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Usero, Sheryl

From: Prowse, Fay on behalf of West, Damian

Sent: Friday, 31 March 2023 11:49 AM

To: #0OIRWS Engagement

Cc: West, Damian; Ernst, Denise; Prowse, Fay; Farran, Richard; Wilson, Janet; Grice, Lowri

Subject: ACTPS Gender Equity Strategy (2023-2028) Consultation Draft - comments and feedback by 28
April 2023

Attachments: Consultation Draft_ Gender Equity Strategy FINAL.pdf; Attachment A_ACTPS Workforce Gender

Equality Audit Report_FINAL.pdf; Attachment B_Guidance on Gender Action Plan
Development_FINAL.pdf

Follow Up Flag: Follow up
Due By: Friday, 14 April 2023 8:00 AM
Flag Status: Flagged

Dear People Forum

As promised at the last People Forum meeting, | am pleased to share with you the ACTPS Gender Equity Strategy
(2023-2028) Consultation Draft for your consideration and comment.

This consultation draft signifies our ongoing commitment to equal outcomes at work for people of all genders.
Further, it marks an important milestone for the Service in meeting the Government’s commitment in response to
the ground-breaking Respect@Work Report.

ACTPS Gender Equity Evidence and Consultation Draft Development

This consultation draft has been informed by a rigorous evidence base. Subject matter experts from across The
Office of Industrial Relations and Workforce Strategy, the Office for Women, and Office for LGBTIQ+ Affairs have
contributed greatly during the development process.

Our research shows that while the ACTPS has strong workforce gender equality foundations, we also have unique
challenges.

A summary of this research is presented for your review in the attached ACTPS Workforce Gender Equality Audit
Report.

The consultation draft proposes three key focus areas for targeted gender equity activity. To enact the progress we
need to see over the next five years, Key Performance Indicators (KPIs) and other metrics are included in the
consultation draft.

In addition, directorates and other Public Sector Entities with workforces of over 100 people will be required to
develop and implement Workforce Gender Action Plans. This is directly aligned to a specific commitment under the
Parliamentary and Governing Agreement for the 10" Legislative Assembly (Executive Reform 2).

Draft Guidance (also for consultation) has been developed to assist Directorates to research and develop this
material.

Consultation Process

| am seeking your close consideration and feedback on the consultation draft. In addition to any general
observations, | specifically welcome your comments on the:

e The three key gender equity focus areas and comments on implementation within your
directorate/ agency;
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e Impact and achievability of KPIs on your directorate/ agency workforce; and
e Suitability of the draft guidance material on Workforce Gender Action Plans, and whether
this is helpful — or what might be more helpful.

The consultation draft will also be shared with all subject matter experts that have supported the development of
the consultation draft and associated research for their final commentary.

In order to meet timeframes for implementation of this strategy, | ask that your feedback is provided no later than
COB Friday 28 April 2023. If feedback is not received within this timeframe, it will be assumed that your

directorate/agency supports the consultation draft in its current form.

Please provide your feedback on the consultation draft through your directorate/ agency’s Director-General and
obtain their clearance.

Please provide your cleared feedback to: InclusionEmployment@act.gov.au no later than COB Friday 28 April 2023.

If you wish to discuss the consultation draft prior to supplying feedback, please reach out to:

e Richard.Farran@act.gov.au (Senior Director, Diverse and Inclusive Talent); AND/OR
e Lowri.Grice@act.gov.au (Director, Diverse and Inclusive Talent).

Alternatively, Executive Branch Manager ACTPS Centre for Leadership and Innovation, Janet Wilson
Janet.wilson@act.gov.au would be happy to speak with you on this important workforce issue.

What next?

All comments and feedback will be fully considered by the Gender Equity Strategy Project Team. If threshold matters
are raised, the team will reach out directly and organise a meeting to discuss the matters in more detail. Any
changes will then be incorporated into the draft.

In April, the consultation draft will progress to the Joint Council for their consideration.

After the consultation draft has undergone further refinement, it will then be presented at Strategic Board for
endorsement.

| would like to thank you in advance for your efforts to make the ACTPS an inclusion confident employer.
Regards

Dr Damian West PSM — Deputy Director-General

Office of Industrial Relations and Workforce Strategy| Phone: 02 6207 5397 | Email: Damian.west@act.gov.au

Chief Minister, Treasury and Economic Development Directorate (CMTEDD) | ACT Government
Level 5, 220 London Circuit, Canberra City ACT 2601 | GPO Box 158 Canberra City ACT 2601 www.act.gov.au;

Page 2 of 36









RECORD 1

Definitions

Below is a glossary of key GENDER EQUITY terms used throughout this document.

Discrimination Unjust or prejudicial treatment of people, on the grounds of a protected attribute such as age;
race; or gender. Indirect discrimination is when a rule or policy that is the same for everyone has
an unfair effect on people who share a protected attribute.

Diversity The representation of people in our organisation (or in society) with distinctly different group
affiliations of cultural significance. Diversity is a fact, based on recognised demographic groupings
such as age, gender etc. (Cox 1993).

Equality The quality or state of being equal- such as having the same rights, social status, power, voice,
access to laws and public services and lifetime opportunities as other people.

Gender A social and cultural concept that refers to the way a person lives and interacts with the world. It
is about social and cultural differences in identity, expression and experience as a woman, man or
non-binary person. Non-binary is an umbrella term used respectfully to describe gender identities
that are not exclusively male or female. Gender experience describes a person’s alignment with
the sex recorded for them at birth i.e., a cis experience or a trans experience. The term ‘cis ‘refers
to a person who has reported that their gender is the same as their sex recorded at birth. The
term ‘trans’ refers to a person who has reported that their gender is different to their sex
recorded at birth. This document refers to women, and that word always includes trans women.

Gender Equity The process of achieving equal outcomes for people of all genders. Gender Equity includes actions
like implementing a strategy that incudes measures of success and clearly defined outcomes.
Equity recognises individual difference and provides different resources, support or opportunities
to different people or groups opportunities to achieve a fair outcome.

Gender Pay Gap | A broad statistical measure that compares women and men’s average earnings across an
organisation or other group.

Incivility Low-intensity anti-social behaviour with ambiguous intent to harm the target. Uncivil behaviours
are characteristically rude and discourteous, displaying a lack of regard for others. Some people
also use the term ‘microaggression’ when incivility is directed at a protected attribute.

Intersectionality | Other attributes that a person has (such as their age, race, faith, social background, level of
education, disability, and sexual orientation) that affect the degree to which they experience

gender inequality.

Respect Respect in the ACTPS means treating others with the sensitivity, courtesy and understanding we
would wish for ourselves, and recognising that everyone has something to offer.

Sex An individual's sex is based upon their sex characteristics, such as their sex chromosomes,
hormones, and reproductive organs. An individual's sex can change over the course of their
lifetime and may differ from their sex recorded at birth. The term sex can also refer to a legal
record, such as on an individual’s birth certificate. A legal record of an individual’s sex may, or
may not align with their sex characteristics, and an individual’s sex may be recorded differently on
different legal documents.

For detailed definitions of other terms included in this strategy document, please refer to the
ACTPS Inclusive Terminology Guide.
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Why take action for Gender
Equality in the ACTPS?

Our research showed that the ACTPS has
strong gender equality foundations. We have
collectively achieved a 0.1% Gender Pay Gap
and strong gender diversity in senior
leadership and Senior Executive Service roles.

Progressive industrial frameworks also
support gender equality in the ACTPS.
However, the ACTPS has unique challenges,
and we need to take action to continue to
move forward.

Our unique challenges stem from wider
society

The pervasive influence of gender inequality
in our society is still seen and, sometimes,
experienced across the ACTPS workforce.

While the ACTPS has low levels of gendered
violence and sexual harassment, taking a
zero-tolerance stance means being proactive
in this area.

Our research established that non-binary
people had, on average, more negative
experiences of inclusion, recognition and
wellbeing than other genders. This needs to
change — everyone should be safe to be
themselves at work.

Societal undercurrents also steer the gender
composition of much of the ACTPS workforce.
Twenty-three of 29 ACTPS occupational
classifications show workforce segregation
along gender normative lines (ie: 95% of fire
and rescue officers are male and 86% of
nurses and midwives are women).

Workplace Gender Equality Agency (WGEA)
research indicates that due to “entrenched
occupational segregation”, Australian women
and men are likely to experience the future of
work differently.

Across Australia, and internationally, women
are more likely to occupy roles with more
routine tasks than men, putting their jobs at
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high risk of automation. Women continue to
be underrepresented in high-quality and well-
remunerated STEM jobs that are shaping the
future of work.

Globally, evidence shows that women carry a
far higher unpaid workload than men and it is
adversely affecting their careers, economic
participation and mental health outcomes.

Our evidence mirrors this global trend. We
found that women in the ACTPS were more
likely to have a high perceived workload and
be less satisfied with their work-life balance
than men or non-binary people.

It is also apparent that this international
challenge has been exacerbated by the COVID
19 pandemic and has national implications for
gender pay and superannuation gaps.

Further, gender inequality is costing
Australian Business around $1 billion per
week. Australia's current gender pay gap is
13.3 per cent" and men are twice as likely to
be in the top earning bracket. According to
recent reporting by WGEAY!, every single
industry in Australia has a gender pay gap
that favours men. And this is driving poor
socio-economic outcomes across our country.

While the ACTPS Gender Pay gap is at an all
time low, we found evidence that women
from CALD backgrounds and Aboriginal and
Torres Strait Islander women earn less on
average than the average male ACTPS salary.

It is widely recognised that intersectionality
affects the way people of all genders
experience gender inequality. The Gari Yala
(Speak the Truth) Gendered Insights Reportii
examines the experiences of Aboriginal and
Torres Strait Islander women inside Australian
workplaces, revealing that First Nations mums
and carers are the most likely group to
experience discrimination.

National research also shows women from
Culturally and Linguistically Diverse
backgrounds, have a significantly lower
participation rate than men*. Women with
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GLOSSARY OF TERMS

This is a glossary of key GENDER EQUITY terms used in this report.

ACT

Government

Discrimination

Unjust or prejudicial treatment of people, on the grounds of a protected attribute such as age; race; or gender. Indirect discrimination is when a rule or policy
that is the same for everyone has an unfair effect on people who share a protected attribute.

Diversity The representation of people in our organisation (or in society) with distinctly different group affiliations of cultural significance. Diversity is a fact, based on
recognised demographic groupings such as age, gender etc. (Cox 1993).

Equality The quality or state of being equal- such as having the same rights, social status, opportunity etc as other people. Gender inequality is when people under
similar circumstances are treated differently and less favourably because of their gender.

Gender A social and cultural concept that refers to the way a person lives and interacts with the world. It is about social and cultural differences in identity, expression

and experience as a woman, man or non-binary person. Non-binary is an umbrella term used respectfully to describe gender identities that are not
exclusively male or female. Gender experience describes a person’s alignment with the sex recorded for them at birth i.e. a cis experience or a trans
experience. The term ‘cis ‘refers to a person who has reported that their gender is the same as their sex recorded at birth. The term ‘trans’ refers to a person
who has reported that their gender is different to their sex recorded at birth. This document refers to women, and that word always includes trans women.

Gender Equity

The process of achieving equal outcomes for people of all genders. Gender Equity includes actions like: implementing a strategy that incudes measures of
success and clearly defined outcomes. Equity recognises individual difference and provides different resources, support or opportunities to different people
or groups opportunities to achieve a fair outcome.

Gender Pay Gap

A broad statistical measure that compares women and men’s average earnings across an organisation or other group.

Incivility

Low-intensity anti-social behaviour with ambiguous intent to harm the target. Uncivil behaviours are characteristically rude and discourteous, displaying a
lack of regard for others. Some people also use the term ‘microaggression” when incivility is directed at a protected attribute.

Intersectionality

Other attributes that a person has (such as their age, race, faith, social background, level of education, disability, and sexual orientation) that affect the degree
to which they experience gender inequality.

Respect Respect in the ACTPS means treating others with the sensitivity, courtesy and understanding we would wish for ourselves, and recognising that everyone has
something to offer.
Sex An individual's sex is based upon their sex characteristics, such as their sex chromosomes, hormones, and reproductive organs. An individual's sex can change

over the course of their lifetime and may differ from their sex recorded at birth. The term sex can also refer to a legal record, such as on an individual's birth
certificate. A legal record of an individual’s sex may, or may not align with their sex characteristics, and an individual's sex may be recorded diﬁererl‘gy o0
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INTRODUCTION AND PURPOSE

Why conduct a Gender Equity Audit for the ACT Public Service workforce?

Gender inequality means “discrimination on the basis of sex or gender, causing one sex or gender to be routinely privileged or prioritized over
another”.* Gender equality is a fundamental human right. To varying degrees, all people are affected by gender inequality.

Gender inequality is recognised as the primary underlying cause of violence against women and girls. Non-binary people experience direct and
indirect discrimination across their lives (social, legal, medical) due to pervasive binary concepts of gender in our society. Gender stereotypes and rigid
notions of masculinity harm men too; resulting in increased risk-taking behaviour and poorer global health and educational outcomes.

Gender inequality also drives other poor economic and social outcomes for our society. Australia's gender pay gap is 22.8% and men are twice as likely
to be in the top earning bracket. Every single industry in Australia has a gender pay gap that favours men. In a 2018 report by KPMG, it was estimated
that that halving the gender pay gap could result in a payoff to Australian Society valued at $60 billon by 2038.

The ACT Government has a stated aim to be the most ‘welcoming and inclusive city in Australia’. With a socially progressive agenda and a clear focus
on economic growth and improving quality of life for all Canberrans, it is vital that the ACT Public Service strongly reflects gender equality within its
workforce.

The aim of gender equity in the workplace is to achieve broadly equal career and wellbeing outcomes for people of all genders.

We undertook this audit to closely examine those outcomes such as career trajectories, average pay, access to development, conditions, engagement
and other experiences and asked ourselves: “are people of all genders achieving equal career and wellbeing outcomes in the ACTPS and if not, how
can we correct that?” The following pages describe the approach taken and the findings from the audit and inform the development of the ACTPS
Gender Equity Strategy, 2023-2028.
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e The gender pay gap of each ACTPS classification group present in the organisation;

e Gender pay gap experienced by: Aboriginal and Torres Strait Islander women; women with
disability; older/younger women; and women from Culturally and Linguistically Diverse
backgrounds (NB: this measure should compare the average earnings of women in these groups
by the organisation’s male average salary);

e Organisational workforce composition (i.e, ratio of men, women and non-binary people) by
classification noting any segregation (over 60% representation of any one gender);

e Data from ACTPS staff surveys noting any variation in responses between people of different
genders;

e Recent numbers of misconduct matters (including preliminary assessments) or WHS incidents
with a gender element (ie sexual harassment or discrimination);

e A high-level review of workplace policies and practices to examine the extent to which they are
equitable to people of all genders (NB -this element is a Gender Impact Assessment).

The Our Watch Workplace Equity and Respect Standards Organisational Snapshot self- assessment
toolkit is recommended to assist organisations to conduct a thorough self-assessment of gender
equality matters.

The ACTPS Gender Action Plan Document

Gender action plans should describe how the organisation will take action to improve workforce
gender equality using systemic ‘people’ levers such as: attraction, recruitment & retention
initiatives; policy/ employment conditions; executive sponsorship; career development; talent
identification; succession planning; and training and mobility.

Gender Action plans will contain clear and measurable outcomes-based targets that the
organisation will achieve between 2023-2028 (the term of the Strategy). The attached infographic
provides high level guidance on how organisations may choose to develop a Gender Action Plan.

What are the monitoring and reporting requirements for Gender Action Plans?

The results of gender impact assessment and progress against Gender Action Plans will be a
required reporting element in annual reports from 2023-24.

Organisations with workforce headcounts under 100 people are not required to develop or report
on Gender Action Plans.

Monitoring arrangements should be established via internal governance mechanisms to ensure that
progress is consistent through the lifetime of the Gender Action Plan.

Further Resources

Our Watch Workplace Equity and Respect provide free, best-practice guides, tools and resources
that help organisations to create Gender Action Plans. These tools are endorsed by the ACT Public
Service Coordinator-General for Family Safety and Deputy-Director General Workforce Capability
and Governance.

The Australian Government Workforce Gender Equity Agency (WGEA) also provides excellent and
comprehensive guidance on gender equality gap analysis diagnostics and strategic planning.

ACTPS GENDER EQU:TY STRATEEGY
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Usero, Shel_'xl

From: Erickson, Kate

Sent: Friday, 28 April 2023 4:20 PM

To: Farran, Richard

Cc: Ackland, Daniel; EDU, EBM P&P; Bertrand-Bruce, Cameron

Subject: RE: Consultation Draft - ACTPS Gender Equity Strategy
OFFICIAL

Hi Richard

Thank you for the opportunity to provide feedback on this consultation draft.

Regarding:
Focus Area 2: Greater gender diversity within strongly gendered work types across the ACTPS.

Action: 5% growth in male representation by 2028 in: Nursing and Midwife; Health Assistant; Health Professional
Officer; Teacher, School Leader; Administrative Officer; Legal Support; Legal Officer; Dentist; Prosecutor; Ambulance
Support Officer; Professional Officers and Statutory Office Holder Classification Groups.

Our feedback regarding these two metrics is:

Based on data available through the ATWD Key Metrics Dashboard, in recent years, the proportion of initial teacher
education (ITE) completions that are male sits at round 24-26%. Based on our latest workforce data, 24.9% of our
teachers are male. On this basis, our workforce is reflective of the gender distribution in national ITE completions
and the Directorate has little to no influence over the number of males entering the teaching profession. Further,
any initiatives that increase the proportion of males commencing ITE would not be seen in the national teacher
supply for at least 4 years (based on undergraduate degrees).

When looking at current workforce numbers, the Directorate would need to employ an additional 200 male teachers
to achieve the 2028 target. In recognition of the scale of the number of teachers that would need to be employed to
achieve this target, the prospect of meeting this target solely through Directorate funded employment programs
would be prohibitively expensive to fully achieve the target.

Education also notes that OIRWS will develop and implement a whole of Government internship for women and
non-binary people in male dominated classification groupings, however, there is no accompanying whole of
Government program for males in female dominated classification groupings. Noting that 65.1% of the ACTPS
workforce is female, including 73.1% of Administrative Officers, there appears to be justification for establishing a
complementary program for males, particularly in light of a 5% growth target in male representation being
established in the Strategy.

Happy to discuss further,
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Kind regards
Kate

From: Farran, Richard

Sent: Monday, 3 April 2023 4:17 PM

To: Ackland, Daniel ; Bertrand-Bruce, Cameron ; Erickson, Kate
Subject: Consultation Draft - ACTPS Gender Equity Strategy

OFFICIAL
Hello Daniel, Cameron and Kate,

| am pleased to share the Consultation Draft of the first ever ACTPS Gender Equity Strategy (2023-2028)
with you.

The consultation draft has been informed by a rigorous evidence base including extremely valuable
contributions from many of you. Our research showed that while the ACTPS has strong workforce gender
equality foundations we also have unique challenges.

In response to these identified challenges, the consultation draft proposes three key focus areas for
targeted activity. To enact the progress we need to see over the next five years, Key Performance Indicators
(KPIs) and other metrics have been developed to track progress.

In addition, directorates and other Public Sector Entities with workforces of over 100 people will be
required to develop and implement workforce Gender Action Plans. This is directly aligned to this specific
commitment under the Parliamentary and Governing Agreement for the 10" Legislative Assembly
(Executive Reform 2). Draft Guidance (also for consultation) has been developed to assist Directorates to
research and develop this material.

Consultation Process

The consultation draft has been circulated through People Forum and through Director-General and Deputy
Director-General networks. The consultation draft will also progress to the Joint Council for their
consideration. After the consultation draft has undergone further refinement, it will be presented at
Strategic Board for endorsement.

We would love to hear any further commentary you have on the consultation draft. If you do have further
comments, you can provide them in couple of ways. For substantive, formalised feedback, please provide
this to InclusionEmployment@act.gov.au with clearance from your Deputy-Director-General. For general
comments or questions — please feel free to reach out directly to me or Lowri Grice (Director, Diverse and
Inclusive Talent). We're requesting feedback please by COB Friday 28 April.

Kind regards

Richard Farran

Senior Director

Diverse and Inclusive Talent

ACTPS Centre for Leadership and Innovation | Office of Industrial Relations and Workforce Strategy
Chief Minister, Treasury and Economic Development Directorate (CMTEDD) | ACT Government

Level 5, 220 London Circuit, Canberra City ACT 2601 | www.act.gov.au

E: Richard.farran@act.gov.au Ph: 02 620 72083 (ext. 72083)
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From: EDU, EBM P&P
To: Ackland, Daniel
Cc: EDU, EBM P&P
Subject: FW: FOR ACTION - CONSULTATION: School Leader Recruitment Guidelines
Date: Monday, 13 October 2025 3:48:04 PM
Attachments: image001.jpg
image002.jpg
image003.png
image004.png

School leader transfer feedback - EDU changes.docx
Revised - School Leader Recruitment Guidelines 4-8-25.docx

EDU Engage - School Leader Recruitment Guidelines.docx
Importance: High

OFFICIAL

START
Dear
I am writing to provide the final revised School Leader Recruitment Guidelines for your
review, ahead of our planned all-staff consultation. Please find attached:
® Revised School Leader Recruitment Guidelines
® EDU Engage summary document
® Schoolleader transfer feedback — EDU changes
These documents reflect extensive consultation and incorporate feedback received from
the and other stakeholders. Key enhancements include:
® (learer, more consistent processes for school leader advertising, compassionate
and early assess transfers, Education Support Office placements, transfer rounds,
and general recruitment principles.
® Animproved school leader transfer process, supporting more timely and equitable
transfers, with a maximum transfer pool duration of 18 months and a priority
placement hierarchy for injured workers and compassionate cases.
® Stronger focus on secure and permanent employment for all school leaders, and
alignment with recent legislative changes to reinforce merit, equity, and
transparency.
® (Clarified mechanisms for voluntary transfer, objective criteria for transfer pool
suitability, and reconsideration rights for placement end dates.
® Reduced application requirements and improved clarity around short-term and long-
term vacancies.
We are committed to genuine consultation and welcome any further feedback or concerns
from the prior to commencement of staff consultation. Please advise if there are any
outstanding issues or points requiring clarification.
Subject to your feedback, we intend to proceed to all-staff consultation in the coming
days. The will have sufficient time to outline any further concerns before the
consultation period closes and the guidelines are published.
If you have any questions or wish to discuss specific aspects of the guidelines, please do
not hesitate to contact me.

Kind regards,
Daniel Ackland | Executive Branch Manager, People and Performance
Phone: 02 620 51820| Mobile: 0481 298 383| Email: Daniel.Ackland@act.gov.au
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People and Performance | Education | ACT Government

51 Fremantle Drive, Stirling, ACT 2611 |GPO Box 158 Canberra ACT 2601
www.education.act.gov.au | Facebook | Twitter | Instagram | LinkedIn | Google+
END

Regards,

Shannon Corrigan (she/her)

Executive Officer to Daniel Ackland, Executive Branch Manager

People & Performance | Education | ACT Government

Phone: +61 2 6207 9343

Email: shannon.corrigan@act.gov.au

51 Fremantle Drive, Stirling, ACT 2611

GPO Box 158 Canberra ACT 2601

I acknowledge the Ngunnawal people as the traditional custodians of the ACT and recognise any other people or
families with connection to the lands of ACT and region.

| acknowledge and respect their continuing culture and the contribution the make to the life of this city and this
region.

From: Ackland, Daniel

Sent: Monday, 13 October 2025 1:22 PM

To: EDU, EBM P&P

Subject: FW: FOR ACTION - CONSULTATION: School Leader Recruitment Guidelines

Importance: High
OFFICIAL

Can you draft me an email to send to later today/tomorrow
Daniel Ackland | Executive Branch Manager, People and Performance

Phone: 02 620 51820| Mobile: 0481 298 383| Email: Daniel.Ackland@act.gov.au
People and Performance | Education | ACT Government

51 Fremantle Drive, Stirling, ACT 2611 |GPO Box 158 Canberra ACT 2601

www.education.act.gov.au | Facebook | Twitter | Instagram | LinkedIn | Google+

From: Nicholls, Bec <Bec.Nicholls@act.gov.au>

Sent: Thursday, 9 October 2025 7:37 AM

To: Ackland, Daniel <Daniel.Ackland@act.gov.au>

Cc: Lesbirel, Rachel <Rachel.Lesbirel@act.gov.au>; EDU, EBM P&P
<ebmpp.edu@act.gov.au>

Subject: FOR ACTION - CONSULTATION: School Leader Recruitment Guidelines
Importance: High

OFFICIAL

Hi Daniel
We are happy with your proposed approach, documents are above to attach to the email
and once sent we will work with Comms on the EDU Engage page.

Thanks
Bec Nicholls | Senior Director, Recruitment

Phone: 0459 271 340 | Email: bec.nicholls@act.gov.au

People and Performance| Education | ACT Government
51 Freemantle drive, Stirling, ACT, 2611| GPO Box 158 Canberra City ACT 2601

www.act.gov.au/education-and-training | Facebook | X | Instagram | LinkedIn
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Thanks!

Regards,

Shannon Corrigan (she/her)

Executive Officer to Daniel Ackland, Executive Branch Manager
People & Performance | Education | ACT Government

Phone: +61 26207 9343

Email: shannon.corrigan@act.gov.au

51 Fremantle Drive, Stirling, ACT 2611

GPO Box 158 Canberra ACT 2601

I acknowledge the Ngunnawal people as the traditional custodians of the ACT and recognise any other people or
families with connection to the lands of ACT and region.

I acknowledge and respect their continuing culture and the contribution the make to the life of this city and this
region.

From: Lesbirel, Rachel <Rachel.Lesbirel@act.gov.au>

Sent: Thursday, 25 September 2025 5:56 PM

To: EDU, EBM P&P <ebmpp.edu@act.gov.au>

Cc: Nicholls, Bec <Bec.Nicholls@act.gov.au>; Luketic, Yvette

<Yvette.Luketic@act.gov.au>; Butz, Josh <Josh.Butz@act.gov.au>
Subject: FW: CONSULTATION: School Leader Recruitment Guidelines

OFFICIAL

Hi Team,

I am writing to follow up on the attached documents that were submitted in mid-August for
EBM P&P consideration.

Could you please provide an update on their progress?

Thanks

Kind regards,
Rachel Lesbirel | A/g Director, Recruitment - Onboarding and Operations

Phone: 6205 1555 | Email: Rachel.lesbirel@act.gov.au
People and Performance | Education | ACT Government
51 Fremantle Drive, Stirling, ACT 2611 | GPO Box 158 Canberra City ACT 2601

www.act.gov.au/education-and-training | FEacebook | X | Instagram | LinkedIn

My work hours may differ to yours. Please do not feel obligated to respond outside of your normal working
hours.

From: Lesbirel, Rachel <Rachel.Lesbirel@act.gov.au>

Sent: Monday, 1 September 2025 2:33 PM

To: EDU, EBM P&P <ebmpp.edu@act.gov.au>

Cc: Nicholls, Bec <Bec.Nicholls@act.gov.au>; Luketic, Yvette
<Yvette.Luketic@act.gov.au>; Butz, Josh <Josh.Butz@act.gov.au>

Subject: FW: CONSULTATION: School Leader Recruitment Guidelines

Importance: High

OFFICIAL
Hi Ladies,
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Due to conflicting meetings, could tomorrow afternoon’s School leader Guidelines project
meeting please be postponed or cancelled?

At this stage, Recruitment has no further updates. We’re currently awaiting Megan’s review
of the attached documents before proceeding to consultation with the

Happy to discuss thanks.

Kind regards,

Rachel Lesbirel | A/g Director, Recruitment - Onboarding and Operations
Phone: 6205 1555 | Email: Rachel.lesbirel@act.gov.au

People and Performance | Education | ACT Government

51 Fremantle Drive, Stirling, ACT 2611 | GPO Box 158 Canberra City ACT 2601

www.act.gov.au/education-and-training | Eacebook | X | Instagram | LinkedIn

My work hours may differ to yours. Please do not feel obligated to respond outside of your normal working
hours.

From: Nicholls, Bec <Bec.Nicholls@act.gov.au>
Sent: Monday, 1 September 2025 2:19 PM
To: Lesbirel, Rachel <Rachel.Lesbirel@®act.gov.au>
Subject: FW: CONSULTATION: School Leader Recruitment Guidelines
Importance: High
OFFICIAL

Bec Nicholls | Senior Director, Recruitment

Phone: 0459 271 340 | Email: bec.nicholls@act.gov.au

People and Performance| Education | ACT Government
51 Freemantle drive, Stirling, ACT, 2611| GPO Box 158 Canberra City ACT 2601

www.act.gov.au/education-and-training | Facebook | X | Instagram | LinkedIn

From: Nicholls, Bec

Sent: Thursday, 14 August 2025 7:23 AM

To: Moriarty, Megan <Megan.Moriarty@act.gov.au>

Cc: EDU, EBM P&P <ebmpp.edu@act.gov.au>; Butz, Josh <Josh.Butz@act.gov.au>;
Luketic, Yvette <Yvette.Luketic@act.gov.au>

Subject: CONSULTATION: School Leader Recruitment Guidelines

Importance: High

Hi Megan

Following our catch up yesterday, please find attached final docs for your review.
TRIM has been updated with the revised copy of the guidelines and | have also attached
EDU engage for your approval so that we can send this over and have the web team
prepare to go live.

| think we should advise of our updates and that we plan to go live for formal staff
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From: Ackland, Daniel <Daniel. Ackland@act.gov.au>
Sent: Thursday, July 10, 2025 3:46 PM
To: >: Bertrand-Bruce, Cameron

<Cameron.Bertrand-Bruce@act.gov.au>; Jones, Chris <chris.jones@ed.act.edu.au>; Vaughan,
Simon <simon.vaughan@ed.act.edu.au>; Zuffo, Annamaria <annamaria.zuffo@ed.act.edu.au>;

Planten, Melissa <melissa.planten@ed.act.edu.au>

Cc: Nicholls, Bec <Bec.Nicholls@act.gov.au>; EDU, EBM P&P <ebmpp.edu@act.gov.au>;
Jones, Tegan <Tegan.Jones@act.gov.au>

Subject: RE: CONSULTATION: School Leader Recruitment Guidelines

OFFICIAL
Hi
Thanks again for your feedback on the revised School Leader Recruitment Guidelines.

Attached you will find a marked up version which you will see addresses most of the feedback
provided. Responses to ACTPA feedback is also contained.

In relation to the recommendations provided by the

1. Establish maximum transfer pool duration (e.g., two school years) with
guaranteed placement — Agreed. A maximum period of 18 months has been
proposed.

2. Create priority placement hierarchy putting injured workers and compassionate
cases first— Agreed. A priority placement hierarchy has been included.

3. Develop streamlined application process for internal transfers using existing
performance data (eg. from CDDs) — Partially agreed. Application lengths for all
vacancies have been removed in line with ACTPS Recruitment Policy and Guidelines
which allows individual areas to consider appropriate length of application and
include it in advertising. Existing performance data is generally considered sensitive
and should not be openly shared for the purposes for internal transfer.

4. Clarify SLA voluntary transfer mechanisms during placement periods — Agreed.
Edits have been made to clarify that SLAs may apply for vacancies during their
placement period, subject to discussing with their EEL.

5. Define objective criteria for transfer pool suitability assessments — Partially agreed.
References to unqualified or uncapable have been removed. Whether assessment of
performance concerns is being undertaken is the primary test for whether a school
leader should be permitted into the transfer pool or not.

6. Implement standardised assessment framework across all schools — Not agreed.
Suitability will vary depending on the nature of the role and any specialised skills
required. Schools must provide feedback as to why applicants are not found
suitable to ensure transparency in decision-making.

7. Establish career development transfer quotas or targets allowing proactive
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From: Bertrand-Bruce, Cameron <Cameron.Bertrand-Bruce@act.gov.au>
Sent: Wednesday, May 14, 2025 9:03 AM

To: >: Jones, Chris <chris.jones@ed.act.edu.au>;
Vaughan, Simon <simon.vaughan@ed.act.edu.au>; Zuffo, Annamaria
<annamaria.zuffo@ed.act.edu.au>; Planten, Melissa <melissa.planten@ed.act.edu.au>

Cc: Ackland, Daniel <Daniel. Ackland@act.gov.au>; Nicholls, Bec <Bec Nicholls@act.gov.au>;

EDU, EBM P&P <ebmpp.edu@act.gov.au>
Subject: CONSULTATION: School Leader Recruitment Guidelines

OFFICIAL
Hi all,

Thanks for your time yesterday to discuss the overview of the proposed School Leader
Recruitment Guidelines.

ACTPA - you should have just received a link to a version that you can all edit in tracked
changes together. Please let me know if you have any issues with accessing/editing the
document.

— Unfortunately, I can’t set up the same access for someone outside of the organisation,
so I’ve attached a copy of the draft for to provide feedback.

Some of the key points raised in yesterday’s discussion included:

® The need to reinforce the underlying principles of school leader transfer, including
the benefits of improved professional development, teaching practice and student
outcomes;
® (Consideration of tiers of priority for transfer;
Consideration of ‘complex transfers’;
Possible limits on the amount of times somebody can be extended within the same
school; and
® Principals being subject to the same transfer process.
To stick to the timeframe that we discussed yesterday, we’d appreciate any initial feedback being
received by COB Friday 23 May 2025, so that we can (hopefully) commence all-staff
consultation the following week. Formal consultation will then be open for a further 3 weeks, so
you will continue to have further opportunities to provide feedback.
It is our intention to have revised guidelines in place prior to the transfer round commencing, so
that we can enact the new transfer pool proposal instead. This is obviously subject to feedback
that we receive through consultation.
If you have any questions, please don’t hesitate to reach out to Bec or myself.
Cheers,

Cam

Cameron Bertrand-Bruce | A/g Senior Director, Workplace Relations
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Ph: 02 6205 2215 | Email: Cameron.Bertrand-Bruce@act.gov.au

People and Performance | Education Directorate | ACT Government
Ngunnawal Country | 51 Fremantle Drive, Stirling, ACT 2611 | GPO Box 158 Canberra ACT 2601

www.education.act.gov.au | Eacebook | Twitter | Instagram | LinkedIn
We acknowledge the Ngunnawal people as traditional custodians of the ACT and recognise any other
people or families with connection to the lands of the ACT and region. We acknowledge and respect

their continuing culture and the contribution they make to the life of this city and this region.

This email, and any attachments, may be confidential and also privileged. If you are not
the intended recipient, please notify the sender and delete all copies of this transmission
along with any attachments immediately. You should not copy or use it for any purpose,
nor disclose its contents to any other person.
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Points for clarification:

A minor amendment at [17] to remove some perfunctory words as a result of the removal of AEU. — updated

In that same section, | presume the AEU is still entitled to a nominee on the JSC for, at least, SLB or SLC positions. Therefore, this should be
referenced in the dot points in [17] — “A committee member must be a nominee of the AEU, drawn from a list held by P&P.” — updated

The wording in [20] and [21] is clunky, trying to deal with the 2 years/permanent concept. Consider rewording. — small amendments made. All ESO
teaching roles are capped at 2 years to allow the teachers to appropriately transition back into a school environment, if necessary, without too long
of a period outside of schools.

Somewhere under the end date sections (so [47] — [62]), school leaders have a right to seek a reconsideration of their end date under R2.7. Suggest
that this be referenced in the policy. — updated

There seems to be a gap between the interrelationship between a ‘short-term’ vacancy (up to one semester) and a ‘longer-term’ vacancy. For
instance, a vacancy of up to one semester can be filled through an EOI from within the school or through a open merit selection process advertised
on Jobs ACT. If it is filled through an EOI within the school it stands to reason that there is no ‘open merit selection process’. However, a vacancy of
greater than one semester requires such an ‘open merit selection process’. What happens if a short-term vacancy filled by way of an EOl is required
to go beyond one semester (i.e. the substantive holder of a position takes further leave). This is currently an issue we hear regularly — the position
was only filled through an EOI because it was anticipated to be less than a semester, but it continues to get extended beyond a semester. It would
be good for the guidance to be clear about this situation. — updated
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PURPOSE

This guideline outlines the procedures in relation to the filling of School Leader vacancies in accordance with
the provisions of Section R, ACT Public Service Education Directorate (Teaching Staff) Enterprise Agreement 2023-
2026 (the Enterprise Agreement). This document replaces the Procedures for Filling School Leader Vacancies
as referenced in clause R3.6 of the Enterprise Agreement. This document has been created in consultation
with the Australian Education Union (AEU) as required by clause R3.6 of the Enterprise Agreement.

RELEVANT LEGISLATION, POLICY, OR DOCUMENTS

1. This guideline must be read in conjunction and interpreted in line with the:
e  ACT Public Sector Education Directorate (Teaching Staff) Enterprise Agreement 2023-2026
e  Public Sector Management Act 1994 (PSM Act)
e  Public Sector Management Standards 2016 (PSM Standards)

e  ACTPS Recruitment Policy and Guidelines.
COVERAGE

2. This guideline applies to transfer options, school based and office-based School Leader A, School Leader B
and School Leader C permanent and temporary positions.

DELEGATIONS

3. Delegations for the approval of selection outcomes for school leader positions are set out in the
Directorate’s delegation schedule available on ConnectED.

GENERAL PRINCIPLES

4. Recruitment processes in the ACT Public Service (ACTPS) must follow and apply the principles outlined in
the Enterprise Agreement, PSM Act and PSM Standards. The fundamental principles of recruitment in the
ACTPS are that:

e thereisa preference for permanency.
e selection is based on merit, equity and fairness.
e decisions are made without bias or prejudice.

5. The ACTPSis committed to promoting permanent employment and job security for employees within the
ACTPS. The Enterprise Agreement sets out the expectation that recruitment processes should aim to
minimise the use of temporary and casual employment wherever possible.

6. The use of temporary or casual employment should only be considered when permanent employment is
not viable or appropriate, for example where:

e thereis no permanent officer available with the expertise, skills or qualifications required for the
duties to be performed.

e assistance of atemporary nature is required, including backfill for a permanent officer absent on
leave or transfer.

7. By transferring to new settings throughout their careers, school leaders gain a broad experience and
contribute to renewal of school communities through incorporation of new perspectives. School leader
transfers link closely with quality teaching, professional learning, career planning, performance
management and leadership development in helping to develop a capable and sustainable teaching
workforce.
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Merit and Equity

8.

10.

In accordance with Section 27 of the PSM Act, the principles of merit and equity are applied when:

e alleligible people have, as far as practicable, had a reasonable opportunity to apply for selection;
and

e theselection of a person is made based on a comparative assessment of the applicants.

Merit must be applied to all recruitment selection processes in the ACTPS irrespective of whether the
process is being conducted for a permanent, temporary, or casual position, and the length of the
temporary vacancy.

Merit must underpin all recruitment selection processes to ensure that recruitment decisions are fair, and
the right applicant is selected based on the evidence provided in the recruitment process.

Order of Merit and Merit Pool

11.

12.

13.
14.

15.

There are two ways to rank multiple suitable applicants:

e Order of Merit: Either rank the suitable applicants in an order of merit, i.e. from the highest overall
score to the lowest overall score. If applicants are ranked on an order of merit, the applicant with the
highest score must be offered the position first. Then the next one on the list if there is another
identical position etc. If this merit list is used for future identical positions, the merit list order still
must be adhered to, i.e. the highest scoring available applicant gets made an offer first.

e Merit Pool: Another option is to list all suitable applicants in a merit pool. These applicants are all
equally suitable, despite there being a difference in their overall scores. Any of these applicants can be
made offers. This needs to be clearly stated on the selection report. This method is often used for bulk
recruitment rounds but can also be used for ordinary recruitment.

Orders of merit and merit pools are valid for 12 months from the date that the delegate approves the
selection committee report.

Schools should contact P&P to discuss accessing current orders of merit and merit pools.

To select someone within 12 months from an order of merit or merit pool, schools/ESO areas should
contact P&P to seek advice on completing a Fill Identical Vacancy form on the Shared Services Portal. As
part of this process, schools/ESO should consider all the requirements for the position, including possible
future requirements, to determine who will be most suitable.

If wishing to access a different school’s merit list/pool the position requirements must be identical.

Joint Selection Committee

16.

17.

Joint Selection Committees (JSC) will be used for all school leader vacancies in accordance with Section
R6, of the Enterprise Agreement. The Directorate will provide agreed JSC training and will maintain a list
of Directorate staff who have completed such training.

The JSC is formed by the chair in consultation with P&P and the AEU. The chair must submit the JSC panel
composition as part of their request to advertise and must meet panel composition requirements listed
below:

e All committee members must have undertaken approved JSC training.

e Acommittee member must be a nominee of the AEU, drawn from a list held centrally by P&P
e All committee members must be substantively at, or above, classification of the vacancy.

e The chair must be substantively at least a classification higher than that of the vacancy.

e One committee member must be external to the school and must not have worked at the school
within the previous 12 months.
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e All panel members must complete the Recruitment Selection Committee Conflict of
Interest/Declaration of Impartiality form.

e The JSC membership should have diverse gender representation, wherever this is reasonably
practicable to do so.

e When recruiting to a permanent SLA position the members of the school board of a government
school must, whenever necessary, nominate a member of the board as a member of any selection
panel established by the director-general to make recommendations to the director-general
about the appointment of the principal for the school.

e When recruiting to an identified position, all reasonable attempts must be made to include a
person from that inclusion group.

Office Based School Leader vacancies

18. All office-based recruitment will be in line with school-based recruitment for temporary and permanent
vacancies, refer Appendix A.

19. All temporary 12-month positions will have a total placement length of up to two years in total.

20. All permanent positions will have a total placement length of two years; placements can be extended via
the annual Career Development discussion for up to two years per extension.

21. AllESO office-based SLA vacancies will be at the SLA1 classification. Any variations will need to be job
sized appropriately, taking into consideration School Weighted Index and Work Level Standards.

22. System needs and variations to standard classifications will be approved by EBM P&P and ELSO.
METHODS AND TIMELINE FOR FILLING SCHOOL LEADER VACANCIES

23. The methods for filling school leader positions will be considered in the following order:
1. Redeployment/system placement, including:
e Excess officers;
e Incapacitation and workers compensation
e Othersystem placement
2. Compassionate transfer;
3. School leader transfer pool;
4. Recruitment process in accordance with Appendix A.

24. Special consideration will be given to Schools that are currently operating on a School Management Model
plan.

ADVERTISING, APPLICATION AND ASSESSMENT PROCESS

25. Advertising of school leader vacancies will not occur during the Christmas/New Year mandatory annual
leave, shutdown and stand down periods.

26. Advertising of school leader vacancies during or across the stand down periods between Terms 1,2 and 3
may occur. However, there is no expectation that panels will conduct their process during these periods
and school leaders must not be required to participate in interviews during stand down periods between
school Terms.

27. Concerns about a selection process may be raised by applicants, committee members, employees or the
AEU at any time throughout the selection process. Such concerns should be raised with the panel chair,
principal, EEL, Executive Branch Manager, People and Performance (EBM P&P) or the AEU as soon as the
concern arises.
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29.

30.

31.

32.

33.

34.

RECORD 3

School leader applications address and are assessed against the Australian Professional Standards for
Teachers Australian Institute for Teaching and School Leadership (AITSL).

All costs associated with school leader advertising through Jobs ACT or other approved platforms ie Seek,
Jobs ACT, Teacher on Net and or Linkedin will be met by the school/section.

All selection documentation including EOI for school leader B and C processes is to be sent to P&P
Recruitment for review and consideration. P&P Recruitment will be the delegate for all outcomes.

All selection documentation including EOI for school leader A processes is to be sent to Director General
or Delegate for review and consideration.

Any variation in the application of these Guidelines to a school leader recruitment process will be agreed
between the Directorate and the AEU as required under Clause G1 of the Enterprise Agreement.

For school leader positions that are advertised on Jobs ACT, a JSC may determine the suitability of
applicants based on Curriculum Vitae, written application, and referee reports only, however, in the
absence of any other assessment method being used, this should only be applied in exceptional
circumstances and applicants must be advised of this in the advertisement for the vacancy.

The panel chair/delegate may still choose to undertake a new recruitment process despite having
advertised a previous position with the possibility of permanency.

SCHOOL LEADER TRANSFER

35.

36.

37.
38.
39.

40.

By transferring to new settings throughout their careers, school leaders gain a broad experience and
contribute to renewal of school communities through incorporation of new perspectives. School leader
transfers link closely with quality teaching, professional learning, career planning, performance
management and leadership development in helping to develop a capable and sustainable teaching
workforce.

All school leaders have a responsibility to plan their career pathways and professional growth, including
placement and transfer options, through the School Leader Performance and Development Framework.

All school leaders may apply for transfer at any stage during their placement.
For compassionate transfers, special consideration of an individual’s circumstances will occur.

School leader transfer must not be used to address performance issues. Any school leader currently being
assessed for performance issues will not be permitted to transfer until they have undertaken sufficient
development and improvement to meet the expected standards.

School leaders who enter the transfer pool and who identify with performance issues will be automatically
returned to their nominal school.

Early Access School Leader B and €

41.

42.

43,
44,

School leaders may apply for transfer at any stage during their placement. Where a school leader wishes
to apply for transfer prior to the end of their placement, they should advise their principal/manager as
soon as possible.

The onus is then on the school leader to apply for and secure a new position prior to the commencement
of the new school year, to avoid disruption to schools.

All school leader vacancies of longer than one semester will be advertised on Jobs ACT.

Where a school leader applies for transfer prior to their placement end date and is unsuccessful in
securing a position prior to the commencement of the new school year the current end date remains in
effect and the school leader will remain in in their nominal position until such time as they secure a new
nominal position.
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75. School to school short-term transfers of up to a semester can occur at any point during the school year.
76. Grounds for a compassionate transfer include, but are not limited to, the following circumstances:
e amedical condition where the school environment/location directly impacts the medical condition.
e the SL cannot be placed at a particular school/s due to domestic/family or personal protection order.

e there are issues within the school environment such that ELSO, the relevant EEL and/or P&P are
working with the school’s executive team and/or staff members, and a compassionate transfer is
appropriate.

77. Approval of short-term transfers will be considered by EBM P&P and ELSO.
SHORT-TERM (UP TO ONE SEMESTER)
School Leader A, B and C (SLA, SLB or SLC)

78. The EEL/Principal will advertise the vacancy through an EOI within the school or advertise on Jobs ACT
through an open merit selection process in line with the ACTPS Recruitment Policy and Guidelines. Refer
to appendix A.

79. EOI’s for short-term school leader vacancies will comprise a current curriculum vitae and a supporting
statement in response to three of the five leadership capabilities.

80. Advertising time frames will be determined by the relevant area; however, applicants will have at least
three days to apply to an EOI within the school. Positions advertised on Jobs ACT will be open for a
minimum of one week.

81. If the position is advertised through an EOI, the JSC may determine the suitability of applicants based on
the application and referee report only, provided this is included in the job advertisement.

82. Ashort-term vacancy of up to one semester that was only advertised via an EOI cannot be extended
beyond one semester without advertising on Jobs ACT.

83. At the commencement of the school year, School Operations will establish a pool of nominal SLA/SLB’s
who are interested in being considered for short term up to one semester for SLA vacancies across the
SLA1, SLA2, SLA3 levels. To be reviewed and updated annually.

LONG-TERM (GREATER THAN ONE SEMESTER WITH THE POSSIBILITY OF
PERMANENCY)

School Leader A, B and C

84. The EEL/Principal will advertise the vacancy on Jobs ACT through an open merit selection process in line
with the ACTPS Recruitment Policy and Guidelines. Refer to Appendix A.

85. All costs associated with school leader selection using these procedures will be met by the school/section.

86. Schools will be required to assess and consider all end date applicants prior to positions being released to
open.

PERMANENT VACANCIES
School Leader A, B and C

87. The position will be advertised on Jobs ACT through an open merit selection process in line with the
ACTPS Recruitment Policy and Guidelines.

88. All costs associated with school leader selection using these procedures will be met by the school/section.

89. Schools will be required to assess and consider all end date applicants prior to positions being released to
open.
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Recurring vacancy means a position that becomes vacant after being filled and then vacated within a
relatively short period of time i.e. up to 12 months.

System placement means a placement facilitated by the Director-General or delegate.

Temporary vacancy means a position that has a nominal/substantive occupant who is not available to fulfil

the duties of the position for a temporary period generally no more than 12 months and who is expected to
return to the position.

Unforeseen vacancy means an unplanned temporary or permanent vacancy which is not planned or
anticipated.

Vacancy means a position that is confirmed to be nominally/substantively vacant at the time of advertising or
placement.
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For support contact Recruitment at EDUteacherrecruitment@act.gov.au.
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Have your say

You're invited to provide feedback on the revised School Leader
Recruitment Guidelines.

Link

Revised School Leader Recruitment Guidelines — Strengthening
Workforce Planning and Equity

As part of our shared commitment under the ACT Public Sector Education Directorate (Teaching Staff)
Enterprise Agreement 2023-2026, the Education Directorate in consultation with the Australian
Education Union (AEU) have undertaken a comprehensive review of the School Leader Recruitment
Guidelines.

The revised Guidelines introduce clearer, more consistent processes across five key areas:

School Leader Advertising
Compassionate and Early Assess Transfers
Education Support Office Placements
Transfer Round

General Recruitment Principles

These updates reflect the significant shifts in the school leader recruitment landscape and build on
the improvements already made. The way we recruit, and transfer teachers and school leaders is
critical to ensuring we attract and retain both newly qualified and experienced educators across the
system.

Key enhancements include:

e Animproved school leader transfer process, which will support more timely and equitable
transfers.
A stronger focus on secure and permanent employment for all school leaders.
Alignment with recent legislative changes that reinforce merit, equity, and transparency in
recruitment.
Greater consistency and clarity for school leaders in applying recruitment processes.
Continued alignment with the ACT Public Service (ACTPS) principles under the Enterprise
Agreements, Public Sector Management (PSM) Act, and PSM Standards.

These changes are designed to uphold best-practice recruitment, support long-term workforce
sustainability, and ensure a fair and future-focused approach to school leadership appointments.

We Want Your Feedback - submit via this form.

We are committed to genuine consultation with all key stakeholders, including the AEU. Your insights
are essential to ensuring these guidelines are practical, effective, and aligned with school needs.

Please consider the following questions when reviewing the revised procedures:

Responsiveness to Staffing Needs
Do the revised processes address the critical staffing needs of schools?
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Equity and Fairness in Recruitment
Are the recruitment processes clearly articulated, equitable, and transparent?

Support for Transfer and Mobility
Do the guidelines support a valued and functional transfer and mobility framework?

Implementation and Clarity
Are the roles and responsibilities of school leaders clearly defined?

Overall Impact
How well do the revised guidelines support long-term workforce sustainability and leadership
development across the system?

News

Following your feedback, Recruitment will share a summary of feedback received.
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