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The employer recognises that a national framework of terms and conditions in education is 
essential for the smooth operation of the labour market for education professionals. It will 

do so as long as those represent the best available and it is the desire of employees to retain 
them. Noting the principle of no detriment, the employer will not move away from these 
arrangements without consultation and agreement. 

 

 

 

 

 

  

  



 
 

 
 

  

  

 

The employer recognises that a national framework of terms and conditions in education is 
essential for the smooth operation of the labour market for education professionals.  

commits to do so as long as those represent the best available and it is the desire of employees 
to retain them. Noting the principle of no detriment, the employer will not move away from 
these arrangements without consultation and agreement. 

 

  
 

 

 

  

 

 

  

  

   

   

   

   

   

   

representatives, equality, health and safety representatives and learning representatives as 
well as any other elected / appointed representative roles within the recognised trade unions. 

 



 
 

 
 

 

 

  
  
  
  
 

 
  
  
  
  
  

 

 
  

 
 

  
 

 
  

 
 

  
  

 

This agreement is intended to be implemented in conjunction with the obligations that the 
employer must meet in accordance with the TUPE regulations.                                 

 

  

  

 

 



 
 

 
 

 
  

  

  

  

  

  

  

   

 

 

 

  

  

  

  

   

  

  

 

  

 

  

   

  

 



 
 

 
 

  

  

 

  

    

 

  

 

  

 

  

 

  

   

   

   

   

    

 The employer will allow a representative reasonable time off for certain union duties 
where the relevant qualifying criteria are met. 

 Representatives undertake a broad range of duties that do not always fit neatly into a 
single legal category for determining the right to time off. They may also be elected or 
appointed to more than one role. This means a representative may qualify for time off 
under the rights for more than one type of representative. 

 For example, an employee who is a union equality representative can take reasonable 
time off for the purposes of that role. If, in fact, that employee meets the criteria of a 
union representative, they will also be eligible to take reasonable time off for the duties 
of that role. 

 Trade unions will inform the employer clearly which roles an employee has been 
appointed to. The employer recognises that representatives may have overlapping 
roles, so they allow reasonable time off for representatives where it is due. 

 



 
 

 
 

  

   

  

  

   

   

   

   

  

  

  

  

 

  

   

  

 

 

  

   

   

    

 

 

   

   



 
 

 
 

   

 

  

   

 

 

  

 

Trade union representatives will give as much notice as possible when seeking consent for 
meetings. Consent with not be unreasonably withheld. There should also be arrangements in 
place for taking time off at short notice where appropriate due to the urgency or nature of the 
matters to be discussed. 

 

 

   

  

   

 

   

   

  

The employer will allow a representative reasonable time off for certain union duties where the 
relevant qualifying criteria are met. 

  

  

If the employer and the trade unions cannot reach an agreement, the matter may be referred to 
the Advisory Conciliation and Arbitration Service (ACAS) in order to seek resolution of the issue. 



 
 

 
 

Either party may determine that a matter is referred to ACAS for conciliation. Both parties may 
subsequently agree, where necessary, that a matter is referred to ACAS for arbitration. 

While these procedures are being followed the employer will honour the status quo ante. 

  

  

 

 

  

   

   

   

   

   

  

 

 

 
 

 

 

 

 

 

The employer will not take disciplinary action against a trade union representative until an 
employed official of that trade union has been consulted, after obtaining the employee's 
agreement" - as per the ACAS Code of Practice. 

 



 
 

 
 

 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 


