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Policy for Transfer of Extra-Numerary Teaching Staff

a)
The procedure which will be followed in such cases is that:

· The Headteacher will, in consultation with the Education Department, identify the staffing requirement of the school in line with the Education Committee's staffing policy.

· Where this identifies surplus staffing in the school, the member(s) of staff to be considered for transfer will be identified either by primary school or secondary departmental subject.  The surplus time identified should be such as to allow either full-time or part-time transfer of posts from one school to another.

· The Headteacher will inform staff in either primary school/subject department of the need to effect a reduction and of the procedures which will be followed.  It is important that this information be given as early as possible and that matters be dealt with as sensitively as possible.

· Consideration may at this point be given to an interest in early retirement but full consideration will only be given to this in the event of no acceptable alternative post being available.

· In the first instance, volunteers will be sought from the primary school staff/secondary school department who might be interested in a transfer to another school.  A deadline of five working days will be given to staff to express such an interest and, if at all possible, the alternative posts available should be known at this time.  If more than one volunteer comes forward, the teacher with the greater length of service with Dumfries and Galloway Education Authority will be offered the transfer.


b)
Where no voluntary transfer is forthcoming, the supernumerary teacher in the school/department will be identified in accordance with the "last in, first out" principle with the following considerations to be borne in mind:

· Length of service will be reckoned on the length of service which members of staff have given to Dumfries and Galloway Education Authority subject to conditions given below with regard to breaks in service.  This will include periods of part-time and temporary work.

· Maternity leave shall count as teaching service in full provided that the teacher returned to service during that period when the statutory right of return applies.

· Where, for maternity leave or to bring up a family, the teacher has a break in service, the maximum allowable period of that break will be eight years.  Teaching service which occurred before the eight years or less shall count in full but where the break is for more than eight years, no previous service will be reckoned.

· Where, for maternity-related reasons, the teacher has more than one break of service, these breaks of service will be aggregated with the maximum allowable total being eight years.  Provided that the aggregate of breaks in service is less than eight years, all periods of intervening teaching service will count in full but where the breaks in service amount to more than eight years, only that service accumulated between the breaks totalling not more than eight years in the period immediately preceding return will be credited.

· Career breaks approved by the Education Department will not be regarded as a break in service.


c)
Members of staff who hold promoted posts, excluding non-school-specific Senior Teachers, will, other than in exceptional circumstances, not be considered for compulsory transfer except where they volunteer to take such transfer to an non promoted post in another school.  In these latter cases, they would lose the responsibility element in their salaries.


d)
Unpaid sickness will count in full for length of service.


e)
Wherever possible and reasonable, efforts will be made to avoid the compulsory transfer of members of staff who have been subject to compulsory transfer within the previous four years.


f)
Where two or more teachers have equal service with the Education Authority and the qualification for compulsory transfer cannot be determined by other means, interviews will be held in order to determine the person most appropriate for transfer.  These interviews will be organised by the Education Department.


g)
As far as job-share posts are concerned, these will be considered as one post for transfer purposes and reckonable service will be calculated on the basis of halving the aggregated total reckonable service of the members of staff involved.


h)
In the case of Learning Support staff, the Area Learning Support Manager will have responsibility for making recommendations on the redeployment of staff.


i)
The Director for Education, or his/her appointed representative, will ensure that the individual teacher concerned is involved in discussions on conditions relating to the transfer and the teacher will have the right to have present at such discussions a representative of his/her professional organisation.


j)
The Director for Education will write to the teacher informing him/her of:

· the reason for the transfer;

· the school to which the teacher is to be transferred;

· the starting date from which the transfer will take effect with a minimum of one month's notice unless otherwise with the agreement of the teacher;

· any other conditions attaching to the transfer.


k)
Teachers who are subject to compulsory transfer will have the right to return without interview to a post vacated in the school from which they have been transferred provided that that post becomes vacant before they take up their new post.


l)
For a maximum period of four years following a compulsory transfer, travel and expenses for any additional mileage incurred between home and base school will be paid at the agreed rate which is currently 75% of the Casual Users' rate.


m)
Transfers will be effected over as short a distance as possible but where the new distance between home and base school is agreed as unreasonable for daily travel, consideration will be given to providing assistance with removal expenses.


n)
The headteacher of the receiving school will always have the right to interview a prospective transferee but the final decision will rest with the Director for Education.


o)
Where agreement does not prove possible, the appeals/grievance procedures can be invoked.
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