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INTRODUCTION AND CONTEXT
Name School, in common with many schools nationally, is experiencing significant financial pressure. Across the education sector, falling pupil numbers, constrained funding settlements and rising operational costs are requiring schools to make difficult but necessary decisions to secure long-term financial sustainability.
The school currently carries a substantial cumulative deficit which, if not addressed, will continue to grow year on year and place the school’s future viability at risk. It is therefore essential that decisive action is taken now as part of a wider financial recovery plan. Nationally, schools facing similar challenges are increasingly required to review staffing structures, realign responsibilities, and explore more cost-effective models of delivery.
Staffing costs represent the largest proportion of the school’s budget and are the primary driver of the current deficit position. As a result, one of the limited mechanisms available to the school to achieve meaningful and sustainable savings is a comprehensive review of its staffing structure. In order to meet our statutory and financial responsibilities while continuing to provide a high-quality education for our pupils, it is necessary to review all roles across the school.
This process involves a full examination of existing posts to determine how effectively they align with the school’s core priorities and future needs, while balancing financial constraints with our duty to meet pupils’ needs and ensure the effective operation of the school.
We recognise that proposals of this nature may cause uncertainty and concern. The school is committed to managing this process with transparency, fairness, and sensitivity, with a clear and unwavering focus on securing the best possible outcomes for the children of Name School.

RATIONALE
The current staff structure, while historically beneficial, is no longer financially sustainable for a school of this size. Changes are necessary to secure the school’s future, prioritising resources towards pupils’ learning and wellbeing.  It is important to note the following key points:
· School’s deficit is projected to reach close to £0000000 by the end of the 2025/26 financial year.
· Currently (financial year 2025/26), annual staffing costs are equivalent to 00% of secure income: 
· annual staff costs = £000000000 
· annual secure income = £0000000
This is much higher than the 80% - 85% typically expected; in other words, the cost of paying staff each year is above total school income, leaving no money to cover other costs such as premises, heating, lighting and learning resources. Therefore, significant savings need to be made in this area.
· If no changes are made to staffing structures, staff costs as a percentage of secure income are predicted to continue to grow as follows:
	
	Financial Year

	
	2026/27
	2027/28
	2028/29
	2029/30

	Staff costs as a % of secure income without restructure
	%
	%
	%
	%



· Over recent years, the school has had to take cash advances from the local authority in order to meet its financial obligations, such as paying staff salaries; this is not sustainable in the long term and has to be paid back to the London Borough of Waltham Forest.
· Reviewing and adjusting the staffing structure is necessary to ensure that resources are prioritised towards teaching, learning, and direct pupil support.
· The proposed changes are intended to secure the financial sustainability of the school and protect its core educational mission into the future.
In short, the new structure set out below is designed to reduce expenditure and increase efficiency whilst keeping the educational needs of the children as the school’s top priority. The restructure will take place across 0 main areas: 
A. Teaching Staff
B. Teaching Assistant
C. ……………..
D. ………………
The staffing costings set out in this proposal are based on the most accurate information available at the time of writing. Final costs may vary as a result of changes to individual salaries, incremental progression, and employer on-costs, which are outside the school’s control. It is worth noting that there may be some pension strain costs incurred to the school budget during this restructure if any support staff affected are on LGPS pension and aged 55 or above.


CURRENT AND PROPOSED STAFFING STRUCTURE
A. Senior Leadership
	Current Staffing Structure: 

	Role
	Scale
	Full/Part-Time (Amt if PT)

	Head Teacher
	
	

	Deputy Head Teacher 
	
	

	SENCo
	
	

	ETC……….
	
	



	
Proposed Staffing Structure: 


	Role
	Scale
	Full/Part-Time (Amt if PT)

	Head Teacher
	L
	FT

	Deputy Head Teacher
	L
	PT 

	SENCo
	L
	PT 




B. Teaching Assistants (TAs)
	Current Staffing Structure: 
0 Teaching Assistants
0 Nursery Nurse.
0 Higher Level Teaching Assistants

	Role
	Scale
	Full/Part-Time (Amt if PT)

	Teaching Assistant
	
	FT

	Teaching Assistant
	
	FT

	Teaching Assistant
	
	FT

	Teaching Assistant
	
	PT 00.0 hours per week

	Teaching Assistant
	
	PT 00.0 hours per week

	Higher Level Teaching Assistant
	
	FT

	Higher Level Teaching Assistant
	
	FT

	Nursery Nurse
	
	FT



	Proposed Staffing Structure: 


	Role
	Scale
	Full/Part-Time (Amt if PT)

	Teaching Assistant
	SC
	FT

	Teaching Assistant
	SC
	FT

	Teaching Assistant
	SC
	FT

	Teaching Assistant
	SC
	FT

	Teaching Assistant
	SC
	FT

	Teaching Assistant
	SC
	FT

	Early Years Practitioner
	SC
	FT

	School Midday Assistant
	SC
	PT 



C. Pastoral Staff
	Current Staffing Structure: 

	Role
	Scale
	Full/Part-Time (Amt if PT)

	Learning Mentor
	SC
	



	Proposed Staffing Structure: 
Set out narrative here






D. Administrative Staff
	Current Staffing Structure:

	Role
	Scale
	Full/Part-Time (Amt if PT)

	
	
	

	
	
	

	
	
	



	Proposed Staffing Structure: 
Set out narrative here

	Role
	Scale
	Full/Part-Time (Amt if PT)



E. Premises Staff
	Current Staffing Structure: 

	Role
	Scale
	Full/Part-Time (Amt if PT)

	
	
	

	
	
	



	Proposed Staffing Structure: 





RESTRUCTURE COSTINGS AND SUMMARY CONCLUSIONS
	Cost of current staff structure for financial year 2026/27
	Cost of proposed staff structure for financial year 2026/27
	Difference

	Cost
	Cost
	

	£
	£ 
	£



*Please note: some savings in staff costs will not have full impact until the 2027/28 financial year due to the restructure being implement mid-financial year and pay protection for some staff lasting until end; any changes to Teachers Salaries are subject to protection for three years at the current rate of pay.
Whilst the proposed restructure will deliver savings, the school will also face a significant reduction in income in the 2026/27 financial year, with projected income reducing to £00000 due to a combination of internal and external factors – a reduction of £0000000. As a result, although the restructure reduces staffing costs from the current position—where staffing expenditure represents 00% of secure income—the reduction in overall income means that staffing costs will still account for approximately 00% of secure income in 2026/27, reducing to 000% in 2027/28 (the first full financial year under the new structure).
The table below therefore compares the projected financial position if no changes are made to the current staffing structure with the position following the proposed restructure over the next 4 years. This comparison demonstrates the financial risk of maintaining the existing structure and clearly sets out the rationale for implementing the proposed changes at this point in order to protect the school’s longer-term financial stability. Please note that the table assumes no changes in teaching staff over the next four years and includes expected pay progression; 
	
	Financial Year

	
	2026/27
	2027/28
	2028/29
	2029/30

	Staff costs as a % of secure income without restructure
	%
	%
	%
	%

	Staff costs as a % of secure income with
restructure
	%
	%
	%
	%



This highlights the scale of the financial pressure facing the school. Even with the proposed changes, staffing expenditure will remain above the level typically considered financially sustainable for schools. However, the restructure represents a necessary and proportionate step to begin bringing staffing costs down to mitigate the risk of a growing structural deficit, and the staffing structure will continue to be monitored and reviewed over the coming years.



OUR APPROACH TO PEOPLE AND CHANGE MANAGEMENT
The Governing Body and Senior Leadership Team are committed to managing any change process responsibly and with care and will do everything reasonably possible to support staff affected by change, including through redeployment and redundancy support where necessary.
The Governing Body will base its approach to reshaping the school on the following principles:
· It will make explicit the skills and behaviours needed by employees in the future and the performance expectations.
· Where the reorganisation of services requires changes in staffing numbers or job roles, the process for deciding who will remain in employment will be based on assessing their ability to meet stated expectations.  Where such selection processes are required they will be properly designed and objectively undertaken.
· Retraining and redeployment will be used where practicable to reduce the need for redundancy dismissals
· Voluntary redundancy opportunities may be available and the Governing Body will give due consideration to such request in accordance with the School’s policy on voluntary redundancy.  Where such opportunities exist each request will be considered on its merits.  
· Support will be available to those staff who are placed ‘at risk of redundancy’ in accordance with the process outlined in this document.
Agency workers, consultants and those employed by a third party to perform particular functions for or on behalf of a school, generally will not be covered by these procedures.  
These procedures are designed to enable the school to implement all the necessary changes as efficiently and effectively as possible and to ensure:
· That employees are treated fairly and with dignity respect
· A fair, open and transparent change management process
· That the school retains the people and skills it needs to meet our future requirements
· That employees are appointed to posts in a revised structure on the basis of their skills, experience and performance
· Those employees at risk are given reasonable support to find an alternative job

TIMETABLE FOR CONSIDERATION OF PROPOSALS AND IMPLEMENTATION
The timetable for decisions and changes will be as follows, subject to any changes which may arise as a result of new Government or other expectations.  Please note that the timetable below is only indicative and is provided in the interests of giving as much information as possible to affected staff. The timetable will be used if the contemplated changes are adopted.  No final decision regarding the changes to be adopted will be made, until the school has had sufficient opportunity to consider feedback and suggestions to alternatives and respond to the suggestions and comments made.  Also, the timeframe below is designed to be fluid, and may require further amendment.  Affected staff and their representatives will be notified of any proposed amendments at the first available opportunity.
The table below details the consultation timetable for staff and Trade Unions.
	Process
	Responsibility
	Date

	Proposal review with LA
	Head Teacher & School’s Traded HR provider
	

	Present to the governing body for agreement.
	Head Teacher
	

	Inform Trade Union’s of proposals
	School
	

	Formal collective consultation meeting with staff and Trade Unions (Unison/GMB/Unite) to consult on proposals for reorganisation of staffing structure.
	Governor Panel, Head Teacher & School’s Traded HR provider 
	

	Formal consultation email issued to staff, with hard copies on staff request
	Head Teacher/ School’s Traded HR provider 
	

	Individual meetings with Head Teacher if required
	Head Teacher/HR if required/union
	

	Staff and Union Consultation closes
	Staff and Union Representatives
	

	Consideration of issues raised during the consultation and decision made on final staff structure
	Governor Panel & Head Teacher

	

	Formal letter to staff informing them of the outcome of the consultation and potential deletion of post. 
	Head Teacher/ School’s Traded HR provider 
	

	Interviews as necessary and notification of outcomes to staff (right of appeal for those Staff unsuccessful)
	Head Teacher/Governors
to be confirmed
	

	Final day for submission of any appeals
	Staff
	

	Governors Appeals Committee considers representations and notifies staff of the outcome.
	Governors Appeals Committee,
School’s Traded HR provider/LA HR
	

	Implementation of new structure 
	Head Teacher
	




COMMUNICATIONS
We have endeavoured to provide as much information as we can, regarding the overall process, however it is not possible to give full details about all of the issues in the first instance. Some decisions and actions are dependent on the outcome of earlier stages of the reorganisation process.  
All questions and queries about anything in this document should be put to your Head Teacher either in writing or in individual meetings, and responses will be provided immediately where possible.
Absent Employees
All employees affected by the proposals will be sent a letter during the consultation phase inviting them to contact their Head Teacher to arrange a ‘first individual consultation’ meeting.  This includes employees on sick leave, maternity leave, paternity leave, adoption leave and career breaks.  
Employees on maternity leave or adoption leave are in a special position.  If such an employee is selected for redundancy she must be offered any suitable alternative employment that is available. 


IMPLEMENTING THE REORGANISATION
Based on the Governing Body contemplated structure current the following roles will be deleted.
	Role
	Scale
	Full/Part-Time (Amt if PT)

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	



Voluntary Redundancy
The Governing body will apply its voluntary redundancy policy.  The opportunity to express an interest in voluntary redundancy can be made to your Head Teacher.
For the purposes of managing the changes required across the school, the following processes will apply.  
Providing the requirement for suitable skills, experience and performance can be met; all posts will be filled by one of the following methods prior to any external recruitment activity:
· Assimilation - matching employees with posts where they meet the required criteria
· Ring fencing – grouping employees who all undertake a similar role to the new or reduced posts
· Redeployment – this may be following an internal application/interview process or may be as a result of an offer of a job that the Governing Body considers to be a suitable alternative employment
· Open recruitment following internal competition within the school - where there are no employees who meet the requirements of the new role 
In some instances the right skills and experience may not exist in the school and where this occurs the post will be filled with external recruitment.  
Where assimilation, ring fencing or redeployment applies the inclusion of any employee will be based on their substantive post such as not including any honoraria, secondments, acting up or any other temporary arrangements currently in place for an employee irrespective of the length of those arrangements. However, selection panels may take account experience gained such as ‘of acting up’ positions.  
The school will consult with the Local Authority as necessary prior to commencement of formal consultation and during the implementation period to ensure that legal and school policy requirements are met.  
Appeals
Employees are entitled to raise an appeal within five working days of decisions taken under assimilation, ring fencing, and redeployment procedures/processes.
Any such appeals should be sent in writing to the head teacher.  A hearing will be convened within fifteen working days.  This will be considered by a panel made up of representatives from the Governing Body.  
Appeals Against Dismissal
Any matters arising regarding the selection of an employee for redundancy will be dealt with as an appeal.  Appeals must be lodged in writing within a period of five working days from the written notification of the decision being received by the employee. The appeal meeting will be held within ten working days of the notification.
The employee must take all reasonable steps to attend the meeting and may be represented by a colleague or trade union representative.  The appeal panel will be made up of representatives from the Governing Body.  
Protection Of Salary
Salary protection arrangements will apply where employees, as an alternative to redundancy, are offered, and accept, a post on a lower grade than their existing substantive grade e.g. upon assimilation or upon accepting a suitable alternative post.  
To qualify for protection employees must have applied for posts either within the ring fence or other vacant posts within the School or Council wide (if appropriate); normally only one grade below their existing substantive grade.  
If an employee is redeployed to a lower graded post, the protection arrangements will be as follows:
· The rate of pay (not grade) at the time they take the lower graded post will be frozen (i.e. no further increments or pay awards) for a period of six months.
· At the end of the six-month period the employee will be paid at the maximum of the new (lower) grade. If the maximum of the new (lower) grade catches up, through national pay increases, before the sixth month has passed, then the protection (i.e. frozen payments) will cease. From that date forward the rate of pay of the new (lower) grade will be paid.  
The Governing Body, school and the trade unions hold the view that the norm for changes in grade should be no more than one grade. Changes that are greater than this will be regarded as exceptional and in agreement with the individual concerned.  
Calculation Of Redundancy And Pension Payments
Employees with at least 2 years’ service who leave the Council’s/School’s employment either through voluntary or compulsory redundancy will be entitled to a redundancy payment (unless they unreasonably refuse an offer of suitable alternative employment). 
For those entitled to a redundancy payment, the following will apply:
a) The redundancy payment will be based on three factors: an employee’s age, salary and length of service.  The employee is entitled to receive:
· 0.5 of a week’s pay for each year of employment in which the employee was aged 21 or under.
· 1 week’s pay for each year of employment in which the employee was aged between 22 and 40
Or
· 1.5 of a week’s pay for each year of employment in which the employee was aged 41 or over.

The maximum number of years of employment that can be taken into account is 20.
b) Entitlement will be calculated using the table below. A week’s pay will be calculated using a week’s contractual pay.
c) Employees aged over 55 and who are members of the LGPS or TPS will receive their pension entitlements – lump sum and on-going pension. No added years or other enhancements will be payable.  
Redundancy Pay Table
To calculate the number of week’s redundancy pay, cross-reference the person’s age and years of service and then multiply that number by the weekly salary.  For example a person with a salary of £200 per week aged 22 with four years of service will be entitled to two weeks’ salary, a total redundancy of £400.
	
	Service (years)
	
	
	
	
	
	
	
	
	
	
	

	Age
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	16
	17
	18
	19
	20

	17
	1.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0

	18
	1.0
	1.5
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0

	19
	1.0
	1.5
	2.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0

	20
	1.0
	1.5
	2.0
	2.5
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0

	21
	1.0
	1.5
	2.0
	2.5
	3.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0

	22
	1.0
	1.5
	2.0
	2.5
	3.0
	3.5
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0

	23
	1.5
	2.0
	2.5
	3.0
	3.5
	4.0
	4.5
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0

	24
	2.0
	2.5
	3.0
	3.5
	4.0
	4.5
	5.0
	5.5
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0

	25
	2.0
	3.0
	3.5
	4.0
	4.5
	5.0
	5.5
	6.0
	6.5
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0

	26
	2.0
	3.0
	4.0
	4.5
	5.0
	5.5
	6.0
	6.5
	7.0
	7.5
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0

	27
	2.0
	3.0
	4.0
	5.0
	5.5
	6.0
	6.5
	7.0
	7.5
	8.0
	8.5
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0

	28
	2.0
	3.0
	4.0
	5.0
	6.0
	6.5
	7.0
	7.5
	8.0
	8.5
	9.0
	9.5
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0

	29
	2.0
	3.0
	4.0
	5.0
	6.0
	7.0
	7.5
	8.0
	8.5
	9.0
	9.5
	10.0
	10.5
	0.0
	0.0
	0.0
	0.0
	0.0
	0.0

	30
	2.0
	3.0
	4.0
	5.0
	6.0
	7.0
	8.0
	8.5
	9.0
	9.5
	10.0
	10.5
	11.0
	11.5
	0.0
	0.0
	0.0
	0.0
	0.0

	31
	2.0
	3.0
	4.0
	5.0
	6.0
	7.0
	8.0
	9.0
	9.5
	10.0
	10.5
	11.0
	11.5
	12.0
	12.5
	0.0
	0.0
	0.0
	0.0

	32
	2.0
	3.0
	4.0
	5.0
	6.0
	7.0
	8.0
	9.0
	10.0
	10.5
	11.0
	11.5
	12.0
	12.5
	13.0
	13.5
	0.0
	0.0
	0.0

	33
	2.0
	3.0
	4.0
	5.0
	6.0
	7.0
	8.0
	9.0
	10.0
	11.0
	11.5
	12.0
	12.5
	13.0
	13.5
	14.0
	14.5
	0.0
	0.0

	34
	2.0
	3.0
	4.0
	5.0
	6.0
	7.0
	8.0
	9.0
	10.0
	11.0
	12.0
	12.5
	13.0
	13.5
	14.0
	14.5
	15.0
	15.5
	0.0

	35
	2.0
	3.0
	4.0
	5.0
	6.0
	7.0
	8.0
	9.0
	10.0
	11.0
	12.0
	13.0
	13.5
	14.0
	14.5
	15.0
	15.5
	16.0
	16.5

	36
	2.0
	3.0
	4.0
	5.0
	6.0
	7.0
	8.0
	9.0
	10.0
	11.0
	12.0
	13.0
	14.0
	14.5
	15.0
	15.5
	16.0
	16.5
	17.0

	37
	2.0
	3.0
	4.0
	5.0
	6.0
	7.0
	8.0
	9.0
	10.0
	11.0
	12.0
	13.0
	14.0
	15.0
	15.5
	16.0
	16.5
	17.0
	17.5

	38
	2.0
	3.0
	4.0
	5.0
	6.0
	7.0
	8.0
	9.0
	10.0
	11.0
	12.0
	13.0
	14.0
	15.0
	16.0
	16.5
	17.0
	17.5
	18.0

	39
	2.0
	3.0
	4.0
	5.0
	6.0
	7.0
	8.0
	9.0
	10.0
	11.0
	12.0
	13.0
	14.0
	15.0
	16.0
	17.0
	17.5
	18.0
	18.5

	40
	2.0
	3.0
	4.0
	5.0
	6.0
	7.0
	8.0
	9.0
	10.0
	11.0
	12.0
	13.0
	14.0
	15.0
	16.0
	17.0
	18.0
	18.5
	19.0

	41
	2.0
	3.0
	4.0
	5.0
	6.0
	7.0
	8.0
	9.0
	10.0
	11.0
	12.0
	13.0
	14.0
	15.0
	16.0
	17.0
	18.0
	19.0
	19.5

	42
	2.5
	3.5
	4.5
	5.5
	6.5
	7.5
	8.5
	9.5
	10.5
	11.5
	12.5
	13.5
	14.5
	15.5
	16.5
	17.5
	18.5
	19.5
	20.5

	43
	3.0
	4.0
	5.0
	6.0
	7.0
	8.0
	9.0
	10.0
	11.0
	12.0
	13.0
	14.0
	15.0
	16.0
	17.0
	18.0
	19.0
	20.0
	21.0

	44
	3.0
	4.5
	5.5
	6.5
	7.5
	8.5
	9.5
	10.5
	11.5
	12.5
	13.5
	14.5
	15.5
	16.5
	17.5
	18.5
	19.5
	20.5
	21.5

	45
	3.0
	4.5
	6.0
	7.0
	8.0
	9.0
	10.0
	11.0
	12.0
	13.0
	14.0
	15.0
	16.0
	17.0
	18.0
	19.0
	20.0
	21.0
	22.0

	46
	3.0
	4.5
	6.0
	7.5
	8.5
	9.5
	10.5
	11.5
	12.5
	13.5
	14.5
	15.5
	16.5
	17.5
	18.5
	19.5
	20.5
	21.5
	22.5

	47
	3.0
	4.5
	6.0
	7.5
	9.0
	10.0
	11.0
	12.0
	13.0
	14.0
	15.0
	16.0
	17.0
	18.0
	19.0
	20.0
	21.0
	22.0
	23.0

	48
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	11.5
	12.5
	13.5
	14.5
	15.5
	16.5
	17.5
	18.5
	19.5
	20.5
	21.5
	22.5
	23.5

	49
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	13.0
	14.0
	15.0
	16.0
	17.0
	18.0
	19.0
	20.0
	21.0
	22.0
	23.0
	24.0

	50
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	13.5
	14.5
	15.5
	16.5
	17.5
	18.5
	19.5
	20.5
	21.5
	22.5
	23.5
	24.5

	51
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	13.5
	15.0
	16.0
	17.0
	18.0
	19.0
	20.0
	21.0
	22.0
	23.0
	24.0
	25.0

	52
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	13.5
	15.0
	16.5
	17.5
	18.5
	19.5
	20.5
	21.5
	22.5
	23.5
	24.5
	25.5

	53
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	13.5
	15.0
	16.5
	18.0
	19.0
	20.0
	21.0
	22.0
	23.0
	24.0
	25.0
	26.0

	54
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	13.5
	15.0
	16.5
	18.0
	19.5
	20.5
	21.5
	22.5
	23.5
	24.5
	25.5
	26.5

	55
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	13.5
	15.0
	16.5
	18.0
	19.5
	21.0
	22.0
	23.0
	24.0
	25.0
	26.0
	27.0

	56
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	13.5
	15.0
	16.5
	18.0
	19.5
	21.0
	22.5
	23.5
	24.5
	25.5
	26.5
	27.5

	57
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	13.5
	15.0
	16.5
	18.0
	19.5
	21.0
	22.5
	24.0
	25.0
	26.0
	27.0
	28.0

	58
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	13.5
	15.0
	16.5
	18.0
	19.5
	21.0
	22.5
	24.0
	25.5
	26.5
	27.5
	28.5

	59
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	13.5
	15.0
	16.5
	18.0
	19.5
	21.0
	22.5
	24.0
	25.5
	27.0
	28.0
	29.0

	60
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	13.5
	15.0
	16.5
	18.0
	19.5
	21.0
	22.5
	24.0
	25.5
	27.0
	28.5
	29.5

	61
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	13.5
	15.0
	16.5
	18.0
	19.5
	21.0
	22.5
	24.0
	25.5
	27.0
	28.5
	30.0



Note: redundancy payments for all ages over 61 will be calculated in the same way as 61 shown above


SUPPORT FOR EMPLOYEES
Training courses and support will be available to affected employees who are in ring fence or redeployment situations on application forms/interview skills and career coaching.
Financial considerations are of key concern to affected employees. The School/Council will therefore arrange for financial advice, if requested.
At their second individual consultation meeting employees will be provided with estimates of their financial information regarding severance and where eligible pension information.  
Trade Unions
Employees are encouraged to contact their trade union representatives for advice and support.  The lead officers are:
UNISON:

Janet Walker
Branch Secretary
Room 215, 2nd Floor, 313 Billet Road, Walthamstow E17 5PX
Tel. No: 020 8496 4703
Mobile: 07402 322662
janet.walker@unisonwalthamforest.org.uk

Kamella Dorsett
Branch Organiser / Case Worker
Tel: 0208 496 4502
Mob: 07907 480 266
Kamella.Dorsett@unisonwalthamforest.org.uk 
	
Annabelle Stanford
Joint Unions Health and Safety Officer 
Tel: 0208 496 4502
Mob: 07311-789224
annabelle.stanford@unisonwalthamforest.org.uk
[bookmark: _heading=h.4nz2lxv22s77]                  			
GMB:

Mary Goodson
London Regional Organiser
John Cope House
152 Brent Street
NW4 2DP
Hendon Office 
Direct Line 0208 457 4117
07958156838
Mary.Goodson@gmb.org.uk 							

UNITE the UNION:

Mercedes Sanchez					Kevin Parslow
Full time Official					Branch Secretary
Unite							Unite
33-37 Moreland Street				16 Warren Road
EC1V 8BB						London E10 5QA
Tel: 02088004281					Tel: 07446344662
[bookmark: _heading=h.469xw6xscuun]Email: Mercedes.Sanchez@unitetheunion.org	Email: kevin.parslow@unitetheunion.org 

TEACHING UNIONS
[bookmark: _heading=h.hm6hs9hf2yso]
NEU:

Mallainee Martin 
Assistant Branch Officer				Branch Officer
[bookmark: _heading=h.5f7jqzeuot4q]Email: Robin.talbot@neu.org.uk			Email: Mallainee.martin@neu.org.uk
Mobile: 07502052484					Mobile: 07502 052793

Generic Email: Walthamforestbranch@neu.org.uk  
	

[bookmark: _heading=h.9drxymagv0mc]NASUWT: 

John McGill (Executive Member)
Email: john.mcgill@exec.nasuwt.org 

Marie Kelly (Case Worker for Waltham Forest)
Email: marie.kelly@nasuwt.org.uk 

[bookmark: _heading=h.wjvkxbr65n23]NAHT:

Matthew Waterfall (Waltham Forest Representative)
National Association of Head Teachers
Tel. No: 0208 390 7470
Email: Matthew.waterfall@naht.org.uk
Website: www.naht.org.uk


ASCL:	

Sam Jones
Sam.jones@ascl.org.uk

	Mohammed Sabur
	(Association of School & College Leaders)
London Regional Officer
Tel: No/Fax: 020 8908 3496 
Mobile: 077 1100 4970   
Email: Mo.Sabur@ascl.org.uk
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