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Excerpts from the VGSA 2008 Final Document with  Comments and   Local Agreement Suggestion:
NOTE:  Only excerpts.  See Full VGSA Document
· “face-to-face teaching” in relation to a particular teacher means 

· regular rostered teaching 

· includes sessions of direct student instruction rostered for curricular or pastoral functions involving student supervision, 

· DIG:  i.e. Term "yard duty" is specifically removed as an "other duty" from the new agreement and not mentioned anywhere. Yard duty is student supervision therefore it is face to face teaching.
· student counselling and consultation; or

· in the case of a teacher librarian, for student contact and consultation in a library;

· DIG:  i.e. includes all mentoring/ couselling/ house meetings etc even if one to one
· DIG Local Agreement Suggestion:
Face to face teaching includes student supervision in house meetings, form and general assemblies, library, individual counselling and consultation.
· The parties commit themselves to the following industrial relations principles: 

· Cooperative and consultative relationships between management, employees and the union; 

· Management, employee and union relationships based on mutual respect, trust and preparedness to consider alternative viewpoints; 

· Negotiations involving a mutual problem solving approach focusing on long term gains for all parties; 

· To work within a progressive industrial relations culture to create a system of highly effective schools with effective workplace practices; 

· Recognition of an appropriate role for workplace representatives.

· School Based Consultation 

· Staff morale and employee job satisfaction are enhanced where the views of all employees are taken into account before decisions are made. 

· The aim of this agreement is to establish workplace consultative arrangements that ensure the principal’s responsibility, as the Employer’s representative, to make school based decisions is carried out in a framework that enables staff to have input into the decisions that affect their working life.

· DIG:  i.e. "staff" not leadership team of PCC members.  This means that propsals must be communicated to the whole staff to allow time for PCC reps to collect feedback.  The PPC membres are not THE whole consultation itself. 
· The principal, as the Employer’s representative, has ultimate administrative and operational responsibility for decisions at the school level, provided that these decisions are made in accordance with the consultation principles outlined below. 

· For the purpose of this clause the parties adopt the following comments made by Smith C. in CPSU, the Community and Public Sector Union v Vodafone Network Pty Ltd (Print PR911257): 

0. ‘Consultation is not perfunctory advice on what is about to happen.
1. DIG:  This may not have been the intention, but it has been the effect of many "consultations" in the recent past where timelines have not allowed for any real consultation e.g. Leadership structure for 2008 was kept confidential until presented to staff as a virtual fait accompli. 
2. This is common misconception.
3. Consultation is providing the individual, or other relevant persons, with a bona fide opportunity to influence the decision maker.
4. Consultation is not joint decision-making or even a negative or frustrating barrier to the prerogative of management to make decisions.
5. Consultation allows the decision making process to be informed, particularly as it may affect the employment prospects of individuals.’ 
· The consultative arrangements must allow for the direct input of staff and the union at the school.

· DIG:  Leadership team, curriculum, staff meeting, are not adequate consultation without PCC.  
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· DIG Local Agreement Suggestion:
It is agreed that consultative arrangements will consist of the following :
0. Proposals developed by any group or individual and addressed to the relevant group or individual for consideration.  
Clear committee decision-making and responsibility structure and membership published so staff know the relevant group to approach on any issue.
Active commitment to early and wide dissemination and open discussion of proposed actions (facilities planning, positions of responsibility etc etc.) 
1. Proposals (preferably with all likely options detailed so that consultation cycle does not need to be repeated for every option) communicated to all staff for consideration and feedback to PCC members
2. Proposals considered at PCC and recommendation recorded in minutes.
If substantial alterations emerge as part of consultation, they need to go back to staff for further feedback. 
3. Principal decides (if decision is different to majority decision of PCC, the reasons are provided to the PCC in writing) 
1. The principal, as the Employer’s representative, must put in place formal staff consultation structures, that ensure school staff and the union at the school have the choice and opportunity to be involved in the consultation process in the school.

1. The consultative structures, including the operational procedures, must be agreed at the school level no later than 1 September 
DIG:  New negotiation for 2008 needs to start NOW. May as well hold elections SOON for 2008 members to run for full year so that TT can recognise their PCC workload.
DIG Local Agreement Suggestion:
PCC elections scheduled immediately after September 1 to elect PCC members for 2008 year.
1. may be for one or more years to commence from term 4. 
DIG:  Suggest that instability of our system means that VERY unwise for wither party to agree for more than one year.
1. DIG Local Agreement Suggestion:
Local Agreement will be renegotiated each year by the current PCC before PCC elections for the following year.
1. The importance of workplace representatives being provided with the opportunity and time to canvass the views of staff to ensure informed consultation can occur on matters set out.

1. To this end the consultative procedures must include arrangements that enable this to occur within the school. 

1. Where consultative arrangements have not been agreed:  A consultative committee shall be established:   the principal, two nominees of the principal, one nominee of the union determined by the union at the school, two staff members elected by and from the total staff.
DIG:  Current local agreement has Principal (Chair), Principal's nominee, Curriculum Implementation Manager (TT), 1x Elected staff member, 3x Elected AEU members.  The key element of the agreement is nnumber balance between admin and staff.  Staff rep likely to be AEU anyway due to numbers.
1. DIG Local Agreement Suggestion:
PCC will consist of the principal, two nominees of the principal, two nominee of the union determined by the union at the school, 1 staff member elected by and from the total staff.
1. The consultative committee

1. will provide final advice/recommendations to the principal prior to the principal, as the Employer’s representative, making a decision

1. shall determine its operational procedures by consensus or majority agreement.

1. Where consensus or majority agreement is not achieved the consultative committee shall operate as follows:

· The consultative committee shall be chaired by the principal.

· The consultative committee shall meet at least four times per term at no more than fortnightly intervals.

· Consultative committee meetings will be scheduled within the normal attendance times, without disruption to the school program, and enable all members to attend.

· When confidential matters are discussed by the committee, all members of the committee are bound by that confidentiality.

· The term of office of committee members shall be twelve months.

· The outcome(s) of consultative committee meetings shall be recorded in writing.

· DIG: Only the outcomes need to be recorded.  there is no mention of telling staff.  How is consultation going to occur ?  Must be through PCC and staff reps communication the detail (without the confidential part) to their constituencies.
· DIG Local Agreement Suggestion:
The outcome(s) of consultative committee meetings shall be recorded in writing and published to all staff.
· AEU and Staff reps may separately published notes from the meeting for their constituencies.
· Confidentiality of PCC issues only established for items specific to individuals or where agreement from committee is obtained before the item is discussed.
· Where a principal makes a decision which is not consistent with the advice/recommendation of the consultative committee (if a recommendation is made), the principal shall provide to the committee members the reasons for the decision in writing. 

· DIG:  Suggest that meeting irregularly and at 8:00 amd has not been effective in ensuring full consultation.  To schedule them as a "class" is small bikkies for such a large amount of work and responsibility.
· DIG Local Agreement Suggestion:
PCC Meetings are scheduled as sessions in each cycle where PCC members attend and receive a session time allowance in their load. 
· The consultative arrangements are to be used about matters related to the long-term planning and operation of the school including:

· development of workforce plan
· the planning and organisation of the program of instruction in the school
· organisation of work including the face to face teaching requirements
· organisation of work of graduate teachers in their first twelve months of teaching

· organisation of classes including class sizes. Staff or the union at the school may provide the principal, as the Employer’s representative, with alternatives and, following consultation, staff or the union at the school may request that the principal provide reasons in circumstances where the principal, as the Employer’s representative, determines class sizes in excess of the planning guidance (i.e. up to 25 students)

· composition of selection and other panels  DIG:  This has not been the case in the past or the present 
· DIG:  List covers almost any proposal of significance within the school
· As part of the consultative arrangements the principal, as the Employer’s representative, will ensure that workforce planning information is available to staff to allow informed consultation to occur.   Subject to complying with the requirements of the Information Privacy Act 2000 (Vic) such information should include:

· school strategic plan (or its equivalent);

· high level school student resource package data. This requirement is satisfied where the following documents (or their successors) are provided:

· SRP Indicative Allocations,

· Management Report generated by the SRP Planner and SRP Confirmed Allocations;

· anticipated enrolments and staff movements 
· DIG:  Local Agreement Suggestion
Staff movements contain personal details and are confidential to the committee. 
· For the avoidance of doubt, this clause does not require the principal, as the Employer’s representative, to provide employee information to the union or a representative of the union.

· DIG:  i.e. the PCC does not see the REAL budget or full school financial picture only the bare bones.  PCC members therefore cannot respond to the rhetorical question of "how can we afford that" etc.  Staff do not see these documents (even though they are only a partial view of the real school finances).  Staff do not see all KLA budgets, the school council budget papers etc. Would be a good idea to change this culture.
· DIG Local Agreement Suggestion:
Documents relating to the school budgets and financing will be provided to PCC and staff (through online access).  These documents include bu are not limited to: school council minutes, school council finance comittee minutes and supporting documents, and supporting documents, KLA , total school expenditure summary for prior year, SRP Indicative Allocations, Management Report generated by the SRP Planner, SRP Confirmed Allocations; anticipated enrolments.
· DIG Local Agreement Suggestion: OH&S • Occupational Health & Safety Reps:
· Annual elections for 2 site representatives. 
· Representatives to be trained and consulted on al facilities issues with OH&S implications.
· Reps required to communicate OH&S issues openly to staff (e.g. via InfoNet)
 
· Electronic communications
· Electronic communications shall be consistent with Department policy provided that employees are allowed reasonable access to electronic communication to facilitate communication between employees and their representatives, which may include a union, on matters pertaining to the employer/ employee relationship.

· DIG Local Agreement Suggestion:
· The confidentiallity of a members only AEU site within InfoNet will be respected for communication between members.
· the AEU will be provided with a noticeboard area for communication with staff without restriction of use. 
· A special payment may be paid to a teacher:

· for undertaking a task that is additional to the responsibilities that can be required of a teacher at their respective classification level and salary range 

· DIG:  Expert Teacher Responsibilities have many roles but their core role specification does NOT include organisational duties (see below). Nevertheless, in the same way as for all teachers, they can apply for one of the nominated organisational duties. 
· as an attraction and/or retention incentive 

· for recognition of outstanding performance

· any other purpose determined by the Employer.

· The minimum annual amount of special payments shall be $500.   The special payment may be paid fortnightly or as a lump sum if the principal, as the Employer’s representative, and the teacher agree.   A teacher, who is in receipt of a special payment under subclause 19(1)a) on a fortnightly basis and who is absent on personal leave with pay, shall continue to receive the special payment during the period of personal leave for up to one month or the expiration of the special payment, whichever is the earlier.   A teacher who has been in receipt of a special payment on a fortnightly basis for a continuous period of 12 months immediately prior to the commencement of paid leave (including personal leave) and would have continued to receive the special payment but for his or her absence on leave, shall continue to be paid the special payment during the period of paid leave. 
 

· Staffing
· Schools must have the capacity to select the best available staff to meet the educational needs of students and that ongoing employment opportunities in Victorian Government schools are maximised.

· Local selection arrangements provide the most effective way of matching the talents and career aspirations of staff with the specific needs of individual schools.

· Employees may be employed full-time or part-time on either an ongoing, fixed term or casual basis. 

· Modes of employment 

· The standard mode of employment in the Teaching Service is ongoing.

· However some fixed term or casual employment will continue to be necessary.

· In order to maximise employment opportunities, advertised vacancies are open to qualified applicants both within (fixed term or ongoing) and external to the Teaching Service.

· Except as set out in this agreement, the local selection arrangements determined by the Employer will apply.

· Selection for advertised positions will continue to be determined solely on the basis of merit assessed in relation to the selection criteria of the position, provided that employees with priority status (i.e. in excess) will be considered in isolation from and not in competition with other applicants on the basis of their suitability for the position

· DIG:  Merit and equity explicitly prohibit any bias for or against a candidate based on their age (or its associated salary cost).  the only exception to this is positions nominated for the graduate appointment process. Prefernces for "young" is as unacceptable in the process as preference for "male".
· Arrangements may be required that enable the movement of staff including staff rotation.

· A person employed in response to an advertised fixed term vacancy may be offered one further period of fixed term employment, without advertisement of the position, provided the position continues to satisfy the criteria set out in subclause (d).

· The further period of fixed term offered under this subclause cannot be for a longer period than the period set out in the original advertised vacancy.

· (d) Without limiting the generality of the following, teachers will be employed ongoing except:

· (i) when a teacher is employed for a fixed period of time to replace a teacher who is absent on leave of twelve months or less, other than family leave;

· (ii) when a teacher is employed for a fixed period of time to replace a teacher who is absent on family leave provided that the teacher will be employed until the teacher she or he is replacing returns to duty. Provided that, where the teacher absent on family leave does not return to duty at the school, the teacher employed to replace the teacher absent on family leave will be offered ongoing employment subject to a probationary period of up to twelve months;

· (iii) when the principal, as the Employer’s representative, has good reason to believe that, should a teacher not be employed fixed term, an excess staff situation will arise. This may include predicted enrolment decline determined by the enrolment predictions of the Employer;

· (iv) when a teacher is employed for a fixed period of time to undertake a specific project for which funding has been made available for a specified period of time provided that the vacancy is to be advertised for the duration of that funding;

· DIG:  Hope that the loyalty shown in providing ongoing employment to staff employed under the fixed term project "Leading School Initiative" is extended to other staff in the future.
· (v) where a fully qualified teacher is not available and a less than fully qualified teacher is employed for a fixed period of time, provided that such employment cannot exceed five years;

· DIG:  Reason why PCC needs to have access to confidential staffing plan that shows contract history as well as current employment mode. 
· (vi) any other reason considered appropriate by the Employer.

· (e) In notifying vacancies the Employer will identify the reason for each fixed term vacancy and implement, during the life of this agreement, proactive processes to ensure that fixed term vacancies satisfy the criteria set out in subclause (d).

· (f) For the purposes of subclause (g) an “eligible teacher” means a fixed term teacher employed continuously for longer than 12 months:

· (i) in response to a vacancy advertised for longer than 12 months,

· (ii) in response to vacancies advertised for 12 months or less resulting in two or more fixed periods of employment; or

· (iii) in response to an advertised family leave vacancy in the second or subsequent year of that replacement.

· (g) The Employer should offer ongoing employment to any eligible teacher where a suitable ongoing position becomes available in the school, subject to a probationary period as set out in subclause (4).

· Staffing issues have seen the most tension between the requirement to truly consult and the admin desire to do the best for the school sometimes by "bending" the rules. Even though the new agreement is very far from perfect, we need to follow it (just as we follow other very imperfect systems in curriculum and assessment).
· DIG Local Agreement Suggestion:
· PCC members will be provided with continuous access to a confidential clear staffing list indicating on-going teachers/ contract teacher (and their contract history), family leave contracts (and who they are replacing), etc 
· All workforce planning issues (fixed term and ongoing staff positions, leave planning, maternity and long service leave replacements, staff appointments and position finish dates, etc) will be tabled for confidential consultation at PCC before action. 
· Where prior consultation does not occur with the PCC, AEU representatives will communicate this directly to the staff, the AEU and DE&T as a breach of the consultation provisions even if no greivance procedures are necessary. 
· Management of employees with priority status  (3)  “teacher with priority status” means a teacher who is excess to workplace requirements, has been granted compassionate transfer status or is a disability retirement benefits pensioner found fit for employment;
· (a) All reasonable efforts must be made to place teachers with priority status in suitable alternative positions.

· (b) Except as set out in this agreement, the arrangements determined by the Employer for the management of excess teachers will apply. Where it is unlikely that an excess teacher will be redeployed to a suitable position, other action, including retrenchment, may be considered. The general expectation is that retrenchment will not be considered unless redeployment and retraining opportunities have been explored for a period of longer than twelve months from the date the teacher was declared excess.

· (c) A teacher approved by the Employer for transfer on compassionate grounds may be referred to any advertised vacancies and will be considered in isolation from and not in competition with other applicants in accordance with the selection arrangements set out for excess employees. Provided that, in normal circumstances, an excess teacher will be considered ahead of teachers approved under this subclause.

· (d) A person who is a disability retirement benefits pensioner who is fit to return to work and approved by the Employer to be a teacher with priority status will be considered in isolation from and not in competition with other applicants in accordance with the selection arrangements set out for excess employees. Provided that, in normal circumstances, an excess teacher will be considered ahead of persons approved under this subclause. (e) Notwithstanding subclauses (a) to (d), the Employer may exempt any vacancy from the requirement to consider teachers with priority status ahead of other applicants.

Teacher work 21 
· (1) The parties are committed to ensuring that all students experience high quality teaching and that they are supported to become effective learners. It is important that students are provided with the highest quality learning conditions and that teachers have every opportunity to deliver quality education. The roles and responsibilities that can be required of teachers at their respective levels are set out in schedule 2.

· (2) Class size, preparation and high quality content, correction and assessment are major factors impacting on improving instructional practice.

· Teachers should have the opportunity to perform all of their duties within a reasonable timeframe and have fair and reasonable conditions and students should have ready access to their teachers.

· In this context, the work allocated to a teacher should, as far as practicable, provide for an equitable distribution of work across all teachers in the school.

· (3) Teaching and learning is a complex process. Numerous factors contribute to this process including:

· (a) face-to-face teaching;

· (b) preparation, correction, assessment, meetings, student supervision, reporting and organisational duties;

· DIG:  We say these points then forget that they ARE the core business and everything else shoudl SERVE them
· (c) class size, curriculum mix, range of ability and age of students, resources available and facilities;

· DIG:  Recognition re. extra strain from the planned creation of groups (e.g. certain boys classes) or the accidental group dynamic.  Staff need to be encouraged to ask for help from both school admin and OH&S reps re. these situations before stress reduced the quality of education for the other students and created stress in the teachers.  Need specific planned responses to these situations. 
· (d) school camps, concerts, excursions and after school sport.

· DIG:  School camp attendance etc should be compensated with time off in lieu 
· (4) (a) It is recognised that the allocation of teacher work is managed by the principal, as the Employer’s representative, at the school level in accordance with this agreement.

· (b) A teacher cannot be required to undertake face-to-face teaching that exceeds:

· (i) 20 hours per week for a secondary school teacher 

· DIG:  20 x 60 = 1200 min per week
· 1200 / 50 = 24 sessions per week.  If student attendance requirement of 300 min per day is implemented by 6 sessions of 50 min.
· 1200/ 48 = 25 session per week. If student attendance requirments of 300 min per week is implemented by 6 sessions x 48 = 288 plus 12 min form assembly ?
· or 18 hours 40 minutes per week if a teacher supervises sporting activities of students on a structured basis for a period of two hours per week.

· (ii) 22 hours 30 minutes per week for a primary teacher.

· (iii) the pro-rata of subclauses (b)(i) to (ii) for a teacher in a P-12 school having regard to the proportion of teaching performed in years P-6 and 7-12 respectively.

· (c) the provisions of subclause (4)(b) operate to the exclusion of any other provisions regulating face-to-face teaching.

· (5) Within the limits set out in subclause (4)(b), the actual face-to-face teaching hours required of teachers in a school shall be agreed using the consultation provisions of this agreement.

· DIG Local Agreement Suggestion:
Maximum teaching load will include any time allowances and will be 47 sessions of 48 min.
· Where agreement is not reached the allocation of the face-to-face requirements of a teacher should provide the opportunity for the teacher to perform all of her or his required duties within a reasonable timeframe within the following limits:

· (a) In primary schools, the allocation of the face-to-face requirements of a teacher must not exceed the limits set out in subclause (4)(b).

· (b) In secondary schools, the allocation of the face-to-face requirements cannot exceed an index of 480 (calculated by multiplying the teacher’s actual face-to-face hours per week, inclusive of extras, by the number of students in each class) or limits set out in subclause

· DIG: 480 / average of 24 students in a class = 20 hrs What is the point ?  Current local agreement ignores this silly idea.  Suggest we continue to do so.
· DIG Local Agreement Suggestion:
VGSA index will not be considered as part of workload considerations.
· (4)(b). Time allowances shall be included in the index (calculated by multiplying the actual time allowance hours per week by the average number of students in all of the teacher’s classes).

· (c) Where the allocation of the face-to-face teaching hours of a teacher is determined under subclauses (a) or (b) the formula in subclause (7)(c) does not apply.

· (d) Notwithstanding subclauses (5) and (8), the work of teacher librarians, MARC/MACC teachers, visiting teachers, instrumental music teachers may be varied at the school level through the consultative process with the agreement of the teacher(s) to meet the particular circumstances of that school or network of schools.

· (6)

· (a) The primary focus of the graduate teacher is on further developing skills and competencies needed to become an effective classroom practitioner.

· It is recognised that ongoing support and development of graduate teachers is critical for the teachers themselves, the schools in which they teach, the communities in which they play a significant role, and for the students whose futures they shape.

· (b) To this end, the work allocated to a graduate teacher in their first 12 months of teaching should recognise the need for the graduate teacher to perform all of her or his required duties within a reasonable timeframe and to participate in the necessary induction and development activities designed to assist graduate teachers in their first 12 months.

· Accordingly, within the resources available to the school, the scheduled duties of a graduate teacher should be reduced by at least 5% over the school week consistent with the allocation of duties at the school level determined in accordance with subclauses (5) and (8).

· DIG: As usual, agreement has weasel words "winthin the resources available to the school".  Hope that needs of graduate teachers continue to be acknowledged with at least 5% load reduction. 
· DIG Local Agreement Suggestion:
Maximum teaching load for a graduate teacher will be 44 sessions of 48 min (with no extras).
· If a teacher is requested to act as mentor for a graduate teacher the principal, as the Employer’s representative, should ensure that this role can be undertaken having regard to the total work required of that teacher over the 38 hour week.

· DIG: i.e. graduate teacher or VIT mentor is recognised as organisational duty.  

· (7) Unless otherwise agreed at the school level in accordance with the consultative provisions of this agreement:

· (a) replacement or reorganised classes of equivalent time period, which shall not count as an extra, may be assigned to a teacher who loses normal classes for any reason.

· Such classes may only be assigned within the day normal classes are lost.

· DIG Local Agreement Suggestion:
In lieu classes can be allocated at any time within a week of occurrence to maximise the opportunity for the Daily Org to acheive load equity among staff.
· In November and December of each year as classes are dismissed, teachers may be allocated replacement classes up to 80% of their timetabled allotment.

· DIG: Local agreement currently allows these in lieus to be spread throughout the 2 week cycle especially to assist daily org to maintain load equity across all staff.   Local agreement currently limits these to 70% 
· DIG Local Agreement Suggestion:
Replacement classes for VCE teachers up to 70% of lost classes can be allocated at any time within a week of occurrence to maximise the opportunity for the Daily Org to acheive load equity among staff.
· (b) Extras shall be considered within the face-to-face teaching maximum as determined in subclause (4)(b) above.

· Extras should be allocated in an equitable manner, and in the context of total workload of the teacher.

· c) Subject to subclause (b), unless otherwise agreed at the school level, the maximum allocation of replacement classes (extras) to a teacher shall be calculated by the formula:   (23 less the number of face-to-face teaching periods pw) x 42/2  per year
· DIG Local Agreement Suggestion:
Staff on maximum teaching load (i.e. 47 for teachers and 44 for graduate teachers) do not take extras. 
Staff on 46 sessions get NO extras.
Staff on 45 sessions: (23-22.5) x 42/2 = 10 extras per year
Staff on 44 sessions: (23-22) x 42/2 = 21 extras per year
 etc
· (8) In addition to face-to-face teaching, teachers may be required to undertake a range of other duties consistent with their classification level.

· DIG: Agreement provides no guidance for what is consistent with classification level.
· In the distribution of other duties, the following factors are to be taken into account:

· (a) as far as practicable, the equitable distribution of other duties within the school;

· (b) the relative importance of the various duties to be undertaken;

· (c) the time required to perform the duty;   DIG: Just because it is hard, we can't stop avoiding the need to give staff who do jobs a clear estimate of how much time they are expected to work each week on their designated duties 
· (d) the range and frequency of tasks to be performed;

· (e) the classification, qualifications, training and experience of the teacher; and  DIG: Again this is relevant to the capacity to do the job rather than any imagined free time availabe to expert teachers,
· (f) the preparation and correction requirements. DIG: Again we continually avoid stating claearly how much time we expoect teachers to spend in making their planning, prep, correction and communication as good as it can be.  This perpetualtes the feeling that the priority of "core"business is just given "lip service".
· (9) Where a teacher is required to travel between schools, campuses or annexes on any one day, a time allowance commensurate with the time taken to travel and associated logistical requirements shall be included in the determination of the teacher’s total work requirements.

· (10) A teacher, who considers his or her work to be excessive or unreasonable within the terms of this agreement, may refer the matter for resolution in accordance with the grievance procedures in clause 11(10) to examine the factors affecting his or her work to determine whether the work is excessive or unreasonable. Allocation of organisational duties

· (11)

· (a) In addition to face-to-face teaching, teachers may be required to undertake a range of other duties consistent with their classification level.

· These other duties may include organisational duties.  DIG:  Thanks AEU !  
· (b) The principal, as the Employer’s representative, has responsibility for determining the organisational duties necessary for the efficient running of the school and the time release (if any) and special payment (if any) applicable for each organisational duty.

· Where it is determined that an organisational duty should attract a special payment the amount of the special payment may be set at different amounts depending on the classification level and range of the teacher undertaking that duty.

· DIG:  List with descriptions of organisation duties prepared by principal with any consultation he/she wishes.
· DIG: PCC provides recommendations on time allowances and payments (regardless of who gets the job).  Prin makes decision.
· (c) Once this is determined, teaching staff should be provided with the opportunity to express interest in one or more of the organisational duties.

· DIG: All teaching staff can apply for any job.
· (d) The principal, as the Employer’s representative, has responsibility for identifying the most suitable applicant for each organisational duty using the Employer’s merit-based selection process taking into account the requirements of the organisational duty and the qualifications and experience of each applicant.

· DIG: Job allocated on merit with no consideration of classification level.
· (e) The principal, as the Employer’s representative, will determine the successful applicant for each organisational duty having regard to the outcome of the merit-based selection process and will offer the organisational duty to that applicant.

· (f) A successful applicant may decline the offer made under subclause (e)

· DIG:  Don't know why someone would refuse after applying voluntarily ???.
· (g) Should any organisational duty remain unfilled following the process set out in subclauses (a) to (f) the principal, as the Employer’s representative, can allocate that duty to any teacher (including a teacher who has declined an offer under subclause (f)) provided the duty is consistent with the roles and responsibilities that can be required of that teacher.

· DIG:  If you (i.e. expert teachers) don't apply for something, you might get a job you don't want.
· DIG Local Agreement Suggestion:
ALL staff are able to be assigned organisational duties.  
The duties assigned to teachers should reflect their capacity to do the job.  
Teacher classification payments are recognitions of educational leadership capacity, not payments to work longer hours on organisational tasks.
The process of allocation of tasks will be:
· The principal will publish to all staff details of proposed organisational duties considered necessary for the running of the school:
· title
· description of duties
· estimate of expected time commitment per TT cycle or year (if a peak period task)
· time allowance and/or payment accompanying the duty
· PCC will provide advice
· Applications will be invited from all staff and considered on merit
· Offes will be made to successful applicants
· Where duties as described remain unfilled, the principal will allocate them to staff (along with any accompanying time allowance of payment)
· Attendance 22 

· (1) Ordinary hours of duty for fulltime employees are 76 hours a fortnight.

· DIG:  38 hrs per week.
· (2) (a) Unless otherwise agreed between the principal, as the Employer’s representative, and a teacher, a teacher shall be in attendance for a minimum of seven hours daily commencing no less than ten minutes before the morning pupil instructional session.

· DIG:  7 x 5 = 35 hrs:   8:40 to 3:40  or 8:30 to 3;30.  8:30 start allows for a staff breifing at 8:35
· DIG Local Agreement Suggestion:
Normal hours of attendance will be 8:30 am to 3:30 pm
· (b) Unless otherwise agreed in accordance with the consultative provisions of this agreement, a schedule of meetings shall be drawn up for the school year, using the consultative provisions of this agreement, which may require teachers to attend meetings of up to two hours per week in addition to the attendance requirements set out in subclause (a), provided that where the meeting is a staff meeting it will be held adjacent to the normal school day and normally will be no longer than one hour.

· DIG Local Agreement Suggestion:
· Scheduled meeting times will be 3:30 pm to 4:30 pm or from 8:35 to 8:45.  
· Where meetings exceed this staff are automatically excused without prejudice if they have other commitments.
Where a staff member may be involved in more than 2 hours of meetings in a week, they will make their own judgement regarding which meetings have proirity and whether they voluntarily attend an additional meeting
· Admin may wish to provide a meeting priority list to guide staff in this decision.
· Voluntary attendance at additional “special” meetings called by any staff member or arranged by mutual consent are not included above (e.g. in a prep session or at lunchtime).
· An additional hour of meetings can be scheduled in any week where mutual agreement has been obtained through a PCC meeting.
· Meetings out of hours: parent teacher evenings, open nights, presentation night etc
· Meeting with staff in holidays, weekends etc (e.g. induction of new teachers before school year starts, planning meetings etc) will be communicated in writing as as completely optional or compensated through time off in lieu at the teachers discretion OR through additional wages at standard CRT rates
· Admin may wish to provide a priority order for attendance or leave extra voluntary attendance up to staff. 
 

· (c) A teacher may be required to carry out other duties for up to one hour in addition to the attendance requirements set out in subclauses (a) and (b) above subject to prior consultation and mutual agreement as to the time, date and type of duties to be undertaken. 

· DIG:  AEU would need to agree to acheive "mutual agreement".
· (3)

· (a) Where attendance at a parent/teacher report meeting results in a teacher’s attendance in that week exceeding 38 hours, that teacher will be granted time-in-lieu for the hours in excess of 38.

· DIG:  There is no mention of an ability to rescheduling working hours to cover these after hours commitments without creating an in-lieu obligation.  
i.e. if we have a no meeting week, and the AEU agrees to the use of the extra hour, parent teacher night could go until 7:40.
· Time-in-lieu may be granted in that week or any other week of the school year and is to be granted at a time that causes least disruption to the educational program of that school.

· DIG:  Least disruption should not mean that the teacher uses their own prep and correction time only.  It should relate to a choice of days where there are few other activities.  This should easily be achieved with sufficient notice to dally org.
· (b)

· (i) Subject to subclauses (ii) and (iii), where a teacher has not been granted time in- lieu that has accrued under subclause (a) by 1 December in a year, that teacher may vary his or her attendance time on any school day prior to the end of that school year equivalent to the time owed.

· (ii) Variation of a teacher’s attendance under subclause (i) is subject to the teacher providing the principal, as the Employer’s representative, with not less than three working days notice.

· (iii) Where the number of teachers seeking to vary their attendance time on the same day would otherwise result in the dismissal of students on that day, the principal, as the Employer’s representative, is responsible for determining the timing of the absences to avoid the dismissal of students.

· DIG:  These clauses do not indicate that time in lieu should be taken at the end of the year.  They deal with the situation where the teacher has not been granted earlier requests.  This situation should not occur if the teacher gives reasonable notice earlier in the year.
· (4) Within the daily hours of attendance, teachers are entitled to a lunch period of not less than thirty minutes free from assigned duties.

· DIG:  This rules out anything but really short lunchtime meetings (which should be ruled out for a number of other reasons e.g. teacher stress, encouragement of teacher student interaction, priority of lesson prep).
· Class size 
· 23 (1) The principal, as the Employer’s representative, shall use the consultation provisions of this agreement when considering the class sizes in a school.

· (2) It is recognised that there are varied forms of teaching arrangements (including practical classes, team teaching and lecture tutorials) and different structural options, (including P-12 arrangements, senior school arrangements and senior campuses) that optimise student learning opportunities.

· In addition, the organisation of teaching should provide and maintain, so far as is practicable, a working environment that is safe and without risks to health.

· (3) In this context, and within the fixed resources provided to schools and the physical facilities schedule, class size should be planned on the minimum possible subject to clause 11(6).

· Provided that class sizes should be planned generally on the following basis:

· (a) P to 6 - an average of 26 provided that the average class size of 21 at P-2 is maintained;

· (b) 7 to 12 – groups of up to 25 students.

· DIG Local Agreement Suggestion:
· All classes will be 25 or less at the commencement of week 3 (even if requiring class reorganisation or creation of new classes)
· Class size limits need not be implemented until the beginning of week 3 of any new semester. 
· Class sizes may increase to 26 only after the following procedure is implemented: 
· Principal class officer will inform the AEU president of reasons for the enrolment in the class.
· The AEU will communicate non-confidential aspects of the reason to all staff.
· The students are added to the rolls. 
· Teacher may refuse the inclusion of any students until this procedure has not been followed.
 
· Practical class sizes (4)

· (a) Schools are required to provide and maintain, so far as is practicable, a working environment that is safe and without risks to health.

· (b) Schools should plan for the minimum practical class sizes possible given available resources. Practical class sizes should be determined having regard to the nature of the activities, the nature of the equipment used, the maturity and competence of the students and the capabilities of the teacher to provide expert supervision.

· (c) A practical class includes a subject or course where the use of equipment and/or material of a potentially dangerous nature is involved and/or a class in which students are undertaking manual or other tasks requiring greater individual supervision of the classroom activity. 

· ESL classes (5) Schools should plan for the minimum ESL class sizes possible given available resources, the educational needs of the students and the total teaching program. 

· Dispute Resolution Procedures 26 
· DIG Local Agreement Suggestion:
· No staff will be criticised or instructed to work outside the limits of this agreement.
· Any criticisism of staff for adherence to agreement conditions will  be treated as an industrial issue (e.g. workplace harassment)
· All staff have the right to be accompanied to any interview with the principal class by a staff support member of their choosing whose role is an observor only.  
· (4) The parties to the dispute or grievance, and their representatives, must genuinely attempt to resolve the dispute or grievance through the processes set out in this clause and must cooperate to ensure that these processes are carried out expeditiously. 

· (5) Whilst a dispute or grievance is being dealt with in accordance with this clause, work must continue in accordance with usual practice, provided that this does not apply to an employee who has a reasonable concern about an imminent risk to his or her health or safety, has advised the employer of this concern and has not unreasonably failed to comply with a direction by the Employer to perform other available work that is safe and appropriate for the employee to perform. 

· (6) No person bound by the Agreement will be prejudiced as to the final settlement of the dispute or grievance by the continuance of work in accordance with this clause.

· Discussion of dispute 

· (7) The dispute must first be discussed by the aggrieved employee(s) with the Employer’s representative at the workplace. 

· (8) Where a dispute remains unresolved, the matter shall be documented and referred to the Employer who shall consult with the parties and endeavour to resolve the matter. The parties will be informed of the outcome in writing.

· Staffing Issues Fixed term employment 

· The Department undertakes that: • all offers of fixed term employment will specify the reason code for the fixed term employment. • the duration of all fixed term classroom teacher employment will include the pro-rata school holiday period. • in predicting enrolment decline for the purposes of clause 20(2)(d)(iii) the Department will rely on the enrolment predictions set out in EMIS or its successor • pending the implementation of the HRMS upgrade in 2010 the Department will actively monitor fixed term vacancy trends and identify those schools that appear to have a larger number of fixed term vacancies than the school’s circumstances would indicate. • in determining any other reason for fixed term employment under clause 20(2)(d)(vi) the Department will consult the AEU. 

· Staff rotation • The intention of clause 20(2)(c)(i) is to facilitate staffing co-operative arrangements or similar arrangements. The Department undertakes that should it seek to broaden the operation of this clause it will consult the AEU. Leading teachers • 

· The importance of the Leading Teacher Classification in terms of the leadership required in schools to deliver the school improvement agenda is recognised. To ensure that sufficient leading teachers are available to meet the succession planning requirements of the Victorian Government school system it is agreed that a statewide leading teacher profile of between 10% to 15% is desirable. 

· DIG:  e.g. 12% of 60 EFT teachers = 7.2
· Notebook lease cost • The Department undertakes to reduce the cost of leasing a laptop to $4:00 per fortnight for an IBM equivalent laptop and to $7:00 for an Apple laptop effective from the first pay period on or after 1 July 2008.  
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