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1 Government offer to teaching staff 

1.1 Introduction 

The ACT Government is committed to ensuring students in ACT public schools are taught by 
great teachers in great schools so they learn, thrive and are equipped with the skills to lead 
fulfilling, productive and responsible lives. 

This offer aims to achieve this by promoting the status of the teaching profession in the ACT 
through a high quality teaching workforce where striving for excellence is recognised and 
celebrated.  

In addition to attractive salaries for all teaching classifications, this offer contains initiatives 
in four key focus areas. 

 

The ACTPS Common Terms and Conditions, where relevant to teaching staff, will be 
included as Part 1 of the enterprise agreement. Directorate specific conditions will form 
Part 2. 

 

1. A focus on the core role of 
teachers 

2. Consistency in describing 
the work of teachers 

3. Recognition and reward for 
excellent teaching practice 

4. Student learning driving 
workforce decisions 

Great teachers and leaders 
in great schools 
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2 Government offer at a glance 

This Government offer is a total package for a four-year agreement with a nominal expiry 
date of 30 September 2018. It includes pay rises and other elements as summarised below 
in the four focus areas. In-principle agreement by employee bargaining representatives is 
required on all elements, subject to negotiation of the final details. Pay rises are effective 
from 1 October 2014 provided: 

• there are no further claims involving additional cost made except where offset by 
productivity savings or alterations within the funding envelope of this offer, and 

• in-principle agreement on the total package is reached by 30 November 2014. 

2.1 Salaries 

Maintain the salary competitiveness of ACT classroom teachers and school leaders through: 

• increases of three percent per annum for all teaching classifications*; a cumulative 
increase of 12.6 percent over four years 

• increases to be paid as 1.5 percent every six months from 1 October 2014 to 
1 April 2018. 

*Beyond the first three 1.5% increases, principal salaries will be determined through 
negotiation of a revised principal salary structure (see Focus 4 below). 

2.1.1 Summary of salary increases for classroom teachers and school leaders 

Current 01-Oct-14 01-Apr-15 01-Oct-15 01-Apr-16 01-Oct-16 01-Apr-17 01-Oct-17 01-Apr-18 Total
CT 1.5% 1.5% 1.5% 1.5% 1.5% 1.5% 1.5% 1.5% %
1.1 $60,384 $61,290 $62,209 $63,142 $64,089 $65,051 $66,026 $67,017 $68,022 12.6%
1.2 $63,599 $64,553 $65,521 $66,504 $67,502 $68,514 $69,542 $70,585 $71,644 12.6%
1.3 $66,813 $67,815 $68,832 $69,865 $70,913 $71,977 $73,056 $74,152 $75,264 12.6%
2.1 $70,028 $71,078 $72,145 $73,227 $74,325 $75,440 $76,572 $77,720 $78,886 12.6%
2.2 $73,243 $74,342 $75,457 $76,589 $77,737 $78,904 $80,087 $81,288 $82,508 12.6%
2.3 $76,458 $77,605 $78,769 $79,950 $81,150 $82,367 $83,602 $84,857 $86,129 12.6%
2.4 $79,672 $80,867 $82,080 $83,311 $84,561 $85,829 $87,117 $88,424 $89,750 12.6%
3.1 $85,030 $86,305 $87,600 $88,914 $90,248 $91,601 $92,975 $94,370 $95,786 12.6%
3.2 $90,388 $91,744 $93,120 $94,517 $95,935 $97,374 $98,834 $100,317 $101,821 12.6%

SLC $104,319 $105,884 $107,472 $109,084 $110,720 $112,381 $114,067 $115,778 $117,515 12.6%
SLB $121,464 $123,286 $125,135 $127,012 $128,917 $130,851 $132,814 $134,806 $136,828 12.6%
SLA    4 $133,402 $135,403 $137,434 $139,496

4+ $138,756 $140,837 $142,950 $145,094
4++ & 5 $144,112 $146,274 $148,468 $150,695

5+ $149,468 $151,710 $153,986 $156,295 Subject to negotiation of a revised principal salary structure.
5++ $154,825 $157,147 $159,505 $161,897

5+++ $160,181 $162,584 $165,022 $167,498

SNL $167,267 $169,776 $172,323 $174,907 $177,531 $180,194 $182,897 $185,640 $188,425 12.6%

Cas T1 $314 $319 $323 $328 $333 $338 $343 $348 $354 12.6%
Cas T2 $357 $362 $368 $373 $379 $385 $390 $396 $402 12.6%
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2.2 Initiatives in the four focus areas 

The four focus areas outlined below are presented in this offer as a package - elements 
designed to work together to achieve the outcome of great teachers and leaders in great 
ACT Public Schools. 

2.2.1 Focus 1 A focus on the core role of teachers 

This focus area builds quality teaching through:  

• aligning professional learning with the core role of teachers 

• supporting all teachers to engage in professional learning communities to build 
capacity to improve student learning in the classroom. 

2.2.2 Focus 2 Consistency in describing the work of teachers 

This focus area builds and executes a common framework for great teaching through: 

• incorporation of the Australian Professional Standards for Teachers in refreshed 
performance and development processes 

• alignment of school leader roles and responsibilities in leading and supporting 
classroom teaching. 

2.2.3 Focus 3 Recognition and reward for excellent teaching practice 

This focus area values and encourages great teaching by: 

• recognising and rewarding teachers who achieve high standards of excellence 

• providing opportunities for great teachers to take on a leadership role in building 
capacity for excellent teaching practice. 

2.2.4 Focus 4 Student learning driving workforce decisions 

This focus area allows schools to respond to student learning needs by: 

• having the right educational leader with the right skills in the right school at the right 
time 

• developing and implementing a revised principal salary structure to help achieve 
this. 

2.2.5 Resolution of AEU claims 

The Government and the AEU will continue to bargain to resolve any outstanding AEU 
claims in accordance with parameters set out in this offer. 
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3 Government offer in detail 

This Government offer is a total package for a four-year agreement with a nominal expiry 
date of 30 September 2018. It includes pay rises and other elements as detailed below in 
the four focus areas. In-principle agreement by employee bargaining representatives is 
required on all elements, subject to negotiation of the final details. Pay rises are effective 
from 1 October 2014 provided: 

• there are no further claims involving additional cost made except where offset by 
productivity savings or alterations within the funding envelope of this offer, and 

• in-principle agreement on the total package is reached by 30 November 2014. 

3.1 Salaries 

3.1.1 The offer 

The Government is committed to offering competitive salaries for all teaching classifications 
in order to attract and retain quality teachers in ACT public schools. The salary offer below 
means that ACT teachers will remain competitive with teachers in other jurisdictions, 
including NSW, into the foreseeable future. 

• pay increases of three percent per annum for all teaching classifications*, which 
equates to a cumulative increase of 12.6 percent over four years 

• to be paid as eight 6 monthly pay increases of 1.5 percent effective from the pay day 
following: 

1 October 2014 
1 April and 1 October 2015 
1 April and 1 October 2016 
1 April and 1 October 2017 
1 April 2018. 

*Beyond the first three 1.5% increases, principal salaries will be determined through 
negotiation of a revised principal salary structure (see Focus 4 below). 

Relevant allowances will be increased in line with salaries. 
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3.1.2 Details of proposed salaries for all teaching classifications over the life of the 
agreement: 

Current 01-Oct-14 01-Apr-15 01-Oct-15 01-Apr-16 01-Oct-16 01-Apr-17 01-Oct-17 01-Apr-18 Total
CT 1.5% 1.5% 1.5% 1.5% 1.5% 1.5% 1.5% 1.5% %
1.1 $60,384 $61,290 $62,209 $63,142 $64,089 $65,051 $66,026 $67,017 $68,022 12.6%
1.2 $63,599 $64,553 $65,521 $66,504 $67,502 $68,514 $69,542 $70,585 $71,644 12.6%
1.3 $66,813 $67,815 $68,832 $69,865 $70,913 $71,977 $73,056 $74,152 $75,264 12.6%
2.1 $70,028 $71,078 $72,145 $73,227 $74,325 $75,440 $76,572 $77,720 $78,886 12.6%
2.2 $73,243 $74,342 $75,457 $76,589 $77,737 $78,904 $80,087 $81,288 $82,508 12.6%
2.3 $76,458 $77,605 $78,769 $79,950 $81,150 $82,367 $83,602 $84,857 $86,129 12.6%
2.4 $79,672 $80,867 $82,080 $83,311 $84,561 $85,829 $87,117 $88,424 $89,750 12.6%
3.1 $85,030 $86,305 $87,600 $88,914 $90,248 $91,601 $92,975 $94,370 $95,786 12.6%
3.2 $90,388 $91,744 $93,120 $94,517 $95,935 $97,374 $98,834 $100,317 $101,821 12.6%

SLC $104,319 $105,884 $107,472 $109,084 $110,720 $112,381 $114,067 $115,778 $117,515 12.6%
SLB $121,464 $123,286 $125,135 $127,012 $128,917 $130,851 $132,814 $134,806 $136,828 12.6%
SLA    4 $133,402 $135,403 $137,434 $139,496

4+ $138,756 $140,837 $142,950 $145,094
4++ & 5 $144,112 $146,274 $148,468 $150,695

5+ $149,468 $151,710 $153,986 $156,295 Subject to negotiation of a revised principal salary structure.
5++ $154,825 $157,147 $159,505 $161,897

5+++ $160,181 $162,584 $165,022 $167,498

SNL $167,267 $169,776 $172,323 $174,907 $177,531 $180,194 $182,897 $185,640 $188,425 12.6%

Cas T1 $314 $319 $323 $328 $333 $338 $343 $348 $354 12.6%
Cas T2 $357 $362 $368 $373 $379 $385 $390 $396 $402 12.6%

 

3.2 Duration 

3.2.1 The offer 

A four year enterprise agreement, with a nominal expiry date of 30 September 2018.  

3.2.2 Rationale 

A four year agreement provides stability and certainty for teaching staff. It will enable the 
initiatives outlined in this offer to be implemented and reviewed before entering the next 
round of enterprise bargaining. 

3.3 Focus 1 A focus on the core role of teachers 

3.3.1 What’s the main objective? 

Build quality teaching through:  

• aligning professional learning with the core role of teachers 

• supporting all teachers to engage in professional learning communities to build 
capacity to improve student learning in the classroom. 
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3.3.2 The offer 

Build quality teaching by strengthening professional learning communities within schools 
without a reduction or redefinition of face-to face teaching hours, and with any additional 
cost to be funded from current school resource allocation, by: 

• redirecting three of the current five compulsory professional learning days per year 
from stand down or out of hours to professional learning communities during term 
time  

• encouraging and supporting schools to gain Teacher Quality Institute (TQI) 
accreditation for their professional learning community activities (20 hours of 
professional learning teachers won’t have to find in their own time to meet 
registration requirements) 

• examining teachers’ involvement in coordination, supervision and ‘extra-curricular’ 
activities to free up time that can be further directed towards professional learning 
communities  

• investigating  ways to better utilise education support staff in areas that take 
teachers away from their core role through the School Assistant Classification 
Review, under the new Administrative and Related Classifications enterprise 
agreement. 

3.3.3 What’s it about? 

Teaching improves when teachers learn from each other. Research indicates that regular, 
structured, collaborative professional learning activities in schools have a direct impact on 
improving teaching and learning in the classroom. These activities often referred to as 
‘professional learning communities’, include: 

• team teaching 

• coaching and mentoring, particularly of new educators 

• peer observation in the classroom and feedback 

• faculty or year level teams examining and developing teaching practices to meet 
student learning needs 

• school based action research groups.  

Professional learning communities put teachers in the ‘driving seat’ of their own continuous 
improvement in teaching practice. This is not about attending courses or conferences but 
rather teachers regularly coming together to engage in professional conversations and 
investigations at the workplace. With the support of colleagues, each teacher can focus 
attention on addressing educational issues directly relevant to their students’ learning 
needs in the classroom and their own teaching to meet these needs. Many teachers already 
engage in such powerful professional learning and can attest to its value.  
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The core work of teachers, therefore, would seem to include not only lesson preparation, 
face-to-face teaching and assessment and reporting of student learning but also 
engagement in professional learning communities to continually improve teaching and 
learning in the classroom. This is clearly articulated in the Professional Engagement domain 
of the Australian Professional Standards for Teachers. 

The Government and the AEU agree on the objective of supporting teachers in all schools to 
engage in professional learning communities. But where can teachers find the time? 

The AEU’s proposal to reduce face-to-face teaching hours would mean taking time from one 
part of a teacher’s core role to give to another. The Government’s position is that there will 
be no reduction in maximum face-to-face teaching hours for teachers and school leaders. 

ACT teachers currently have the lowest maximum face-to-face teaching hours in Australia 
and a further reduction would be an expensive use of scarce resources. The AEU claim to 
reduce maximum weekly face to face teaching time by one hour in secondary schools and 
1.5 hours in primary schools is equivalent to an additional 177 teachers costing more than 
$17m each year and almost $70m over the life of the agreement. 

A better solution is to refocus the professional learning time allocated during stand down 
and out of hours and re-prioritise this time for professional learning communities during 
normal work time. Furthermore, when schools gain TQI accreditation for their school-based 
professional learning community activities, teachers can easily meet the registration 
requirement of 20 hours per year of professional learning, without having to do this in their 
own time. 

More traditional forms of professional learning, such as attendance at courses and 
conferences, have been shown to have lesser impact on what teachers do in the classroom 
and on how well students learn.  

Currently, a minimum of five days per year of professional learning during stand down and 
after school hours is a requirement for all teachers. Three of these days can be better 
utilised to support ongoing professional learning communities during normal working hours. 
This leaves two required professional learning days (one system and one school PL day) at 
the beginning of the school year for staff to participate in relevant training courses and 
workshops. 

Similarly, some aspects of teachers’ work in schools may have purposes not directly related 
to improving student learning. Teachers’ involvement in coordination, supervision and 
‘extra-curricular’ activities should be examined to find if time can be freed up for 
professional learning communities to flourish. Under clause Q2-School monitoring of 
workload and practice in the current agreement, the school workload committee has a key 
role to monitor, review and address workloads with the opportunity to shed outdated 
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programs and reassess practice and procedure to ensure the most efficient use of teacher 
time beyond the classroom. 

The School Assistant Classification Review detailed in the new Administrative and Related 
Classifications enterprise agreement provides an opportunity to examine ways of better 
utilising administrative and other education support staff in areas that take teachers away 
from their core role.  

In a recent AEU survey, teachers reported that administrative tasks, presumably unrelated 
to improving student learning, are impacting on their ability to consistently deliver the best 
possible lessons. It is important to identify these tasks and question whether they can be 
done more efficiently or not at all or whether they can be re-assigned. Re-prioritising tasks 
and time is not easy and solutions may vary from school to school. 

Casual relief teachers will be encouraged to participate in professional learning communities 
in schools to assist in their development and meet TQI registration requirements.  

Why is it important? 

We need to support teachers to focus their time and energy on their core role of improving 
student learning. In particular, we must ensure all teachers have sufficient time at work to 
engage together in professional learning communities to build classroom practice.  

We need also to ensure this important work by teachers is clearly linked to the professional 
knowledge, practice and engagement described in the Australian Professional Standards for 
Teachers and recognised as meeting professional learning requirements for teacher 
registration purposes. 

3.3.4 What needs to change in the enterprise agreement? 

• Adjustment of the professional learning requirements in clause R7-Professional learning 
to support engagement of teachers in professional learning communities. 

• Identify professional learning communities as part of the core role of teachers in clauses:  

Q1-Individual workloads and professional responsibilities 
Q2-School monitoring of workload and practice  
R6-Expectations of performance and professional responsibilities.  

3.4 Focus 2 Consistency in describing the work of teachers 

3.4.1 What’s the main objective? 

Build and execute a common framework for great teaching through:  

• incorporation of the Australian Professional Standards for Teachers in refreshed 
performance and development processes 
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• alignment of school leader roles and responsibilities in leading and supporting 
classroom teaching. 

3.4.2 The offer 

Implement the Australian Professional Standards for Teachers as the touchstone for aligning 
performance and development processes, including: 

• probation and contract assessment 

• new educator support 

• annual professional discussion and expectations of performance and professional 
responsibilities 

• Professional Pathways and Pathways to Improvement. 

Develop greater clarity in the range of executive teacher (SLC) roles in leading and 
supporting classroom teaching. 

3.4.3 What’s it about? 

Over time, the processes outlined above have been implemented to support teacher 
performance and development. More recently, separate processes for accelerated 
incremental progression, selection of Executive Teacher (Professional Practice) and TQI 
registration and certification at the Highly Accomplished Teacher and Lead Teacher 
standards have been introduced, all involving assessment of teaching practice. 

Professional learning communities will support teachers to come together to examine 
student learning and build teaching practice. The Australian Professional Standards for 
Teachers and related materials provide a common language and set of benchmarks for 
collaboration reflection and development. 

It is timely to simplify and align processes involving description and appraisal of the work of 
teachers with: 

• the Australian Profession Standards for Teachers  

• the Australian Teacher Performance and Development Framework, along with the 
ACTPS Performance Framework 

• the Australian Charter for the Professional Learning of Teachers and School leaders. 

Similarly, in addition to ‘standard’ Executive Teacher positions in schools, a number of 
specialist SLC roles have been introduced over time for different purposes and with 
different conditions, including: 

• Literacy and Numeracy Field Officers 

• Pastoral Care Coordinators 

• Executive Teacher (Professional Practice). 

9 
 

http://www.aitsl.edu.au/australian-professional-standards-for-teachers
http://www.aitsl.edu.au/professional-growth/australian-teacher-performance-and-development-framework
http://www.cmd.act.gov.au/governance/public/performance
http://www.aitsl.edu.au/professional-growth/australian-charter-for-the-professional-learning-of-teachers-and-school-leaders


Government offer for ACTPS Education and Training Directorate (Teaching Staff) Enterprise Agreement 2014-18 
October 2014 

The differential responsibilities between these roles can hamper career development for 
staff. It is timely to examine all SLC roles in terms of core and specialist components, 
particularly with respect to leading and supporting classroom teachers. Alignment of core 
role and conditions will enable all executive teachers to develop the full range of school 
leadership capabilities. It will also provide schools with greater clarity in selecting, 
developing and managing executive teachers to meet the identified needs of students and 
staff. 

Why is it important? 

A simplified, aligned process will ensure common expectations of performance across the 
teaching workforce. Teachers will build an evidence base for their practice that they can use 
for a range of purposes such as: 

• performance and development conversations 

• professional growth and career planning 

• certification against higher standards 

• applications for transfer and promotion. 

Executive teachers will have more certainty in their career development. 

3.4.4 What needs to change in the enterprise agreement? 

The technical work of reviewing and aligning processes will take some time. Current 
processes will need to continue while that work goes on. 

Section R – Teaching as a profession will need to be significantly revised.  

• The procedural clauses must be removed from this section and referenced as agreed 
documents. These procedural documents can then be modified as the technical work 
of aligning processes is done. 

• There needs to be an enabling clause or clauses in the new enterprise agreement to 
authorise and set the parameters for the technical work to proceed. 

3.5 Focus 3 Recognition and reward for excellent teaching practice 

3.5.1 What’s the main objective? 

Valuing and encouraging great teaching by: 

• recognising and rewarding teachers who achieve high standards of excellence 

• providing opportunities for great teachers to take on a leadership role in building 
capacity for excellent teaching practice. 
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3.5.2 The offer 

Revise the current framework for accelerated incremental progression to incorporate the 
Australian Professional Standards for Teachers and reward teachers who achieve 
certification at the Highly Accomplished Teacher and Lead Teacher standards. 

Create increased classroom leadership opportunities for teachers certified at the higher 
standards. 

Investigate the requirement for certification at the higher standards for school leadership 
positions.  

3.5.3 What’s it about? 

Teachers achieving certification at the Highly Accomplished Teacher and Lead Teacher 
standards gain the professional recognition of their colleagues through a rigorous 
assessment process conducted by TQI. They are acknowledged as exemplary practitioners 
and leaders in the classroom and in building capacity for excellent teaching practice. 

This proposal, to be funded by salary costs within current school resource allocation, 
provides a financial reward to teachers on 27 January following certification at the higher 
standards of: 

• an additional salary increment for classroom teachers on the salary scale, or 

• an allowance for classroom teachers at the top of the scale and SLCs to be equivalent 
to an average increment and paid over one year. 

Principals are encouraged to raise certification with staff through the annual professional 
discussion and offer support as they engage with the certification process. 

Teachers achieving certification at the Highly Accomplished Teacher and Lead Teacher 
standards are a school, network and system resource for building inspirational teaching and 
leadership. The proposal is to increase opportunities for certified teachers to apply for 
Executive Teacher (Professional Practice) positions created by schools. 

A further option being explored is that a teacher certified at the Lead Teacher standard 
could become eligible for a SLB (Professional Practice) position created by a school, cluster 
or network. 

Current Executive Teachers (Professional Practice) will be encouraged to seek certification at 
the Highly Accomplished Teacher or Lead Teacher standard. 

As part of the examination of the range of SLC roles outlined in Focus 2, a consideration will 
be whether certification at a higher standard should be required for SLC roles. 
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Why is it important? 

The status of the teaching profession will be enhanced when excellent teaching practice is 
recognised and rewarded. 

3.5.4 What needs to change in the enterprise agreement? 

Clauses O6-Executive Teacher (Professional Practice) and O8-Classroom teacher incremental 
progression will need to be amended to incorporate certification at the higher standards. 

3.6 Focus 4 Student learning driving workforce decisions 

3.6.1 What’s the main objective? 

Responding to student learning needs by: 

• having the right educational leader with the right skills in the right school at the right 
time 

• developing and implementing a revised principal salary structure to help achieve this 
outcome. 

3.6.2 The offer 

Create a new principal salary structure that facilitates placement of skilled and experienced 
principals where they are most needed, recognises and rewards leadership excellence and 
enhances career pathways.  

3.6.3 What’s it about? 

Under the current agreement a review of principal structure was conducted followed by a 
series of roundtable discussions between the Director-General and principals. The outcomes 
of this process included: 

• greater transparency in determining current school categories and, as a result, 
principal salary 

• the determination to create a new principal salary structure that 

o provides enhanced career pathways for principals 
o recognises and rewards excellence in school leadership, and  
o facilitates rather than impedes placement of principals with particular 

experience, insight and skill in schools where they are most needed. 

A conceptual model for such a principal salary incorporating the above features is proposed. 
The model has two strands: 

1. Qualities attributed to the principal – progression through three stages linked to role 
expectations and developing skill set, with a standards based competency barrier 
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between each stage. Provisional stages are Principal 1 (new and acting), Principal 2 
(experienced) and Principal 3 (accomplished). 

2. Qualities attributed to the school – schools are allocated to a limited number of 
bands on the basis of identified school complexities. Salary advancements are 
provided for each higher complexity band. Allocation of schools to bands is reviewed 
and adjusted every five years. 

A principal’s salary will comprise a main component related to stage and a secondary 
component related to band. Career advancement is based on progression through the 
stages (development and increased role expectation) and/or the ability to lead more 
complex schools. The nexus between principal salary and school resourcing (current school 
category) will no longer exist. 

An open merit process will be used to fill all principal positions. Placement will be for five 
years with possibility of extension as per current arrangements. 

Details of the conceptual model have been made available to principals and the AEU. 

The technical work of developing the conceptual model into a functioning salary structure 
will be done with the assistance of independent experts and in consultation with principals. 

Agreement will need to be reached on transitional arrangements and on how principal 
salaries will be reviewed and adjusted as part of the work of developing the revised 
structure. 

Why is it important? 

The revised principal structure will provide principals with greater career opportunities and 
advancement through recognition of their developing expertise in school leadership. It will 
facilitate opportunities for principals to work in schools where their leadership skills may be 
most needed. 

3.6.4 What needs to change in the enterprise agreement? 

Clauses O2-Review of principal structure, O3-School categories and O4-Advancements will 
need to be amended to include authorisation to develop the revised structure and put in 
place transitional arrangements. 
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