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ETD Teachers 

Enterprise Bargaining Discussion Paper  

Timeline 

Term 3 2013: Sub-Branches meet to discuss their ideas for a claim, pass a motion 

and forward it to the AEU office for consideration and attention in this document 

Week 21-27 October 2013: This discussion paper is tabled at Branch Executive (22 

Oct) and Branch Council (26 Oct). The Secretary will clarify any issues raised at 

either forum, but debate on particular aspects of this document should be held over 

until the views of Sub-Branch members are sought. There may be very different 

views about a number of ideas in this paper, and final decisions will be made in line 

with democratic principles. 

28 October – 15 November 2013 (Weeks 3, 4 & 5): This discussion paper will be 

circulated to all members prior to a meeting being held in each Sub-Branch. AEU 

staff are available to attend such meetings on request. Each Sub-Branch will 

collectively decide what feedback will be provided to the Secretary via 

gfowler@aeuact.asn.au no later than COB 15 November. 

18-22 November 2013 (Week 6): AEU officers and staff will examine Sub-Branch 

feedback and compile a Draft Claim. This Draft Claim will be emailed to Sub-Branch 

reps prior to Council. 

23 November Council: The Draft Claim will be tabled for debate and endorsement - 

as a draft only (and not final). 

25-29 November (Week 7): The Draft Claim endorsed by Council will be emailed to 

all members. 

2 December 2013 – 17 March 2014: Sub-Branches consider the Draft Claim. 

18 March 2014: Council endorses a Final Claim. 

No later than 1 April 2014: The AEU serves its claim on ETD. 

The structure of this Discussion Paper 

Ideas 1-11 (below) have been formulated by AEU officers and staff following 

member consultation over the last two years. A number of sub-branches have 

recently made valuable submissions which support the thinking contained herein, 

particularly with regard to ideas numbered 1 (time to create meaningful professional 

learning communities), 2 (nationally competitive salaries), 6 (employer to pay 

certification fees) and 10 (appropriate synergy between teacher appraisal 

instruments). 

mailto:gfowler@aeuact.asn.au
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Following on from this is a selection of ideas that have arisen independently in sub-

branches, accompanied by commentary by AEU officers and staff. 

Finally, a number of other potential claims are flagged for discussion in Sub-

Branches and at Branch Executive and Branch Council. 

1. Core priority: Reduced face-to-face teaching time 

That weekly contact hours for classroom teachers remain 21.5 in primary 

school and 19 in secondary school but that, of that time, 1.5 hours for primary 

school teachers and 1 hour p/w for secondary school teachers be set aside to 

support the development of professional learning communities in all schools. 

This equates to 60 hours per year and 40 hours per year respectively. 

The complexity of teacher work has increased markedly in recent years.  

A range of Commonwealth interventions into the professional landscape has seen 

teachers working to and applying for certification against the Australian Professional 

Standards for Teachers. Many schools are creating professional learning 

communities, engaging in instructional /observational rounds, and participating in 

“action research”. These efforts are important, and supported by evidence, as 

teaching moves into the realm of clinical practice driven by data analysis. 

Educationalists speak in unison when they say that the most important in-school 

factor in enhancing student outcomes is the quality of teaching. Teachers want to 

enhance their professional practice because they know it is good for students. They 

want an ongoing cycle of reflection and feedback from trusted peers, as is now 

expected by the Teacher Quality Institute. The reflections on professional learning 

are valuable, but the task of formalising this is a new one. The new and greater 

expectations that most teachers readily accept in principle cannot continue to be 

simply lumped on top of the work that teachers are already doing. Teachers need 

time set aside to work meaningfully and collaboratively with each other to enhance 

the already high quality of their teaching.  

School staffing and recruitment procedures have also changed a great deal in recent 

years. Staff selection often takes place at the school level. This provides teachers 

and school leaders with unprecedented “buy in”, but it has also created serious 

cases of “panel fatigue”. Classroom teachers and school leaders now recruit, select 

and certify. This is adding to the pressures felt every week by teachers and must be 

acknowledged as a new and major complexity factor. 

The technological revolution has presented many opportunities for teachers as they 

plan and deliver lessons, but it has presented many challenges also. Incorporating 

ICT into one’s teaching does not occur without significant support, and technical 

reliability has been sadly lacking with regard to a number of new initiatives. Teachers 

need the time to work together to embrace new modes of delivery or it is in danger of 

being paid lip service. 



3 
 

Another area of increasing expectation is the development of Individual Learning 

Plans (ILPs). More and more students are requiring ILPs. It is valuable professional 

work in that it assists students, but it places an increasing workload burden upon 

teachers. This is yet another workload complexity factor that must be recognised by 

the employer in determining what is a reasonable weekly workload for teachers. 

The OECD’s Education At A Glance Report for Australia in June 2013, showing data 

from 2011, notes that ACT teachers have a heavy teaching workload, with more 

face-to-face teaching time than the vast majority of the 35 OECD countries. 

The OECD average for public school teachers in primary schools is 790 hours per 

year. ACT public primary school teachers teach 860 hours per year. 

The OECD average for public school teachers in lower secondary schools or high 

schools is 709 hours per year. ACT public high school teachers teach 760 hours per 

year. 

The OECD average for public school teachers in upper secondary schools or 

secondary colleges is 664 hours per year. ACT public college teachers teach 684 

hours per year.  

The AEU acknowledges the support of ETD for first year teachers who, since 2012, 

have had their weekly face-to-face teaching load reduced by 1.5 hours in primary 

school and 1 hour in secondary school. This equates to an extra 60 hours per year in 

primary school and 40 hours per year of embedded professional learning which is 

used flexibly through negotiation. Teachers can embed themselves in another 

teacher’s classroom, have an experienced teacher work in their classroom, and set 

aside quality time for debriefing and reflection. It has been an excellent investment, 

with first year teachers describing the time as “invaluable”. One has told AEU 

officers: “Having a slightly reduced teaching load has meant that I have time to seek 

feedback and advice from mentors within my school to improve my teaching 

practice. The reduced load has also allowed me to observe best-practice educators 

at work in their classrooms and learn from their example. It has allowed me the 

thinking-space that I need to ensure that I am reflective about my teaching and can 

identify areas in which I have strengths and ways in which I can improve. Without 

this time, it would have been difficult for me to seek and receive detailed feedback 

and advice when I needed it.” 

The AEU calls on the ACT Government to make a similar investment in all classroom 

teachers for the good of the Territory’s students. 

Governments of recent years have gone down a number of reform paths. Some 

have been ill-advised, non-consultative, against the will of the profession, without an 

evidence base and, ultimately, a waste of public money. The sort of reform 

advocated here ticks all the boxes that other reforms have missed.  
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This is about making more lessons great lessons.  

It is about guaranteeing into the future the high quality of instruction and facilitation 

that teachers deliver. Teaching is a virtually impossible job, and nobody gets it 

perfectly right all of the time. That is why we must invest to put structures in place to 

ensure that all teachers engage in meaningful, ongoing, hands-on professional 

learning.  

The Commonwealth Government’s Australian Teacher Performance and 

Development Framework was endorsed by the ACT Government on 3 August 2012. 

The document states that: 

 Australian teachers report that they do not always get the feedback they need 

to improve. In an OECD survey, 63% of Australian teachers reported that 

appraisal of their work is largely done to fulfil administrative requirements. 

 There is strong evidence that better appraisal, coaching and feedback leading 

to targeted development can improve teacher performance. 

 A performance and development culture is characterised by a clear focus on 

improving teaching as a powerful means of improving student outcomes. In 

particular, it requires that teachers: know what is expected of them; receive 

frequent, useful feedback on their teaching; and access high quality support to 

improve their practice. 

 It is important that teachers and school leaders experience performance and 

development as something that ties together the various activities they are 

engaged in, rather than a separate and additional process. Alignment to 

school plans and school-wide approaches to professional learning are 

particularly important. 

 Improving teacher quality through a performance and development culture is 

important work that is worth doing. It is also a collective responsibility. The 

next step is for all involved in Australian education to take a deliberate, 

structured and long-term approach to building a culture that provides a 

satisfying and challenging environment in which all Australian teachers can 

improve their practice and the outcomes their students achieve. 

Further, the Australian Charter for the Professional Learning of Teachers and School 

Leaders, also endorsed by the ACT Government, states that a high quality 

professional learning culture will be characterised by: 

 a high degree of leadership support for ongoing adult learning and risk taking; 

 collective responsibility for improving practice; 

 disciplined collaboration aimed at specific and relevant goals that relate to the 

learning needs of students; 

 high levels of trust, interaction and inter-dependence; 

 a focus on the professional learning that is most likely to be effective in 

improving professional practice and student outcomes; and 
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 support for professional learning through school structures, explicit planning 

and the allocation of time (AEU emphasis). 

The Charter reports that in a recent OECD survey, “teachers from around the world 

report that individual and collaborative research, qualification programs and informal 

dialogue have the greatest impacts on their practice. Attendance at conferences and 

seminars and one-off visits to other schools are reported to have less impact. This is 

confirmed by research on the size effects of different types of professional learning 

on student outcomes, which suggests that observation, practicing new approaches 

and feedback are more effective methods than discussion, lectures and field trips to 

other schools.” 

The evidence is in. It is time to give teachers and school leaders the time and space 

to put these worthy ideas into practice, in the truest sense. 

A number of sub-branches strongly supported increased release time for enhanced 

professional collaboration. 

2. Salaries 

That ACT teacher and school leader salaries be nationally competitive at all 

levels. This would sensibly mean that ACT salaries appear in the top three 

jurisdictions. 

This is crucial to ensure that the ACT continues to be a system of choice for 

graduates and that the very best candidates are not dissuaded from teaching in the 

ACT.  

A number of sub-branches have identified this as a key priority. 

3. Maximising permanency 

That the employer states in the Enterprise Agreement the circumstances under 

which a fixed term contract may be offered to a teacher.  

The AEU acknowledges that there are circumstances under which it is appropriate to 

offer a fixed term contract rather than permanent employment, and seeks agreement 

with ETD as to what these circumstances are. The AEU would be concerned if the 

recent shift to local staff selection be accompanied by a “try before you buy” 

mentality as it has in other jurisdictions.  

Perhaps we also need to consider incentives for schools to maximise permanency. 

4. Certainty for teachers nearing retirement 

That any teacher who confirms in writing that they will resign from their 

permanent teaching position within two years of the end of the current 

calendar year not be required to transfer from their current position. This does 
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not apply if the teacher has been placed at their current school for less than 

five years.  

Irrespective of how long they have been at their current school, no teacher 

should be required to transfer if they confirm that they have only one year left 

before they resign. 

5. Supporting teachers who are leaving a school against their will 

That any teacher who is asked to leave a school following an Annual 

Professional Discussion be guaranteed: 

 Notification of a suitable new placement before the end of Term 4 

 A placement length of at least two years 

The AEU notes that under sub-clause S3.9 of the current Enterprise Agreement 

receiving schools are obliged to provide transferred teachers with access to 

professional development to assist in their transition to the new educational setting. 

6. Payment of fees for applying for certification against national standards 

That ETD pays, on a maximum of one occasion within a three year period, any 

fees associated with a teacher’s application for certification against the Highly 

Accomplished National Standard or Lead Teacher National Standard. 

Some private schools pay the application fees for their teachers. Unless ETD does 

the same, the certification process will never be equitable. Not only does the status 

quo fail the fairness test, it detracts from ETD’s capacity to promote the merits of its 

schools in comparison to private schools. 

A number of sub-branches raised this prospective claim. 

7. The guarantee of paid time for WSRs 

That Workplace Safety Representatives (WSRs) are provided with 40 hours per 

year (an average of one hour per school week) to meet their obligations. 

The ACT Government is coming under increasing pressure from its Comcare liability 

and ETD is far from immune. The proposed time allowance is an excellent 

investment by the employer in the safety, health and well-being of its people, and it 

should be guaranteed through the Enterprise Agreement. 

8. Time for AEU Sub-Branches to meet 

That one hour on the afternoon of the fifth Thursday of every school term be 

quarantined for AEU Sub-Branch meetings. No other meetings may be set for 

that time.  
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Industrial democracy is crucial to any workplace, and this must be embedded in a 

site’s annual structures to ensure that it is not overlooked in the whirlwind of activity 

that envelopes all modern workplaces, especially schools. 

9. Paid maternity leave for employees who are on LWOP and working for an 

employee organisation 

That maternity leave is paid for by ETD, as the substantive employer, if its 

employee is in the first twelve months of service for an employee organisation 

such as the AEU.  

10. Appropriate synergy between all teacher appraisal instruments  

That ETD and the AEU participate in an audit of EA clauses and agreed 

documents that relate to teacher appraisal to ensure that there is appropriate 

synergy between them, and that all redrafting be completed no later than June 

2015. 

11. Domestic Violence Leave 

That ETD negotiates a clause on Domestic Violence Leave for teachers. This 

progressive step would provide a higher level of support for an employee in 

need whilst he/she accesses appropriate domestic violence support services. 

Employers and unions must play a role in assisting victims of domestic 

violence to maintain paid employment and support them though the process 

of escaping violence.  

___________________________________________________________________ 

 

Ideas raised in sub-branches followed by AEU Commentary 

12. AEU negotiators to explore possibilities for staggered/deferred payments 

over the life of the next EA. 

This was done successfully last time and will be done again as required. There is 

benefit to the worker and the employer in this approach. 

13. Reject austerity arguments from the employer. 

Absolutely. Public education is a crucial investment that improves productivity and 

social cohesion in any nation. It is not a luxury item that can be forgone in times of 

financial stress. 

14. Increase the ETD Professional Learning budget. 

Agreed in principle but should be considered in light of core priority (above). 

15. Overhaul of current relief teacher booking system. 
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More information will need to be sought by AEU staff about this. 

16. Allow conversion of personal leave to recreation leave, or cashing out sick 

leave. 

There are serious risks in this. Unions have fought for paid sick leave over 

generations. A worker never knows when he/she will need to access a large slice of 

it. If a worker can trade in sick leave (for other leave or cash), as some sort of 

reward, he/she will be more likely to work whilst sick, infecting colleagues and 

ultimately reducing productivity. This sort of notion appeared under the ill-fated 

WorkChoices legislation. 

17. Re-classify stand down days as annual leave days.  

There appears to be next to no benefit in this and it is likely to be unpopular with the 

public. 

18. Have a zero tolerance policy with regards to abuse of teachers by students 

and staff. 

This should exist already. No member should tolerate abuse; their colleagues and 

sub-branch should support them and they should never accept feeling unsafe at 

work. PINs are available for use now as needed. All assaults should be reported to 

the police. 

19. Reconsider primary school teachers having more face-to-face teaching 

hours than secondary school teachers. 

The core priority (above) brings them closer together and proposes a reduction for all 

teachers. 

20. Improve camp allowances. 

Agree in principle. Will canvas member support for this as a priority. 

21. Employer to pay WWVP registration costs. 

This is being sought as part of the ACTPS-wide claim, currently under negotiation. 

22. Employer to pay TQI registration costs. 

Some work is being done with regard to precedent across other professions. 

Certainly there is no precedent nationally with regard to teacher registration. 

23. The transfer round application timeline is too tight. 

Changes could be negotiated outside of the EA process. 

24. Leave forms request a reason for teachers taking personal leave. 
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Teachers need only right “sick” or “caring”. If personal leave is taken due to 

“extraordinary circumstances” (previously called “special leave”), such circumstances 

should be described: e.g. “car breakdown” or “plumbing emergency” or “moving day”. 

25. Ambiguity around leave generally. 

Nothing has changed with regard to personal leave. If anything, union agitation 

continues to produce better leave arrangements from agreement to agreement. 

Generally, leave provisions are in line with those in the ACTPS common core. 

26. “Empowerment”: the impact of devolving school budgets. 

This does not currently fall within the EA. The AEU views this largely as a political 

and community issue. 

27. Professional Pathways. 

The work of TQI does not obviate the need for this process. The teacher should have 

a significant say in the determination of their goals and should not feel pressured to 

adopt only school or system goals. AEU negotiators welcome all suggestions as to 

how the Professional Pathways process can be enhanced. 

28. Report writing days. 

This was included in the 2011 EA claim. The employer had no interest in agreeing to 

this and the membership expressed no appetite to pursue it further and clearly 

prioritised other matters. 

29. Preschools struggling with EALD support. 

Increase EALD support is an ACT budget issue. There is a parliamentary agreement 

between the ALP and the Greens and the AEU intends to hold the parties to it. 

30. Long Service Leave (LSL) – should be billed only for working days and not 

weekends. 

LSL in the ACTPS is covered by the Public Services Management Standards 
provisions 262 -268 http://www.legislation.act.gov.au/di/2006-187/default.asp. A 
reference to these provisions is also found in the ETD EA Clause F21.1 [Long 
Service Leave]. 
 
LSL is calculated on completed (whole) years of service and accrues at the rate of 3 
months per 10 years. This approximates to roughly 9 days per annum. A fairly recent 
Union win saw a change so that it can now be accessed by the employee after 7 
years. 
 
The distinction between Annual (Recreation) Leave & LSL is that Annual Leave 
accrual is taken in remunerated time i.e. week (working) days. So 20 days of Annual 
Leave is 4 weeks of 5 day weeks, Mon - Fri. Annual Leave also does not include 
public holidays. 

http://www.legislation.act.gov.au/di/2006-187/default.asp
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LSL is simply a bracket of time which when taken starts on day 1 and ends 3 months 
hence, i.e. it is 3 months worth of 7 day weeks, Mon - Sun [90days]. LSL includes 
everything in its path i.e. public holidays and weekends. 
 
The logics underpinning Annual Leave & LSL are different. Annual Leave is a 
recreation earned and is included in (integral to) the 52 week working year. That’s 
one reason why it doesn't include weekends or public holidays. Annual Leave 
accrues at a given rate of days per unit of time. 
 
LSL is an acknowledgement of long or lengthy service. LSL is a reward or bonus 
payment in time. LSL does not accrue. The employee, through length of time [10yrs], 
hits a trigger [3mths]. They are not the same forms of leave.  
 
31. Longer EAs. 

This Union has a strong preference for agreements of 3-4 years, provided the 

outcomes are good. 

32. More Executive Teachers (Professional Practice). 

More are coming on line. The AEU supports the resource and, if appropriate, will 

lobby for an expansion in upcoming ACT budgets. 

33. No trade-offs in conditions. 

The AEU has never had any interest in trading off working conditions. 

34. Increasing workload. 

Workload demands are undoubtedly increasing. We should never forget that 

consultation is required for all new initiatives and we have informed ETD that we are 

insisting on the Assessment of Potential Workload Impacts tool being used. 

Workload Committees in all schools are not only mandatory, but a valuable 

opportunity. 

 

___________________________________________________________________ 

 

Further considerations 

 Flow-ons from the Principal Structure Review 

 “Meeting the Needs of All Students”: AEU policy – key recommendations 

 IT in schools 

 Teacher transfer 

 Branch Council during school hours? 
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Important! 

The AEU is currently working with a number of interest groups within our 

membership around opportunities that the bargaining process presents to 

them. Such groups include: 

 Principals/Deputy Principals 

 VET teachers 

 Teacher Librarians 

 School Psychologists 

 

 

Glenn Fowler 

Branch Secretary 

26 October 2013 


