the Agreement on schools.   
 
Audit Scotland Report 
 
The agreement set out to revitalise the teaching profession in Scotland through: a 23 per 
cent pay increase for all teachers; a new simplified career and salary structure; the 
creation of a new status of chartered teacher; and, a greater emphasis on Continuing 
Professional Development (CPD). 
 
Our report found that the agreement has benefited many classroom teachers but 
challenges remain which must be addressed if wider benefits and value for money are to 
be delivered from the £2.15billion spent to date in implementing the agreement. 
 
Our key findings were as follows: 
 
The estimated £2.15billion spent by local authorities implementing the agreement is 
only £34.8million (-1.6%) less than the amount the Scottish Executive estimated 
would be required. 

Determining an appropriate level of funding for large-scale public sector service change is 
complex and difficult. The initial funding allocation of £854.9m in January 2000 covered 
the first three years of the agreement (2001/02 – 2003/04). 
 



In March 2003 the Executive set out the key cost areas for the 2003-06 period of 
implementation of the teachers’ agreement.  This funding statement revised upwards (by 
£51.5m) the predicted cost of implementation of the agreement during the period 2003/04.  
It also provided additional funding of £80m for the final three years of the agreement. 

Expenditure has been in line with costing assumptions in the areas of pay, new 
career structure and teacher induction scheme.  But, there have been significant 
variances in other spend areas. 
 
In the areas of pay, new career structure and teacher induction scheme expenditure by 
Councils was within 1% of the Executive’s costing assumptions.  However, in four other 
areas there were significant variances between costing assumption and actual spend: 
 
Variance 
 
Administrative and support staff 

 
-£23.9m 

 
(-12%) 

Chartered Teacher Scheme -£3.9m (-49%) 
Reductions in class contact time -£10.2m (-14%) 
Salary conservation +£11.65m (+44%) 

       
All but one of the seven milestones for change examined in the study which were set 
for completion by August 2004 were met on time. 
 
The Teacher Induction Scheme (TIS) has successfully addressed the weaknesses in 
previous support and induction arrangement and the quality and variety of CPD 
available to teachers has also improved under the agreement. 
 

• Prior to the agreement the McCrone Committee identified that existing induction and 
support for newly qualified teachers were ‘little short of scandalous’.  Teachers were 
moving from school to school with little support, it was frustrating for them and almost 
one in three were leaving the profession - effectively before they had begun their 
career. 

 
• The agreement introduced a guaranteed one year placement for all new teachers 

with support from a more experienced teacher and dedicated time to develop their 
skills.  This has led to improved entry rates from university into probation, increased 
retention rates during the probationer period and probationers are now achieving full 
registration much more quickly than before. 

 
• The agreement recognised that CPD was central to improving teaching practice and 

learning.  It introduced agreed CPD plans between teachers and their managers, the 
requirement for proper CPD records and an additional contracted 35 hours of CPD 
each year.  Teachers are generally positive about these changes which they see as 
relevant and helping them to improve their teaching and learning. 

 
The agreement has improved terms and conditions for classroom teachers but has 
contributed to increased workload for head teachers. 
 

• The McCrone Committee recognised that competitive salaries were needed to recruit 
and retain high quality graduates within the teaching profession.  The pay increase of 
23 per cent over three years has secured stable industrial relations between 
employer organisations and has brought entry-level pay into line with average 
graduate starting pay.  Satisfaction with pay is high amongst all teaching staff. 
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• Reductions in class contact time to provide classroom teachers with adequate 
opportunities for lesson preparation and marking have been achieved by recruiting 
an additional 1,753 FTE teachers.  These reductions have been generally positive for 
classroom teachers, but they have contributed to an increased workload for head 
teachers. 

 
Over 3,000 new support staff are now in place to reduce the administrative burden on 
teachers but the majority of teachers are not yet fully feeling the benefit of these 
appointments. 

 
• The McCrone Committee described teachers as ‘a valuable resource’ and identified 

the importance that ‘their skills be used to best advantage in the education of young 
people’.  It identified that administrative and clerical staff could be used more 
effectively to reduce the administrative burden on teachers. 

 
• An extra 3,125 FTE have been recruited to reduce the administrative burden on 

teachers.  However, the benefits of these appointments in terms of reducing the 
administrative burden on teachers are not yet being felt by the majority of teachers 
we interviewed.  

 
The introduction of the new four-tier new career structure has been broadly positive 
in the primary sector.  However, it has reduced the number of opportunities available 
for career progression in the secondary sector by around 20%.   The Chartered 
Teacher Scheme has not yet had the expected impact on the career structure for 
classroom teachers.  Uptake of the scheme has been slow to date.   

 
The early good progress needs to be sustained and performance measurement 
arrangements need to be strengthened to demonstrate that value for money is 
achieved from  the £2.15billion invested to date.  

 
• In monitoring delivery of the agreement the Scottish Executive commissioned HMIE 

and others to evaluate the impact of the agreement and used a range of proxy 
measures such as teacher numbers to assure itself that the additional resources 
required to support delivery of the agreement were being put in place by local 
authorities. The monitoring provided the Scottish Executive with assurance that 
change was taking place.  However, this approach meant that the Executive was not 
well placed to monitor expenditure in areas where only limited proxy data was 
available, or where proxies provided only a weak link with expenditure or cost. 

 
• The agreement was designed to secure long-term change not just for teachers but 

for Scotland as a whole.  The Executive needs to work with Councils to ensure that 
the changes not only deliver better terms and conditions for teachers – which they 
are already doing - but also leads to all pupils benefiting from their school education. 

 
• To do that the Scottish Executive and other parties to the agreement need to agree a 

comprehensive set of outcome measures against which its ongoing cost and impact 
can be assessed.  These should include areas such as: impact on educational 
attainment; improvements in classroom practice; the quality of educational 
leadership; workload and skill-mix; workforce morale; and recruitment and retention 
within the profession. 
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Scottish Parliament Audit Committee  

The Audit Committee considered the Audit Scotland report, took evidence from the Scottish 
Executive and published the report  of its enquiry in  December 2006. The main findings were 
as follows 

The Committee welcomes the positive benefits for the teaching profession which 
have resulted from the Agreement.   

The Committee concurs with the Audit Scotland finding that, given the large scale of 
the funding, appropriate financial monitoring should have been put in place.1  

The Committee remains concerned at the absence of clear outcome measures 
within the Agreement.  The absence of clear outcome measures means that the 
cost-effectiveness of the changes brought about by the Agreement and the extent to 
which value-for-money has been achieved cannot readily be assessed at this time.  

The Committee recommends that the AGS uses the HMIE report as the basis of a 
study to assess whether improvements in classroom practice are being delivered 
and to assess whether value-for-money was achieved in implementing the 
agreement.  

The Department should continue to monitor the take-up of the Chartered Teacher 
Scheme and ensure equitable access to the scheme across the country.  

The Committee welcomes the improved access and quality of Continuing 
Professional Development (CPD) arising from the Agreement.  

The Department must ensure that staff concerns are monitored and consider how 
morale will be maintained within the new structure.  

The Department should ensure that the benefits of using the tri-partite approach are 
applied elsewhere where appropriate.   

 

Audit Scotland 

January 2007 
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Audit Committee 
 

7th Report, 2006 (Session 2) 
 
 

A mid-term report – a first stage review of the cost and implementation of 
the teachers’ agreement a Teaching Profession for the 21st Century 

 
The Committee reports to the Parliament as follows— 
 
INTRODUCTION 
 

1. This report sets out the Committee’s finding in relation to the Auditor 
General for Scotland’s (AGS) report entitled “A mid-term report – a first 
stage review of the cost and implementation of the teacher’s agreement A 
Teaching Profession for the 21st Century”. 

 
EVIDENCE 
 

2. The Committee held one oral evidence session on Tuesday 12 September 
2006.  The following witnesses gave evidence to the inquiry: 

 
3. Mr Mike Ewart, Accountable Officer and Head of the Scottish Executive 

Education Department (SEED), Donald Henderson, Head of Teachers 
Division, SEED and Dougie Atkinson, Teachers Agreement Communication 
Team (TAC) Co-ordinator. 

 
FINDINGS AND RECOMMENDATIONS 
 

4. The Committee’s key findings and recommendations are summarised 
below: 

 
• The Committee welcomes the positive benefits for the teaching 

profession which have resulted from the Agreement.   

 1 Session 2 (2006) 
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• The Committee concurs with the Audit Scotland finding that, given the 
large scale of the funding, appropriate financial monitoring should 
have been put in place1.  

• The Committee remains concerned at the absence of clear outcome 
measures within the Agreement.  The absence of clear outcome 
measures means that the cost-effectiveness of the changes brought 
about by the Agreement and the extent to which value-for-money has 
been achieved cannot readily be assessed at this time. 

• The Committee recommends that the AGS uses the HMIE report as the 
basis of a study to assess whether improvements in classroom 
practice are being delivered and to assess whether value-for-money 
was achieved in implementing the agreement. 

• The Department should continue to monitor the take-up of the 
Chartered Teacher Scheme and ensure equitable access to the 
scheme across the country. 

• The Committee welcomes the improved access and quality of 
Continuing Professional Development arising from the Agreement. 

• The Department must ensure that staff concerns are monitored and 
consider how morale will be maintained within the new structure. 

• The Department should ensure that the benefits of using the tri-partite 
approach are applied elsewhere where appropriate.   

 
BACKGROUND 
 

5. The Teachers’ Agreement is the tri-partite agreement reached in 2001 
between the Scottish Executive, the Convention of Scottish Local 
Authorities and teacher organisations following the McCrone Committee 
report in 2000 into professional conditions of service for teachers.  The 
Agreement was signed at a time when teaching was seen as a ‘profession 
under pressure’.2 Poor and deteriorating industrial relations combined with 
low morale meant that industrial action was likely to resume(Col 1720).   
 

6. The Agreement set out to modernise Scotland’s teaching profession 
through the implementation of a series of milestones for change between 
2001 and 2006. 

 
7. The AGS report3 states that a range of positive benefits for the teaching 

profession have resulted from the implementation of the Agreement.  These 
include: 
• significantly improved terms and conditions for teachers; 
• improved recruitment and retention rates; 
• the introduction of a successful Teacher Induction Scheme; and  
• an improvement in the quality and variety of CPD available to teachers. 

 

 
1 AGS 2006/6 A mid-term report page 15, paras 48-49 
2 A Teaching Profession for the 21st Century, The Report of the Committee of Inquiry into 
Professional Conditions of Service for Teachers, 2000. 
3 AGS 2006/6 A mid-term report 

 



ED/S2/07/2/3 
MAIN BODY OF AUDIT COMMITTEE REPORT 

 

                                           

As a result, Scotland has also seen a period of stable industrial relations 
and the social costs of interrupted learning for pupils associated with 
industrial action have been avoided.  

 
8. Conclusion: The Committee welcomes the positive benefits for the 

teaching profession which have resulted from the Agreement.   
 

9. A number of challenges for the future still face the Department in continuing 
to implement the agreement.  These include: 
• increased classroom cover by head teachers in order to meet targets for 

reductions in class contact time for classroom teachers; 
• ensuring that applications for depute or headship positions are not 

reduced as a consequence of the new career structure;  
• the impact of the new career structure on promotion opportunities and 

teacher morale in the secondary sector; and 
• Demonstrating value for money from the £2.15billion invested to date. 

 
COSTING AND MONITORING IMPLEMENTATION OF THE AGREEMENT 

 
Costing 

 
10. The Executive, during evidence, admitted that the information used to 

estimate what funds would be required was “not as complete as we would 
have desired it to be” (Col 1721) due to the former policy of non-
involvement in negotiations of teachers’ terms and conditions. (Col 1719)  
The Committee understands that historical position.  However, the 
consequence of this was an upward revision by £51.5m of the cost of 
implementation during the period 2003/04 compared to initial estimates. 

 
11. Conclusion:  The Committee accepts that flexibility in some funding 

allocations was necessary due to the complexity of determining costs 
at the beginning of the implementation process. 

 
12. The Committee notes that the information available on which to base 

costings improved as the implementation process unfolded.  However, 
Audit Scotland identified significant variances between costing assumptions 
and actual spend at each stage of implementation of the Agreement.4 
Conclusion: The Committee accepts that some of these variances 
reflect slower than anticipated progress with implementation 
(recruitment of support staff for example).  However, other areas (such 
as salary conservation) reflect weaknesses in the original estimation 
process. 

 
13. Recommendation:  While recognising the urgency of the situation faced 

at the time of signing the Agreement, the Committee believes that, for 
major programmes of expenditure such as this, costing models must 
be based on sound information. 

 
 

4 (2001/02 – 2005/06) (Exhibit 7, page 14). 
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14. The Committee heard that additional funds were disbursed to a number of 
Local Authorities who had claimed that costs allocated through the grant-
aided expenditure (GAE) system did not adequately cover the actual costs 
of teacher’s salaries. (Col 1722)  

 
15. Recommendation:  In responding to this report, the Committee 

recommends that the Department confirm that the GAE system is now 
adequate to fund teachers’ salaries in every Local Authority. 

 
Monitoring 

 
16. The cost of the implementation of the agreement between 2001 and 2006 

was £2.15 billion – a major investment of public funds.   
 

17. The Executive used a range of proxy measures to monitor progress against 
the milestones set out in the agreement.5  As a consequence, the Executive 
was not well placed to monitor directly expenditure in some areas.  

 
18. The AGS report stated that “The absence of routine financial monitoring by 

the Scottish Executive and its reliance on more general intelligence on 
implementation of the Agreement from HMIE, TAC Team and others was a 
weakness in the financial governance of the implementation of the 
Agreement”.6 

19. During evidence, the Department stated that “the data that were generally 
available at the early stages of the work were much less rigorous than they 
are now” (col 1732) but that “we knew what we were buying” (Col 1733).  
Better monitoring might have been achieved through an annual return from 
each local authority in Scotland detailing: 
• actual against budgeted expenditure 
• staff or other resources secured from the expenditure; and 
• progress made against the milestones contained within the Agreement. 

 
20. Conclusion: The Committee acknowledges that the Department had a 

“big picture” understanding of implementation (Col 1733) but concurs 
with the Audit Scotland finding that, given the large scale of the 
funding, appropriate and proportionate financial monitoring should 
have been put in place.7  

 
21. Recommendation:  In responding to this report, the Executive should 

state what measures have been put in place in response to the 
recommendation in the AGS report that “Any large-scale public 
service change programme which requires significant levels of new 
expenditure should be supported by comprehensive financial 

 
5 AGS 2006/6 A mid-term report page 13, paras 38 and 39 
6 AGS 2006/6 A mid-term report page 15, paras 48-49 
7 AGS 2006/6 A mid-term report page 15, paras 48-49 

 



ED/S2/07/2/3 
MAIN BODY OF AUDIT COMMITTEE REPORT 

 

                                           

monitoring.  This should be linked to the achievement of 
predetermined outcomes”8 

 
 

ASSESSING IMPACT AND VALUE FOR MONEY 
 

Impact 
 

22. The Committee heard evidence from the Department which reinforced the 
key findings in the AGS’s9 report on improvements in industrial relations, 
satisfaction with pay and greater time for teachers to prepare for lessons 
and develop the curriculum. 

 
23. The AGS report found that “The Agreement does not contain any clear 

outcome measures.  This makes it difficult to form definitive judgements on 
its overall impact”10.  During evidence, Mike Ewart stated that “the more 
one sets specific and narrow parameters, the more one risks measurement 
becoming an instrument that prevents progress” (Col 1736).  Mike Ewart 
also stated that “it would be very difficult to trace the link between the 
implementation of the detailed milestones in the agreement and changed 
attainment over time” (Col 1736) 

 
24. The Committee welcomes evidence from the Department (cols 1726, 1735 

and 1737) that the current, settled state of industrial relations in the 
teaching profession is encouraging discussions about educational policy 
and the development of the curriculum and notes the Department’s claim 
that “classroom practice is changing daily” (Col 1735).  The Committee 
accepts that it is not a simple matter to express such wide-ranging benefits 
as a bottom-line figure. Conclusion:  However, the Committee remains 
concerned at the absence of clear outcome measures within the 
Agreement.  The Committee believes that more highly developed 
measures to assess the impact of the Agreement are necessary and 
need not get in the way of progress. 
 

25. Recommendation:  The Committee strongly recommends that the 
Department, in partnership with other parties to the Agreement, 
identifies clear outcome measures (including improvements in 
classroom practice) for use in monitoring the longer-term impact of 
the Agreement. 

 
Value for money 
 

26. The benefits arising for teachers from the Agreement are well documented 
in the Audit Scotland report and were reinforced in the evidence session.  
However, in order to assess whether value-for-money has been delivered, it 
will be necessary to evaluate: 

 
8 AGS 2006/6 A mid-term report page 15, para 49 
9 AGS 2006/6 A mid-term report page 16 
10 AGS 2006/6 A mid-term report page 8 
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• Improvements in classroom practice; 
• evidence of sustained improvements in workforce morale; and 
• the educational benefits arising from the agreement. 

 
These areas will be subject to scrutiny by HMIE in its report11 due to be 
published within the next six months.  The report will give an insight into 
changes in educational attainment as a result of the Agreement. 

 
27. Conclusion: The Committee considers that the absence of clear 

outcome measures means that the cost-effectiveness of the changes 
brought about by the Agreement and the extent to which value-for-
money has been achieved cannot readily be assessed at this time. 

 
28. Conclusion: Further evidence from the HMIE report should allow 

judgements to be made about the extent to which value-for-money has 
been achieved from the £2.15bn invested to date.  

 
29. Recommendation:  The Committee further recommends that the AGS 

uses the HMIE report as the basis of a study to assess: 
• whether improvements in classroom practice claimed as a result of 

implementing the agreement (col 1735) are actually being 
delivered, and 

• to assess whether value-for-money was achieved in implementing 
the agreement. 

 
 

FURTHER ACTIONS THAT MIGHT BE NEEDED TO MEET THE 
OBJECTIVES OF THE AGREEMENT 

 
Chartered teacher scheme 

 
30. The Chartered Teacher scheme was intended to provide a new career 

pathway within the profession by rewarding good teachers who choose to 
remain in the classroom.  The scheme delivers salary enhancements for 
teachers who complete the modules.  The AGS estimated that the 
cumulative cost of the scheme after ten years could be £110 million12.  It 
will be important to identify what value is obtained from such additional 
investment. 

 
31. During oral evidence, the Committee heard that almost 300 teachers have 

reached full chartered teacher status and that in the region of 3,000 are 
working towards it.  In summing up the aims of the scheme, Donald 
Henderson said “the classroom teacher is the most important professional 
in schools and it is their skills that we are trying to reward” (Col 1727). 

 
 

11 Study commissioned by SEED from HMIE, terms of reference: ‘how pupils’ experiences and 
achievements have improved through implementation of the Agreement’ 
12 AGS 2006/6 A mid-term report page 31, Para 125 
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32. The Committee heard that the scheme is “deliberately intended not to be an 
easy option” (Mike Ewart Col 1728) although assistance such as granting 
study time and local delivery of learning modules are available from some 
Local Authorities.  The Committee also heard about initiatives to promote 
the role of chartered teachers in school. 

 
33. The Committee received supplementary written evidence from the 

Department which stated that “A few local authorities did report that they did 
not actively encourage take up of the Programme”. 

 
34. Conclusion: The Committee notes the Department’s assertion that the 

Chartered Teacher Scheme is likely to gather momentum in the 
coming years but feels the Department should do more to ensure that 
every teacher is granted the opportunity to take up the scheme.  
Written evidence would suggest that the Department’s knowledge of 
progress by Local Authorities with regard to the scheme is scant.13 

 
35. Recommendation:  In responding to this report, the Department should 

set out what action it is taking, or intends to take, to ensure that 
teachers across the country have equitable access to the CTS.  
Specifically, the Department should ensure that local authorities have 
measures in place to: 

• encourage an even geographical spread of chartered teachers; 
and  

• ensure that teachers at all points in their careers are 
encouraged to undertake the scheme. 

 
36. Recommendation:  The Department should continue to monitor and 

model the take-up of the Chartered Teacher Scheme in order to ensure 
that sufficient funds are made available and Local Authorities’ 
budgets are not put under undue pressure. 

 
37. Recommendation:  The Committee recommends that the Department: 

• continues to promote the role of the Chartered Teacher in schools 
in order to improve take-up of the scheme; and 

• clarifies the added-value expected from the role so that value for 
money achieved through this additional investment can be 
assessed in the future.   

 
Sustaining progress 

 
38. The Committee heard how the Teacher’s Agreement Communication (TAC) 

team enables the engagement of people from different parts of the country 
to share experiences of implementing the agreement.  The Department 
outlined a number of other ways in which practice is shared. (cols 1739-
1740).   

 

 
13 Letters from Mike Ewart dated 13 October and 6 and 13 November. 
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39. The Scottish Negotiating Committee for Teachers comprising members 
from teaching organisations, Local Authorities, and the Scottish Executive 
will take a view on sustaining progress in the longer term. (col 1743) 

 
40. Recommendation:  The Department must ensure that a focus on 

sustaining long term progress is maintained through the TAC 
(Teacher’s Agreement Communication) team and by involving the 
Scottish Negotiating Committee for Teachers. 

 
Continuing Professional Development (CPD) 

 
41. Conclusion:  The Committee welcomes the improved access and 

quality of CPD arising from the Agreement. 
 

Support Staff 
 

42. It was the intention of the McCrone Committee that teachers’ time should 
be freed up by appointing additional administrative and support staff so that 
“their skills can be used to best advantage in the education of young 
people”14. 

 
43. Conclusion:  The Committee is concerned that only 45% of teachers 

interviewed in the course of the AGS’ study15 reported that the 
benefits of appointing support staff had been delivered, although it 
acknowledges that this may be a consequence of the whole-school 
role of many support staff and the relatively early stage of their 
introduction in many schools.   

 
44. Recommendation:  The Department must monitor the ongoing impact 

of recruiting additional support staff to ensure that the objective set 
by the McCrone committee and reflected in the Agreement is 
achieved. 

 
 

CONCERNS OF TEACHING AND SUPPORT STAFF 
 
Reduction in Class Contact Time (RCCT) 

 
45. In order to meet RCCT targets, a significant proportion of senior staff are 

covering classes, with a resultant impact on management resource.  This 
effect is more frequently reported in the primary sector.  Changes to the 
supply pool (caused, in part, by new arrangements for newly qualified 
teachers) potentially exacerbate this problem and present further difficulties 
for the achievement of RCCT targets. 

 

 
14 McCrone Report 
15 AGS 2006/6 A mid-term report 
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46. The Committee is encouraged that the Department stated it would “monitor 

what is happening in schools so that we can respond to any signals that 
would give us cause for concern“. (col 1744) 

 
47. Conclusion: The Committee believes that the Department needs to 

understand better why head teachers are taking significant time out 
from management tasks to cover classes in the pursuit of RCCT 
targets.  

 
48. Recommendation:   In responding to this report, the Department should 

detail what factors are causing an increase in the number of hours 
spent by head teachers providing classroom cover and set out how it 
intends to address this unintended consequence of the Agreement. 

 
49. Some Local Authorities have argued that funding difficulties will make it 

difficult for them to achieve the final milestone on RCCT.  During evidence, 
the Department stated that “We are confident that sufficient resources are 
in place to achieve the implementation of the agreement”, (Mike Ewart) (Col 
1743) 

 
50. Recommendation:    In responding to the report, the Department should 

provide evidence that Local Authorities have implemented the final 
milestone for RCCT i.e. that from August 2006, teachers would work a 
35-hour week of which a maximum of 22.5 hours would be teaching in 
class. 

 
New Career Structure 

 
51. The new career structure has created a reduction in opportunities for career 

advancement in the secondary sector.  The job-sizing exercise has also 
meant that some secondary school teachers whose posts were job-sized at 
a grade lower than their current salary retained their existing salary, 
potentially removing the incentive for them to apply for senior posts. 

 
52. Recommendation:   The Department must ensure that staff concerns 

are monitored and consider how morale will be maintained within the 
new structure. 

 
53. Recommendation:   The Department should also seek to establish 

whether fewer staff are applying for promoted positions and act to 
ensure that senior posts are not left vacant for extended periods. 

 
 
OTHER ISSUES 

 
54. The negotiation process following the McCrone report represented a 

dramatically new process.  During evidence, Mike Ewart said of the 
negotiations that “It was a great learning experience for the Executive as 
well as for the Local Authorities and the teachers associations.” (Col 1720 
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55. Conclusion: The Committee acknowledges the effective partnership 

working between the three signatories (the Scottish Executive, COSLA 
and teacher organisations) which led to the achievements set out at 
the start of this report.   

 
56.  Recommendation:  The Department should ensure that the benefits of 

using the tri-partite approach are applied elsewhere where 
appropriate.  The Executive should also seek to ensure that the views 
of stakeholders are sought as part of the process. 

 
57. Recommendation:  The partnership approach will need to be sustained 

in pursuit of the future challenges set out in this report. 
 

58. Recommendation:  The Executive should ensure that where joint 
agreements are utilised in the future, an appropriate balance is struck 
between building trust as part of a constructive dialogue and 
maintaining rigorous negotiations.
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KEY FINDINGS AND RECOMMENDATIONS 

 
 
A mid-term report – a first stage review of the cost and implementation of 
the teacher’s agreement a Teaching Profession for the 21st Century 
 
BACKGROUND 
 
Conclusion: The Committee welcomes the positive benefits for the teaching 
profession which have resulted from the Agreement.  (Para 8) 
 
COSTING AND MONITORING IMPLEMENTATION OF THE AGREEMENT 
 
Costing 
 
Conclusion:  The Committee accepts that flexibility in some funding 
allocations was necessary due to the complexity of determining costs at the 
beginning of the implementation process. (Para 11) 
 
Conclusion: The Committee accepts that some of variances between costing 
assumptions and actual spend reflect slower than anticipated progress with 
implementation (recruitment of support staff for example).  However, other 
areas (such as salary conservation) reflect weaknesses in the original 
estimation process. (Para 12) 
 
Recommendation:  While recognising the urgency of the situation faced at the 
time of signing the Agreement, the Committee believes that, for major 
programmes of expenditure such as this, costing models must be based on 
sound information. (Para 13) 
 
Recommendation:  In responding to this report, the Committee recommends 
that the Department confirm that the GAE system is now adequate to fund 
teachers’ salaries in every Local Authority. (Para 15) 
 
Monitoring 
 
Conclusion: The Committee acknowledges that the Department had a “big 
picture” understanding of implementation (Col 1733) but concurs with the 
Audit Scotland finding that, given the large scale of the funding, appropriate 
and proportionate financial monitoring should have been put in place. (Para 
20) 
 
Recommendation:  In responding to this report, the Executive should state 
what measures have been put in place in response to the recommendation 
in the AGS report that “Any large-scale public service change programme 
which requires significant levels of new expenditure should be supported by 
comprehensive financial monitoring.  This should be linked to the 
achievement of predetermined outcomes” (Para 21) 

 1 Session 2 (2006) 
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ASSESSING IMPACT AND VALUE FOR MONEY 
 
Impact 
 
Conclusion:  The Committee remains concerned at the absence of clear 
outcome measures within the Agreement.  The Committee believes that 
more highly developed measures to assess the impact of the Agreement are 
necessary and need not get in the way of progress. (Para 24) 
 
Recommendation:  The Committee strongly recommends that the 
Department, in partnership with other parties to the Agreement, identifies 
clear outcome measures (including improvements in classroom practice) for 
use in monitoring the longer-term impact of the Agreement. (Para 25) 
 
Value for money 
 
Conclusion: The Committee considers that the absence of clear outcome 
measures means that the cost-effectiveness of the changes brought about 
by the Agreement and the extent to which value-for-money has been 
achieved cannot readily be assessed at this time. (Para 27) 
 
Conclusion: Further evidence from the HMIE report should allow judgements 
to be made about the extent to which value-for-money has been achieved 
from the £2.15bn invested to date. (Para 28) 
 
Recommendation:  The Committee further recommends that the AGS uses the 
HMIE report as the basis of a study to assess: 

• whether improvements in classroom practice claimed as a result of 
implementing the agreement (col 1735) are actually being delivered, 
and 

• to assess whether value-for-money was achieved in implementing the 
agreement. (Para 29) 

 
 
FURTHER ACTIONS THAT MIGHT BE NEEDED TO MEET THE OBJECTIVES 
OF THE AGREEMENT 
 
Conclusion: The Committee notes the Department’s assertion that the 
Chartered Teacher Scheme is likely to gather momentum in the coming 
years but feels the Department should do more to ensure that every teacher 
is granted the opportunity to take up the scheme.  Written evidence would 
suggest that the Department’s knowledge of progress by Local Authorities 
with regard to the scheme is scant. (Para 34) 
 
Recommendation:  In responding to this report, the Department should set 
out what action it is taking, or intends to take, to ensure that teachers across 
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the country have equitable access to the CTS.  Specifically, the Department 
should ensure that local authorities have measures in place to: 

• encourage an even geographical spread of chartered teachers; and  
• ensure that teachers at all points in their careers are encouraged to 

undertake the scheme. (Para 35) 
 
Recommendation:  The Department should continue to monitor and model the 
take-up of the Chartered Teacher Scheme in order to ensure that sufficient 
funds are made available and Local Authorities’ budgets are not put under 
undue pressure. (Para 36) 
 
Recommendation:  The Committee recommends that the Department: 

• continues to promote the role of the Chartered Teacher in schools in 
order to improve take-up of the scheme; and 

• clarifies the added-value expected from the role so that value for 
money achieved through this additional investment can be assessed 
in the future. (Para 37)   

 
Sustaining progress 
 
Recommendation:  The Department must ensure that a focus on sustaining 
long term progress is maintained through the TAC (Teacher’s Agreement 
Communication) team and by involving the Scottish Negotiating Committee 
for Teachers. (Para 40) 
 
Continuing Professional Development (CPD) 
 
Conclusion:  The Committee welcomes the improved access and quality of 
CPD arising from the Agreement. (Para 41) 
 
Support Staff 
 
Conclusion:  The Committee is concerned that only 45% of teachers 
interviewed in the course of the AGS’ study reported that the benefits of 
appointing support staff had been delivered, although it acknowledges that 
this may be a consequence of the whole-school role of many support staff 
and the relatively early stage of their introduction in many schools. (Para 43)   
 
Recommendation:  The Department must monitor the ongoing impact of 
recruiting additional support staff to ensure that the objective set by the 
McCrone committee and reflected in the Agreement is achieved. (Para 44) 
 
 
CONCERNS OF TEACHING AND SUPPORT STAFF 
 
Reduction in Class Contact Time (RCCT) 
 

 



ED/S2/07/2/3 
MAIN BODY OF AUDIT COMMITTEE REPORT 

 
Appendix A 

Conclusion: The Committee believes that the Department needs to 
understand better why head teachers are taking significant time out from 
management tasks to cover classes in the pursuit of RCCT targets. (Para 47) 
 
Recommendation:   In responding to this report, the Department should detail 
what factors are causing an increase in the number of hours spent by head 
teachers providing classroom cover and set out how it intends to address 
this unintended consequence of the Agreement. (Para 48) 
 
Recommendation:    In responding to the report, the Department should 
provide evidence that Local Authorities have implemented the final 
milestone for RCCT i.e. that from August 2006, teachers would work a 35-
hour week of which a maximum of 22.5 hours would be teaching in class. 
(Para 50) 
 
New Career Structure 
 
Recommendation:   The Department must ensure that staff concerns are 
monitored and consider how morale will be maintained within the new 
structure. (Para 52) 
 
Recommendation:   The Department should also seek to establish whether 
fewer staff are applying for promoted positions and act to ensure that senior 
posts are not left vacant for extended periods. (Para 53) 
 
 
OTHER ISSUES 
 
Conclusion: The Committee acknowledges the effective partnership working 
between the three signatories (the Scottish Executive, COSLA and teacher 
organisations) which led to the achievements set out at the start of this 
report. (Para 55)   
 
 Recommendation:  The Department should ensure that the benefits of using 
the tri-partite approach are applied elsewhere where appropriate.  The 
Executive should also seek to ensure that the views of stakeholders are 
sought as part of the process. (Para 56) 
 
Recommendation:  The partnership approach will need to be sustained in 
pursuit of the future challenges set out in this report. (Para 57) 
 
Recommendation:  The Executive should ensure that where joint agreements 
are utilised in the future, an appropriate balance is struck between building 
trust as part of a constructive dialogue and maintaining rigorous 
negotiations. (Para 58) 
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EDUCATION COMMITTEE 

 
Protection of Vulnerable Groups (Scotland) Bill: Stage 2 

 

Introduction 

1. Following Parliament’s agreement to the general principles of the Protection of 
Vulnerable Groups (Scotland) Bill, it is anticipated that the Bureau will refer the Bill to 
the Committee for Stage 2 consideration. 

2. This paper sets out: 
 

i. a proposal to take additional oral evidence before the start of formal Stage 2 
proceedings; and 

 
ii. options for the timetabling of Stage 2 consideration of the Bill. 
 

3. Members are reminded that from the week commencing Monday 12 February 2007, 
Education Committee meetings will take place on Tuesday afternoon starting at 1400. 

Oral evidence prior to Stage 2 

4. The Minister for Education and Young People wrote to the Convener on 12 January 
20071 in response to the Committee’s Stage 1 report stating that he proposed: 
“…to provide pre-consultation papers identifying issues and outline policy options 
ahead of the commencement of stage 2 on:  

 
• fees set by regulations under section 67(1);  
• retrospective checking through the phased commencement of section 34(1)(b); 

and  
• thresholds for listing – automatic listing made by order under section 14 and 

determination procedures set out in regulations made under section 39(1)(c)”. 
 

5. The Committee may wish to consider taking oral evidence on these and other issues 
prior to start of formal Stage 2 proceedings. The Committee could, for example, take:  

 
i. oral evidence from the Minister on the pre-consultation papers and seek written 

input from stakeholders - this could precede the start of Stage 2 proceedings on 
7 February 

 
ii. oral evidence from the Minister and other stakeholders (eg Scottish Council for 

Voluntary Organisations and COSLA) on the pre-consultation papers – this 
would occupy the whole of the Committee’s meeting on 7 February and 
postpone the start of Stage 2 proceedings until 13 February 

                                                 
1 http://www.scottish.parliament.uk/business/committees/education/documents/LetterfromHHenry12.1.07.pdf 

 



 

6. Taking additional oral evidence prior to stage 2 could potentially delay the start of the 
stage, or at least, in the case of option 2 below, restrict the amount of time available 
for stage 2 consideration on Day 1. However, the Committee may consider that this 
needs to be weighed against the possibility that, should the Minister give evidence 
that satisfies particular concerns of the Committee, the need for amendments on 
these issues, and therefore the overall time taken for stage 2, may be reduced.  

7. The table below presents three possible options for Stage 2 consideration: 

Option 7 February 13 February 20 February 

1 Stage 2 (Day 1) Stage 2 (Day 2) Stage 2 (Day 3) 

2 Take oral evidencei 
and Stage 2 (Day 1) Stage 2 (Day 2) Stage 2 (Day 3) 

3 Take oral evidenceii  Stage 2 (Day 1) Stage 2 (Day 2) 

 

i take oral evidence from the Minister 
ii take oral evidence from the Scottish Council for Voluntary Organisations, COSLA 

and the Minister 

8. Option 1 represents the status quo where the Committee would proceed immediately 
to formal Stage 2 proceedings without taking any further oral evidence. This would 
provide three meetings for the consideration of Stage 2 amendments. 

9. Option 2 would enable the Committee to take oral evidence from the Minister on 7 
February about the issues that will be addressed in secondary legislation, codes of 
practice and guidance and then proceed to the formal Stage 2 proceedings which 
would be spread over two full meetings and one part meeting. 

10. Option 3 would enable the Committee to take oral evidence from stakeholders and 
the Minister on 7 February about the issues that will be addressed in secondary 
legislation, codes of practice and guidance and then proceed to the formal Stage 2 
proceedings the following week. This would mean that all Stage 2 amendments 
would have to be handled in two full meetings. These would likely be lengthy 
meetings on the afternoons of 13 February and 20 February. 

Action 

11. The Committee is invited to AGREE its approach to Stage 2 consideration of the 
Protection of Vulnerable Groups (Scotland) Bill. 

 
 

Iain Smith 
Convener 

Education Committee  
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