
[image: image1.png]rm: 150100

UNION

orst




AEU – ACT BRANCH

BUDGET SUBMISSION 2009 - 2010
Overview

This budget submission reflects the Union Collective Agreement Claim endorsed by Branch Council (29 November 2008) and provided to the ACT Department of Education and Training and the Canberra Institute of Technology. A copy was also provided to Minister Barr on 5 December 2008.

The Claim for both the School and TAFE sectors has been prepared at what could only be described as a critical point in the history of public education in Australia.

For decades successive governments, both Federal and ACT, have failed to grasp the essential needs of the public education system and the singular importance of it to the ongoing health of our nation. 

This is most evident in the long term cuts to public education funding as a percentage of government spending and the progressive support of private schools and training providers with little recognition of the negative impact on the public education systems, including TAFE.

The resulting situation in the ACT school and TAFE sectors is best categorised as a system under great stress. The teaching profession has valiantly struggled to maintain the highest possible outcomes for their students, but simply cannot continue to do so unless there is a fundamental shift in the educational paradigm that motivates the next ACT Government.

This Claim seeks to make that paradigm shift. It is based on the comprehensive responses given by around 25% of the AEU membership in both the school and TAFE sectors in two recent surveys, the considered input from teachers in each work site and the formal debate of TAFE Council and AEU Branch Council delegates. It identifies the real education revolution that must occur rather than one based on political expediency.

It highlights the key stress points which must be addressed if public education is to continue to be able to deliver high quality outcomes for its diverse range of students, and thereby maintain a cohesive society, where there is equal opportunity for all. Our starting point is that there is no scope whatsoever for any further erosion of teaching conditions and that the next UCA must only seek to improve these matters. The two guiding principles of the Claim are that there must be no trade-offs/productivity offsets of any kind and industrial action will only be used as a matter of last resort.

In putting forward this Claim it must be acknowledged that the level of investment required is substantial in order to rectify the inaction of the past and that it may well take longer than a single industrial agreement or one term of the ACT Government to do so. To achieve the outcomes needed requires the teaching profession, through its collective voice, to wage a campaign unlike any other in recent history. We must inform and convince the community at large and its elected representatives, of the imperative to invest in public education in the manner this Claim details.

The AEU has always advocated on behalf of both the professional and industrial issues important to its members through claims dealing with matters pertaining to the relationship between ACT teachers and their employer. This Claim follows that practice and reaffirms the AEU’s belief that to ensure the ongoing viability of high quality public education in the ACT it is essential that the claims associated with both these areas are implemented.

PART A:  SCHOOL SECTOR CLAIM

1.
Recruitment and Retention of Teachers

Salary/Promotional Structure (including rewarding classroom experience)

By far the single greatest priority identified by members in the School Sector survey (76%) was the need for increased salary levels. The range of reasons given for this included: salary not commensurate with professional responsibilities; salary not comparable with public sector relativities; salary not commensurate with the excessive workload levels; salary not comparable with interstate teaching salary levels; salary not commensurate with the level of qualifications required; salary not comparable with other professions.

Putting this all together, members clearly argue that the current salary levels make it difficult to attract and retain quality teachers: indeed they ask why would you enter or stay in the teaching profession when you can receive greater remuneration for far less responsibility in other industries?

	RECOMMENDATION 1

	1.1 A new salary/promotional structure based on the following   professional pay model:

Graduate Teacher: To be recruited a 4yr trained applicant must establish that they meet the Graduate Teacher Professional Standard. This standard will be negotiated between the AEU and DET and prior to any final agreement being reached, must be endorsed by Branch Council. The salary rate for this classification forms the benchmark (X) for all higher level classifications.

Competent Teacher: Once recruited, Graduate Teachers will progress annually through the implementation of their Professional Pathways Plan up to Competent Teacher 5. Existing teachers will be translated to the new structure as indicated below.

Accomplished Teacher: Having completed a minimum of 5 years teaching (CT4), a teacher may apply to be assessed as meeting the Accomplished Teacher Professional Standard. This standard will be negotiated between the AEU and DET and prior to any final agreement being reached, must be endorsed by Branch Council. 
All teachers who apply and meet the requirements of the standard (ie there are no quotas) will then progress annually through the implementation of their Professional Pathways Plan up to Accomplished Teacher 4. The salary rate for this classification is 1.5X. 
A process must be established to give immediate access (at the commencement of the agreement) to appropriately qualified teachers to the appropriate Accomplished Teacher (AT1 to AT4) level.

Expert Teacher: Having completed a minimum of 5 years teaching (CT 4), a teacher may apply to be assessed as meeting the Expert Teacher Professional Standard. This standard will be negotiated between the AEU and DET and prior to any final agreement being reached, must be endorsed by Branch Council. 
All teachers who apply and meet the requirements of the standard (ie there are no quotas) will be granted Expert Teacher status. The salary rate for this classification is 2X.

School Leaders: A teacher who has met the requirements of the Accomplished Teacher Professional Standard may apply for promotion to the School Leader classifications. To be successful an applicant must establish that they meet the relevant School Leader Professional Standard. This standard, modelled on the existing School Leader Capabilities, will be negotiated between the AEU and DET and prior to any final agreement being reached, must be endorsed by Branch Council. The salary rates for these classifications range from 2.25X to 2.9X, and are based on the current Principal School Categories.

Current Salary
1/7/09 

1/7/10 

1/7/11 

3 yr Trained Teacher
$48,219
$51,594
$54,690
$57,971
Graduate Teacher/  (4yrT) = X
$52,128
$55,777

[7% increase to X (GT)]
$59,124

[6% increase to X (GT)]
$62,671

[6% increase to X (GT)]
Competent Teacher/ CT 1 (increment)
Step 3: $54,375

Step 4: $57,341,
$60,777
$64,124
$67,671
CT2 (increment)
Step 5: $59,948

Step 6: $63,204
$65,777
$69,124
$72, 671
CT3 (increment)
Step 7: $66,463

$70,777
$74,124
$77,671
CT4 (increment)
Step 8: $69,722
$75,777
$79,124
$82,671
CT5 (increment)
Step 9: $74,279
$80,777
$84,124
$87,671
Accomplished Teacher/ AT 1 = 1.5X
$83,666
$88,686
$94,007
AT2 (increment)
$88,666
$93,686
$99,007
AT3 (increment)
$93,666
$98,686
$104,007
AT4 (increment)
$98,666
$103,686
$109,007
Expert Teacher = 2X
$111,554
$118,248
$125,342
School Leaders
SLC = 2.25X
$86,463
$125,498
$133,029
$141,010
SLB = 2.5X
$92,407
$139,442
$147,810
$156,678
SLA Cat 1/2 = 2.65X
$98,254
$147,809
$156,679
$166,078
SLA Cat 3 = 2.7X
$102,739
$150,598
$159,634
$169,212
SLA Cat 3+ = 2.75X
$107,224
$153,387
$162,591
$172,345
SLA Cat 4 = 2.8X
$111,707
$156,176
$165,547
$175,479
SLA Cat 4+ = 2.85X
$116,192
$158,964
$168,503
$178,612
SLA Cat 4++ = 2.9X
$120,676
$161,763
$171,460
$181,746
SLA Cat 5 = 2.9X
$120,676
$161,763
$171,460
$181,746
NB: The above model assumes an agreement of three years. 

	1.2 Alternative arrangements for the determination of  school categories for Principal positions with a view to:

· allowing upward changes to the Principal School Category annually;

· not allowing any adverse changes to the Principal School Category for the duration of the Union Collective Agreement;

· more appropriately identifying and compensating for the complexities of each school site.

	1.3 A single UCA for both TAFE and School sectors.

	1.4 The level of superannuation employer payments for all teachers be restored to a minimum of 15%, or the level appropriate to the relevant scheme, whichever is the higher.

	1.5 That the first pay increase occur from July 1, 2009, regardless of how long the negotiations take to complete.

	1.6 Unless otherwise specified in this Claim, all allowances will be increased by 7% on 1 July 2009, 6% on 1 July 2010 and 6% on 1 July 2011.


Mobility

The issue of mobility was the subject of a separate survey and a new model has been endorsed in principle by August Council. However, in the latest School Sector survey it was also listed as the 3rd most important issue (47%) to be addressed in the next UCA.

Members argue strongly that the current forced mobility provisions create such instability and resentment that they are detrimental to both the recruitment and retention of teachers and the delivery of quality outcomes for students.

	RECOMMENDATION 2

	2.1 That the new model for mobility (Attachment 1) as further amended by November Branch Council be incorporated into the next UCA as a replacement to the current Section Q.


Beginning Teacher support

The experience of new teachers can be daunting in the current environment of excessive workload for all staff. Often there is no time available to mentor and support beginning teachers, which contributes to many deciding to leave the profession. This issue must be dealt with in conjunction with the actions required to address the negative impact of excessive workload.

	RECOMMENDATION 3

	3.1 That beginning teachers receive a 20% reduction in their teaching load for their first 2 years of employment.

	3.2 That staffing points be provided for an additional 1.0 FTE classroom teacher in each school to provide mentoring to each beginning teacher at that site. (NB This assumes that mentoring is different from supervision and direction.)


Conversion of Contract Teachers to Permanency/Selection Processes

In a period of teaching staff shortage members argue that it is counterproductive to keep qualified teachers who want permanency on long term contracts. Given the 12 month probationary period new permanent teachers must go through, there is little point in not offering permanency upfront. Any issues associated with the teacher’s work performance can and should be dealt with during the probationary period.

	RECOMMENDATION 4

	4.1 That the recruitment round processes:

· be broadened such that applicants who are rated meritorious or higher and for whom there are vacant positions available in the ACT system, be offered permanency, with the normal 12 month probationary period.
· be changed so that provisional offers of permanency may be made to targeted graduates at the beginning of their final year of study, subject to their successful completion of their university requirements.
· be broadened to allow the continuous recruitment of applicants throughout each year.
· be changed to allow interns to teach up to 5 days a week, instead of the current 3 day limit, subject to their successful completion of their university requirements.
· be changed to allow graduates with a 2 year post graduate teaching qualification to be appointed on a higher increment point, as occurs in NSW.

	4.2 That an offer of permanency be made to all full-time and part-time teachers who:

· have been on contract for at least 3 terms over a 12 month period;

· have been assessed as performing satisfactorily, and

· are able to be placed in a vacant position.


High Quality PD

To maintain the credibility of the profession it is essential that teachers undertake regular, quality professional development. However, members indicate that the following barriers prevent this from occurring:

· There is insufficient high quality PD available locally that is relevant to a teacher’s area of expertise and level of experience;

· There is insufficient funding provided to schools to enable teachers to undertake appropriate PD. In most cases the best PD is only available interstate and teachers are expected to fund it themselves;

· There are insufficient high quality relief teachers available to enable teachers to be released to attend PD;

· The weekly workload is so excessive that the impact on the school is too high to allow them to attend PD during school time and they are too exhausted to gain any benefit from courses attended after hours.

· The weekly workload is so excessive that there is no ability to implement any positive changes suggested through PD undertaken.

	RECOMMENDATION 5

	5.1 The Teacher Professional Learning Fund will be increased to $3M per annum and then adjusted by the annual June Quarter ACT CPI increases. Teachers will be able to access these funds:

· for payment to attend approved courses and conferences, both during term and stand-down, within their school/worksite, the ACT, nationally and internationally; and

· for the payment of HECS or other fees associated with courses approved by DET from a list of qualifications agreed between the parties.

	5.2 The Principal Professional Learning Fund will be increased to 2% per annum of total principal salary costs. These funds may be accessed for a range of agreed professional development needs, both during term and stand-down, including:

· a comprehensive Principal induction program; 

· professional networking events;

· the provision of 4 weeks leave after every 5 years of service, to undertake approved study or professional experience of benefit to the Principal, the school and/or the system; and

· appropriate management training. 

	5.3 The Central Office resources will be increased by an additional 1.0 FTE staff member for each of the 8 Key Learning Areas to increase curriculum support and integration of ICT resources to enable the development of more local PD that is relevant to a teacher’s area of expertise and level of experience.

	5.4 An allowance will be paid to teachers who achieve an additional qualification which is relevant to the needs of the ACT public education system.

	5.5 That the Special Education Allowance be increased to 5% of the eligible teacher’s salary.


More  High Quality Relief Teachers
As indicated under Professional Development there is a chronic shortage of quality casual teachers and assistants. Members are indicating that this is having serious impact on the educational delivery to students. On the Relief Teachers online system there may appear to be many casuals available but when it comes to meeting the school need on any given day it is proving to be an impossible task. 

	RECOMMENDATION 6

	6.1 The daily rate for casual teachers be increased to 1/197th of the new Competent Teacher salary scale, with the increment level being dependent on the experience of the teacher.
 Central funding must be provided to schools to meet this additional cost and must be sufficient to cover 100% of the cost of employing relief staff.

	6.2 A pool of permanent relief teachers be created for each school cluster area.

	6.3 Casual teachers must be provided with a fair and reasonable workload for each period of employment.


Review of Current Union Collective Agreement
In order to maintain the confidence of teachers in their conditions a review of the current Union Collective Agreement should occur with a view to ensuring that the clauses continue to be appropriate and whether additional clauses need to be inserted.

	RECOMMENDATION 7

	7.1 Review/amend all clauses within the current Union Collective Agreement to ensure their ongoing appropriateness, and include:

· as far as legally permissible, any clause removed due to the Work Choices legislation;

· a new professional moderation process within the Pathways to Improvement process;

· all relevant ACT Public Sector common core conditions, such as improved maternity, parental, paid bonding leave, purchased leave, cashing out of annual leave, vacation child care, provisions to reduce annual leave liability, salary overpayments and salary underpayments;

· new provisions to facilitate the effective transition back to a school based position for Office based teachers;

· a new provision which, in accordance with the Statutory Declarations Act 1959, allows statutory declarations to be accepted as evidence by the DET for the purpose of sick leave or carers’ leave.


2.
Reduction in Workload (Create a Sustainable Work/Life Balance)

Perhaps the greatest mistake made by successive governments is to have treated the public education sector as merely another business unit of government. This paradigm has sought to reduce educational outcomes to a sequence of economic rationalist outputs, with minimal input costs. It is doubtful that such an approach is healthy for any industry, but it is manifestly inappropriate in education.

The time has come to recapture the education debate. The teaching profession cannot and must not continue to be subjected to such narrow sighted, ill informed ideology.

The respondents to this survey have resoundingly said: “Enough is enough”. AEU members endure each day the misguided impact of the current paradigm:

· Staff cuts to Central Office mean that there is little practical support available to schools on issues such as curriculum and IT support.
· Staff cuts and increased teaching hours in the secondary sector have lowered the quality of educational delivery to students.
· The mainstreaming of students with special needs, at times occurs without adequate resources to support them.
· The unrealistic expectations of the community and government on teachers to redress the ills of society has lead to a plethora of professionally unsound practices, new initiatives and curricula.
· The inadequate number of classroom teachers and specialist teachers to deal with the complex needs of today’s students is leading to early retirement of many teachers or their seeking of alternative careers.
· The overwhelming burden of administrative work, accountability and compliance activities being imposed on teachers is causing extremely high levels of physical and emotional stress and is resulting in teachers using more and more of their personal time in order to meet educational and assessment outcomes.
· The level of funding provided to schools through SBM has not remained adequate to meet the ongoing needs and this often sees a reduction in the number of Executive staff available to support teachers and support staff, the reduction in elective options for secondary students; the inability for teachers to access quality PD; the inability for schools to employ necessary specialist support staff, including IT people.
· On top of all the other non-teaching related duties, teachers are still expected to participate in numerous extra-curricula activities with no compensation for doing so.

Overall, given the above circumstances, it is not surprising that the respondents to the survey have rated “Excessive Workload” as the highest factor (64%) which would cause them to leave the ACT public education system.

	RECOMMENDATION 8

	8.1 In order to provide flexibility and meet the specific needs of each school, SBM funding is to be increased to allow for:

· Each school to employ at least 1 full time IT specialist at competitive salary rates, with additional positions to be created as per an agreed formula, based on student numbers.
· Each school to employ at least 2 additional F/T administrative support personnel, with additional positions to be created as per an agreed formula, based on student numbers.
· The implementation of appropriate OH&S ACT Public Sector standards, including air conditioning, ergonomic furniture and IT hardware with technical support;.
· Facilities that support the needs of every student, including those within Special Schools, LSUs and LSCs.

· Each school to employ at least 1 additional Learning Support Assistant.

	8.2 A new Teaching Executive structure provision must be negotiated which sees a substantial increase in promotional positions in each school, to provide flexibility and meet the specific school needs.

	8.3 All duties which are not related to teaching/educational leadership must be identified and allocated to alternative staff within the school or system.

	8.4 The teaching hours within the secondary sector must be restored to 18 hours per week and reduced to 18 hours per week in Primary School. 

	8.5 Class sizes must:

(a) in mainstream classes be:

· Maintained at a maximum of 21 for years K-3;

· Reduced to a maximum of 21 for Preschool;

· Reduced to average of 21, but with no individual class higher than 25 for years 4-12.

The term “average” means: “an average across each individual school calculated on the number of students in mainstream classes within each school.”
(b) in IEC settings be:

· Maintained at a maximum of 1 teacher to every 12 children. In addition, a BSTA must be provided for every 24 children as a full time support and classes provided with their own working space and resources.
(c) in special education settings be changed, in such a way as to ensure that there is no reduction in current resource levels,  to the following maximum class sizes:

· Autism units:  

High needs students: 1 teacher and 1 Learning Support Assistant to every 4 students. 
Moderate needs students: 1 teacher and 1 Learning Support Assistant to every 6  students.

· Learning Support Units: 1 teacher and 1 Learning Support Assistant to every 6 students.  

· Learning Support Centres (Primary): 1 teacher and 1 Learning Support Assistant to every 8 students.

· Learning Support Centres (Secondary): 1 teacher and 1 Learning Support Assistant to every 8 students. 

· Support Class Language: 1 teacher and 1 Learning Support Assistant to every 8 students.

· Support Class Hearing: 1 teacher and 1 Learning Support Assistant to every 8 students.

· Special Schools: High need students as identified by an appraisal (SCAN) process: 1 teacher and 1 Learning Support Assistant to every 4 students. Moderate need students as identified by an appraisal (SCAN) process:  1 teacher and 1 Learning Support Assistant to every 6 students.

· Early Childhood classes within Special Schools: 1 teacher and Learning Support Assistant to every 6 students.

· Early Childhood Centres (ECCs; Special Schools’ outreach settings): 1 teacher and 1 Learning Support Assistant to every 6 students.

· Early Intervention Units (including Language Pre-School): 1 teacher and 1 Learning Support Assistant to every 8 students.

· Autism Intervention Units: 1 teacher and 1 Learning Support Assistant to every 4 students.

(d) A definition of “high needs/moderate needs” students must be negotiated and the staffing points generated to fully support the class sizes identified by the agreed definitions.

(e) A review of Special Education occur as a matter of urgency, including a review of the SCAN process and the staffing points generated by it.

(f) in Potentially Hazardous classes must be maintained as follows:

· PH classes are to contain no more than 21 students or the number of students that the teaching space and equipment will safely cater for, whichever is the less. Alternatively a risk assessment may be done to ascertain the appropriate number of students.

	8.6 Appropriate compensation must be negotiated for the performance of extra curricula activities by teachers.

	8.7 Appropriate arrangements/working conditions must be negotiated for teachers delivering VET in Schools in the secondary sector and any outcomes from the VET teacher workload working group must be agreed between the AEU and the DET prior to implementation.

	8.8 Review all school based compliance duties with a view to streamlining these processes and enabling the efficient performance of them at the appropriate level and by the appropriate staff.

	8.9 Revise Clause 168 of the current UCA to ensure that proper consultation occurs on new initiatives, proposals or special projects prior to their implementation. As part of this consultation comprehensive scoping of the impact of the new initiatives/projects and adequate resourcing must be provided. 

	8.10 Adapt Clause 23 “Flexible Working Arrangements for SOG As and Bs and Equivalent Employees” from the ACT DET Staff UCA 2007-2010 to meet the needs of SLA positions in Central Office.

	8.11 Within the UCA, Preschool Assistant positions must be expressly maintained as “Preschool only” roles to allow for adequate planning and preparation time with their team teacher, even if Preschool class sizes are dropped to 21.

	8.12 The impact on teachers and assistants of the introduction of 15 hours per week for preschool children must be addressed.

	8.13 That any outstanding issues associated with the amalgamation of prechools with the primary sector be addressed.

	8.14 Increase specialist support staffing in the preschool sector to the following levels to enable equitable delivery of these services to pre-school students:

· 4.5 full-time equivalent Counsellors for the Preschool sector;

· 3 full-time Early Intervention Support teachers (and retain 1 FTE Early Intervention Executive Officer);

· 3 full-time ESL teachers;

· 3 full-time Behaviour Management Support teachers; and

· 1 full-time Social Worker to support families and provide links to allied government and community support services.

	8.15 That schools are allocated points to release teachers from face to face teaching for at least three days per semester for the compiling, moderating and writing of reports. 


3.
Increased Support for the Diverse Needs of Students

The public education system has as its fundamental precept that all students have a right to an education and that all students are able to learn. Public schools aim to provide all students with high quality education that develops their skills, knowledge, values and understandings and hence enables them to meaningfully contribute to society throughout their lives.

It is the professional responsibility of teachers to implement a range of inclusive teaching practices to meet the needs of each student. However, to do so effectively requires appropriate resourcing, both at the school and systemic levels.

Due to a variety of factors, there are some students who are not able to benefit fully from education in a mainstream setting for a period of time. Such students need additional support and resources in order to ensure equity of outcomes. One size does not fit all, therefore the public education system requires a broader range of alternative educational programs and settings that retain close links to mainstream schools in order to meet the needs of all students. 

To assure the equity of educational outcomes for all students it is critical that increased numbers of specialist support staff are available within schools and that alternative educational programs and settings are also created that allow students to gain appropriate skills which will enable them to productively return to mainstream classes.
	RECOMMENDATION 9

	9.1 A new teacher and specialist support staffing formula must be agreed that is based on the student needs/complexities in each school, not merely on student numbers. 

	9.2 A centralised funding model should be created that directs resources to schools on a needs basis for students with identified needs in the areas of behaviour management, mental health, speech therapy and/or occupational therapy.

	9.3 The AEU and DET urgently develop a long-term plan to address the ongoing shortage of Counsellors in the ACT education sector.

	9.4 For all teaching positions which require a dual qualification (eg School Counsellors/Teacher Librarians):

· They must be reclassified at a pay rate equivalent to the proposed Expert Teacher and included in the school site allowance.
· DET must meet the full costs of any compulsory professional registration (eg Psychologist Board) and the associated required professional development.
· Funds from the Classroom Teacher Professional Learning Fund are to be used to meet the full costs of upgrading any approved teacher who wishes to gain the additional dual qualification.

	9.5 A substantially increased range of educationally appropriate alternative programs and settings must be agreed upon and funded within the next 3 years. The range of settings to be negotiated include those detailed in Attachment 2.

	9.6 Greater resources, including 10 extra specialist staff, must be provided to Central Office to properly support schools to implement effective student management processes. 

	9.7 The Classroom Management and Instructional Strategies Course must be fully funded to support ongoing professional development for teachers and support staff.


ATTACHMENT 1 to PART A – SCHOOLS SECTOR CLAIM
Version Endorsed by November 2008 Branch Council

AEU NEW MOBILITY POLICY

Branch Council has endorsed that the following policy position replace the existing mobility arrangements and be included as part of the formal Union Collective Agreement claim to be negotiated with the DET from January 2009:

Section Q – Promoting Quality Education Through Professional Mobility

107.    Objectives

107.1   The objectives of a professional mobility process are to:

(a)
promote the achievement of a  high quality and sustainable public education for ACT students;

(b)
promote the professional empowerment of all teaching staff, including office based teaching staff;

(c)
promote a dynamic public education system, which develops skilled and resilient teaching staff;

(d)
value individuals and their capacity to positively contribute to schools and the ACT education system;

(e)
assist in meeting the strategic needs and legislative requirements of the ACT education system;

(f)
assist in balancing the needs of all schools across the ACT public education system;

(g)
fill each position with a suitably qualified and experienced teacher.

107.2
Unless specifically referred to in this section, the processes outlined in this Section apply to the exclusion of provisions contained in sub section 83(4) of the Public Sector Management Act 1994 and any related provisions contained in the ACT Public Sector Management Standards.

108.
Achieving the Objectives

108.1
To achieve the objectives of a professional mobility process outlined in clause 107.1 the processes detailed in this Section will be implemented.

108.2
 All teachers and school leaders may request, a transfer at any stage in their career.

108.3
All teachers and school leaders have a responsibility to purposefully and proactively plan their career pathways and professional growth.

108.4
The professional pathways provisions will be the manner by which teachers and school leaders B and C will purposefully consider their professional and career growth. School Leader A will use the Principal Appraisals process.

108.5
At the commencement of an individual’s 5th year within the same school and every subsequent 5th year in that school, as part of the purposeful consideration required of teachers and school leaders in clause 108.4, a teacher must make a “without prejudice” statement of their intent to “transfer” or “not to transfer” with effect from the conclusion of the school year. The teacher’s professional pathways plan negotiated will reflect this intent. For School Leader A positions the consultation will take place between the School Leader A and the appropriate Schools Director. The statement of intent may be withdrawn up to two weeks after the preliminary vacancies are advertised.

108.6
If the intent is to “transfer” then professional pathways goals will be negotiated to prepare the individual for this circumstance, and also to prepare the school in terms of succession planning.

108.7
If the intent is “not to transfer” then professional pathways goals will be negotiated that aim to ensure that the individual can maximise their contribution to the goals and evolving educational direction of the school/ system.

108.8
For those teachers/school leaders who indicated an intent “not to transfer” in clause 108.7, a panel, consisting of a Union member from each level represented at the school (the teacher/school leader may nominate one panel representative of their choosing), after consultation with the individual teacher, will issue a “without prejudice” statement of the school’s intention to “seek re-appointment”, or “not seek re-appointment” for that teacher. The teacher/school leader’s professional pathways plan is to be negotiated to reflect this intent in a similar manner outlined in clause 108.6 and 108.7.

108.9
In those instances where a teacher/school leader has stated an intention “not to transfer” and the school’s intention has been stated to be to “not seek re-appointment”, and the teacher/school leader does not accept the school’s intention, then:

(a)
The appointed school panel will write a statement of reasons for the school intention to “not seek reappointment” and forward these reasons to the agreed systemic appeal panel.
(b)
The teacher/school leader will write a statement of reasons for their intention “not to be transferred” and these reasons will be forwarded to the agreed systemic appeal panel.
(c)
In the case of classroom teacher and School Leaders C and B positions the agreed systemic appeal panel will consist of an external School Leader A, an independent DET nominee external to the school and a person at level.
(d)
In the case of School Leader A positions the agreed systemic appeal panel will consist of an external Executive Director, Schools, and independent DET nominee external to the school and a person at level.
(e)
In making a decision the relevant person is required to take into consideration the following factors:

(i)
the needs of the school (eg continuation of student programs in the school, effect on school community, maintenance of corporate knowledge, individual inconsistency with school goals and programs etc).

(ii)
the needs of the individual (eg work/life balances, professional goals/expertise, retirement intentions, impact of geographic relocation, compassionate grounds).

(iii)
the needs of the system (eg balancing the needs of all schools across the system, meeting the strategic needs of the system etc).

 (f) 
The factor of individual inconsistency with school goals and programs referred to in Clause 108.9(e)(i) may only be considered as a relevant factor if the issue has been raised with the individual in a previous professional pathways agreement.

(g)
In the event that a suitably qualified and experienced teacher or school leader is not available to replace the person under consideration in 108.9(e), then that person may choose to stay at their current location.

(h)
On decision by the agreed systemic appeal panel, where practical, the panel chair will explain the reasons for the decision personally to the teacher/school leader involved. In all cases, a written statement of reasons for the decision will be provided to the teacher/school leader.

108.10
Where a teacher/school leader is to be transferred at the conclusion of a school year as a result of the purposeful consideration required by this clause then a Priority Placement entitlement will apply. 

109.
Reasonable Change in Schools
109.1
Staff changes over any two year period should be managed according to the guiding principle of “reasonable change”. Accordingly, where staff turnover, including contract teachers, over any two consecutive calendar years is expected to be or has been less than 10% per year or greater than 25% per year the Director, Human Resources will notify and work with the principal/manager to determine a plan to manage the situation through the application of clause 108.

109.2
Nothing in clause 109.1 prevents the outcome of the plan being that the staff turnover remains less than 10% per year or greater than 25% per year, provided that the processes required under clause 108 have been properly implemented. 

109.3
The parties to this agreement will agree upon dates so that the advertising of all vacancies for each Specialist/Subject Area is synchronised. 

109.4
When a classroom teacher position is advertised it will include identification of any non-teaching areas of responsibility that may be attached to that position (eg Year Coordinator, Sports Coordinator, SINA admin etc).
110.
Incentives to Voluntarily Transfer

110.1
In order to encourage teaching staff to participate in the professional mobility processes, the following incentives will apply:

(a)
an essential criteria for all promotional positions will be that applicants have a range of educational and/or relevant professional experience, which may be both internal and external to a school; 

(b)
each time a teacher voluntarily transfers under Clause 108.5 the following support will be provided:

 (i)
access to an amount of additional professional development agreed between the teacher and supervisor;

 (ii)
a Professional Learning Allowance of $500 for use by the teacher on professional development needs.
111.    Unattachment

111.1
If an officer is absent from their substantive position, except for the purposes of internal transfer, for more than 12 months they may be deemed unattached and the position declared vacant.

111.2
For the purposes of clause 111.1, the 12 month period for an officer on maternity leave, will commence after the 14 week mandatory leave period.

111.3
An unattached officer is required to seek appropriate placements within a reasonable period prior to their return to duty with the Department.

111.4
An individual deemed to be unattached may seek special consideration from the Director, Human Resources for exemption from this provision.

112.
Office Based Positions

112.1
Classroom teacher positions in the office are filled for a maximum of three years. Classroom teacher office based positions will be readvertised during the transfer/placement round. The current occupant may apply for one extension of one year and if they are the successful applicant, the delegate may extend the placement by up to 12 months. The maximum period an officer may spend in classroom teacher office based positions in any combination of placements is five consecutive years. 

112.2
School Leader C, B and A officers in their first four years in a school based position or in their first two years in office based positions will continue to be eligible to apply for vacancies where no restriction on eligibility is indicated in the advertisement.

112.3
In the third year of a School Leader C, B or A officer’s placement in an office based position, the placement may be continued for a further two years with the agreement of the officer and their Manager/Director in consultation with the Director Human Resources. The maximum period a School Leader C officer may spend in office based teacher classification positions is five consecutive years in any combination of placements at any level. School Leader C, B and A officers in a office based position will be eligible for priority placement for their third, fourth and fifth years.

113.
Salary Maintenance for School Leader A Officers

113.1
Unless otherwise determined by the Chief Executive, the following provisions apply to School Leader A officers required to move under clause 108.9:

(a)
the School Leader A officer’s salary will be set at the level of the school in which the officer is placed or the base category salary of their school immediately prior to the move, whichever is higher, for a period of 12 months. Note that base category salary excludes salary advancements;

(b)
School Leader A officers will be entitled to transfer eligibility for vacancies for which they apply;

(c)
after 12 months the School Leader A officers will be transferred to a position and their salary adjusted accordingly. 

113.2
Where a School Leader A officer is displaced from their school in circumstances not covered by clause 108.9, salary maintenance requirements will be considered on a case-by-case basis.

Attachment 2 to Part A
Recommendation 9.5:

A substantially increased range of educationally appropriate alternative programs and settings must be agreed upon and funded within the next 3 years. 
A Range Of Alternative Programs and Settings to 

Meet the Needs of All Students

These programs could include, but are not limited to:

a) Early intervention primary level withdrawal sites with intense behaviour modification/psychological services provided for those with acute behavioural disorders (particularly violent behaviours);

b) Alternative settings for Years 7 and 8 students with extreme behavioural disturbance including violence;

c) A residential or day mental health care facility with access to education and/or training for secondary students;

d) Existing High School Support Centres should be retained and consideration given to the need to duplicate the two settings in other areas such as Tuggeranong and the inner North. The movement of the Southside support centre from Tuggeranong has had the unfortunate effect of a decline in numbers, as students from outer suburbs have difficulty travelling to the site;

e) Further support for the work of programs which introduce middle years students to employment opportunities;

f) Further support for the work of programs which use creative and performing arts to help young people with mental health issues to adapt to schooling;

g) Provision be made for an alternative vocational pathways school at the Weston site of the Canberra Institute of Technology;

h) The Access 10 program should be available in strategic locations through out the ACT to ensure that, true to its name, it is indeed accessible by students at risk of not achieving a Year 10 certificate. This accessibility would be enhanced by establishing Access 10 programs in suitable facilities in the Northern and Southern suburbs of the ACT [eg Gungahlin and Tuggeranong] as well as a central site at one of the established CIT campuses, eg within the proposed Vocational Pathways School at Weston. 

i) The ACT government should enact its election promise to waive fees for the Access10 and Year 12 program students at CIT as the majority of these students are living on or below the poverty line. Their school based colleagues receive a free education and the ACT government is obliged to deliver education that is accessible and equitable for all students of school age.  

j) The ACT Government should provide for alternative education opportunities in the area of The Arts, for example pottery/ceramics, textiles, woodworking, jewellery etc for students from upper primary to senior secondary. These can be linked with existing schools on a cluster model and/or with community orientated partnerships based in an appropriate site. Both the closed school sites at Hall and Tharwa villages would lend themselves to such programs which could enhance the social capital and amenity of both the local and broader community.

k) The ACT Government has made a significant investment in the Performing Arts in its 2007/2008 Budget. However, the performing arts, particularly drama, requires additional support if students are to benefit from the enrichment of their curriculum. Capital investment and maintenance of existing facilities and opportunities for teacher professional learning would enhance opportunities for students’ development. In order to lead and support teachers in undertaking their work in the Performing Arts a Departmental position should be created in an advisory capacity. Such a position should also have a liaison role with industry to further expand opportunities for students.

The AEU seeks a firm commitment from the ACT government to consult with relevant stakeholders and agree on a list of priority alternative programs to be progressively implemented during the next 3 years.
PART B:  TAFE SECTOR CLAIM

The AEU CIT Teacher Survey was completed in July by more than 130 teachers and the data gathered is therefore statistically significant. The majority of respondents were Band 1 teachers (permanent and contract). It is evident by the survey results that the teachers at CIT are generally displeased with many aspects of the current culture following the most recent restructure.

Of great concern to the AEU is the statistic quantifying the level of satisfaction with CIT and the future prospects of teachers within the Institute. 71% of teaching staff at CIT have considered leaving in the past 12 months. This is an appalling finding given that it is more than double the national statistic quoted at approximately 30% of employees who are regularly seeking other work at any one time. Indeed, it gets worse. 93% of teachers who have worked at CIT for between 5 and 7 years have considered leaving CIT within the past 12 months while 2/3rds of teachers employed at CIT for less than 12 months are likewise considering other employment. These results have serious implications for staffing at CIT. 

Already many Centres are finding it very difficult to attract teachers to meet the demands of the new commercial targets while many of the older cohort of teachers are exiting the system. This situation speaks of a staffing crisis at CIT. 

Public education was wisely instituted by our forebears to ensure an egalitarian society in Australia. However, in recent years successive Federal and State/Territory governments, together with peak industry groups, have decided to accept the concept of free marketisation/privatisation of education. In Victoria and Tasmania the speed of privatisation has accelerated so that TAFE as such will no longer exist in Tasmania from 2009 and the Victorian TAFEs will need to contest with each other and private providers for every training dollar from 2009. The Rudd Federal Government is also pushing ahead with proposals for open contestability of all Commonwealth funding to TAFE.

This Claim is framed in this context and seeks to re-establish a commitment from the ACT Government to support high quality public education in the TAFE sector.

1.
Valuing TAFE Teachers

Reinforcing the Value of a High Quality Public TAFE system

The two highest reasons given by members as to why they have considered leaving CIT are the lack of appreciation and recognition of the value of teaching work (46% of comments) and the lack of recognition and focus on the need to deliver quality teaching for students (46%).

These comments are a direct result of the lack of government investment in TAFE for over 15 years and the progressive implementation of the market driven ideology.

The time has come for the ACT Government to cease the privatisation of TAFE by stealth and to properly invest in a high quality public TAFE  system.

	RECOMMENDATION 10

	10.1 The ACT Government must:

· oppose at the Federal level (COAG, MCEETYA etc) any move to increase the level of contestability in Commonwealth TAFE/VET funding;
· join with the AEU in publicly exposing the negative impact of contestable funding on the provision of quality public VET education in the ACT;
· conduct a public campaign to promote the inherent social advantages of a publicly funded TAFE system;
· substantially increase recurrent public funding to TAFE, if necessary, to the extent needed to cover the withdrawal of Commonwealth funding if agreement cannot be reached on the conditions attached to it;
· Include CIT teachers within the auspices of an ACT Professional Teaching Board.

	10.2 Negotiate with CIT management:

· the appropriateness of commercial targets within CIT;
· how these targets, if any, will be achieved and what resources will needed to do this; and

· a process for implementing these targets, if any,  which promotes high quality public VET delivery.

	10.3 CIT establish a central funding pool to:

· guarantee release time for both contract and permanent teachers to undertake teacher education; and

· increase the level of release time to match the increased hours needed to complete teacher education courses.


Competitive Salaries and Conditions
While the majority of teachers were satisfied with their current salary levels, this is of course relative, and should the salary levels not increase appropriately, the level of dissatisfaction would no doubt escalate. As it is 24 % are already dissatisfied with their salary and many saw the need to increase salary to attract teachers from industry. 

Salary levels in comparable industries from which staff come are in many instances significantly greater and the recent CPI levels are high. Hence, if CIT is to continue to attract and retain teaching staff it is critical that competitive salaries and conditions apply.

	RECOMMENDATION 11

	11.1 A single UCA for both TAFE and School sectors.

	11.2 The following salary increases will apply: 7% from 1 July 2009; 6% from 1 July 2010; 6% from 1 July 2011.

CIT Teaching Classification

Current Salary

1 July 2009

1 July 2010

1 July 2011

TB 1.1

$55,719

$59619

$63,196

$66,988

TB 1.2

$58,338

$62,422

$66,167

$70,137

TB 1.3

$60,956

$65,223

$69,136

$73,285

TB 1.4

$63,708

$68,168

$72,258

$76,594

TB 1.5

$66,587

$71,248

$75,523

$80,054

TB 1.6

$69,206

$74,050

$78,493

$83,203

Qualifications Barrier

TB 1.7

$71,956

$76,993

$81,613

$86,509

TB 1.8

$74,969

$80,217

$85,030

$90,132
AST

$77,914

$89,000 (new rate)

$94,340

$100,000

STP

$80,207

$89,000 (new Rate)

$94,340

$100,000

TB 2

$93,261

$99,789

$105,776

$112,123

TB 3

$110,503

$118,238

$125,332

$132,852

TB 4

$132,519

$141,795

$150,303

$159,321

Casual rates

Delivery (p/hr)

$72.12

$77.17

$81.80

$86.71

Non Delivery (p/hr)

$45.55

$48.74

$51.66

$54.76

NB: The above model assumes an agreement of three years. 

	11.3 The inclusion of CIT Solutions within the Union Collective Agreement.

	11.4 An agreed arrangement and identified support for the effective implementation of flexible delivery.

	11.5 Improved methods for increasing the ratio of permanent to contract and casual teachers including applying the full TAFE award provisions for conversion of casual teachers to permanency and allowing the streamlining of contract teachers in non-recurrent programs.

	11.6 Review/amend all clauses within the current Union Collective Agreement to ensure their ongoing appropriateness (eg the disciplinary and internal review procedures), and include:

· as far as legally permissible, any clause removed due to the Work Choices legislation, such as the ability of the Union to nominate JSC representatives;

· all relevant ACT Public Sector common core conditions, such as improved maternity, parental, paid bonding leave, purchased leave, cashing out of annual leave, vacation child care, provisions to reduce annual leave liability, salary overpayments and salary underpayments; any appropriate changes due to the CIT restructure in 2008.

	11.7 Appropriate recognition/ compensation for travel time between campuses.

	11.8 Improved conditions for casual teachers, including payment for classes scheduled for Public Holidays.

	11.9 Appropriate arrangements/working conditions for TAFE teachers to teach VET in School courses within DET.


2.
Reduction in Workload (Create a Sustainable Work/Life Balance)

Similar to the School Sector, CIT members (69%) have indicated that workplace stress is the issue of greatest concern. The most identified cause of this stress is an unacceptably high workload.

This is symptomatic of the market driven push for increased economic output, regardless of the impact this has on the delivery of quality education.

An analysis of the ratio of ACH/NH to permanent full time Band 1 and Band 2 teachers from 1998 to 2007 shows that the workload has doubled every 4/5 years in that period. 

	RECOMMENDATION 12

	12.1 An agreed range of duties for Band 1, AST, STP and Band 2 teachers and provide appropriate administrative/technical support for other duties.

	12.2 Appropriate recognition for additional teaching related duties beyond those agreed for Band 1, AST, STP and Band 2, including the Teacher Co-ordinator function.

	12.3 Finalise negotiations, as part of the Restructure/Band 4 dispute, on an agreed new career structure for the teaching classification levels. This is to include substantially increased payment for AST and STP positions as per Claim 2.2.

	12.4 Provide 1 additional administrative support position for each Band 2, 3 and 4 position. 

	12.5 Reinstitute the ability for teachers to choose to have a 1 year paid Sabbatical/Return to Industry every 5 years (ie receive 80% of salary over the 5 year period).

	12.6 An agreed, openly available and formally accredited “Management training/Leadership development” course for future educational leaders within CIT.

	12.7 Reinstitute that the delivery hours for each course are no less than the required nominal hours.

	12.8 An agreed reduction in annual teaching load to meet all formal accreditation requirements for teachers involved in any aspects of the Higher Education (Bachelor Degree and Graduate Diploma) programs, including design, development, delivery, assessment, evaluation and academic coordination.

	12.9 A reduction in the current annual teaching load from 720 hours per annum to 700 hours per annum.
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