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What is this Options Paper about? 
The NSW Government’s Rewarding Excellence in 
Teaching (REIT) reform, announced by Premier 
Dominic Perrottet and Minister for Education and Early 
Learning Sarah Mitchell in August 2022, seeks to 
create a stronger teaching career pathway by creating 
new, higher-paid, roles for highly effective classroom 
teachers in NSW public schools. Teachers in these 
roles would work within and, in many cases, beyond 
their schools to strengthen teaching practice. This will 
progress the NSW Department of Education’s goal 
for every student, every teacher, and every school to 
improve every year. These roles would be attached to 
the school, and teachers could apply for them.  

Teachers who are appointed to these roles would 
continue to spend most of their time in their own 
classroom/s, but would also have new responsibilities 
to help lift the collective efficacy of teaching in the 
school and across the system by:  

 • collaborating with other teachers (within and, 
in some cases, beyond the school) to improve 
the impact of teaching on student learning and 
engagement  

 • sharing their expertise with other teachers, 
especially beginning and pre-service teachers 

 • contributing to the design and delivery of 
professional learning within their school, network or 
across NSW public schools 

 • supporting implementation of system priorities 
within their school, network or across NSW 

 • working with school principals and leaders in the 
delivery of key initiatives identified in the school’s 
Strategic Improvement Plan (SIP). 
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While teachers would stay connected to classrooms, 
these extra responsibilities would require time – 
referred to in this paper as ‘collaboration time’ to 
reflect its intended use.  

These expert teachers (see the full paper for more 
on prospective job titles), would work with leaders in 
their school to support teaching and learning. Many of 
them would also give some of their time to supporting 
teachers in other schools and across the NSW public 
school system to harness the collective power of their 
teaching expertise. A core part of these teachers’ roles 
would be working collaboratively and collectively – with 
others in their school and beyond. For examples, see 
Figure 1 below. 

In some schools, this would be a significant change. In 
other schools, this would involve formalising a system 
of support and professional learning that is already in 
place. What would be different, even for schools which 
already use highly effective teachers to great impact, 
is that the department would build on our existing 
supports to help leverage and coordinate the work to 
strengthen teaching and learning more consistently in 
all NSW public schools. This includes: 

 • helping these teachers to co-ordinate their efforts 
by working in teams and communities of practice 

 • taking the highly effective practice of these 
teachers and scaling its impact for all our students, 
especially those who need it most (e.g., by building 
great shared resources or delivering high-quality 
professional learning or access across schools to 
specialist teachers) 

 • providing centralised support to ensure consistent 
implementation of priorities identified by the system 
and individual schools. 

These teachers would not be part of the formal 
leadership of the school and would not take on people 
management or supervisory responsibilities but would 
support leaders in the implementation of school 
improvement initiatives. 

Teachers in these roles would take on additional 
responsibilities to support stronger teaching and 
learning for all students. To reflect their expertise, and 
their extra responsibilities, they would be paid more 
than classroom teachers are currently paid. In some 
cases, they could be paid the same salary as assistant 
principals ($126,568 p.a.) or even deputy principals 
($147,776 p.a.). This reflects the aim of valuing and 

recognising great teaching in the same way that school 
leadership is currently recognised and financially 
rewarded. For a visual representation of a possible 
career track, see Figure 2 below.

For the NSW public school system, this approach 
provides an opportunity to bring clarity to multiple years 
of reform efforts that have delivered roles designed 
to strengthen teaching and learning, including: the 
Mathematics Growth team and primary mathematics 
specialist teachers; our ‘Best in Class’ teachers who 
support best practice in teaching for the HSC; and 
assistant principals (curriculum & instruction) roles in 
primary schools. In coming years, these roles will be 
reviewed to align and could form part of one teacher 
‘track’.   

What could the proposal look like for 
teachers? 
We plan to start Phase 1 in 2023 by implementing 
the model in a limited number of schools which opt 
in so that we can evaluate and refine the approach. 
Based on the model outlined in this paper (subject to 
feedback from consultation), roles would be designed 
based on the priorities of the department, along with 
the individual school, with principal input. Teachers 
who apply would be assessed in two ways: first, to 
demonstrate their skills based on a limited number 
of the widely used ‘Highly Accomplished’  Australian 
Professional Standards for Teachers and second, 
against the requirements of the role. A condition 
of accepting a Phase 1 role would be completion of 
Module 1 of Highly Accomplished accreditation within 
12 months, with the potential of a small recognition 
payment or professional development allowance to 
offset the cost of accreditation.  

In future phases, the project would look at scaling 
these roles, with the potential for state-wide 
implementation. Teachers could enter a larger pool 
of recognised teachers on completion of Module 1 
of Highly Accomplished accreditation, from which 
applicants for these roles could be drawn. Subject 
to cost and workload considerations, in future years 
Highly Accomplished and Lead Teacher (HALT) 
accreditation could become a prerequisite for the role. 
The NSW Education Standards Authority (NESA) is 
streamlining and broadening pathways to achieving 
HALT accreditation.

https://educationstandards.nsw.edu.au/wps/portal/nesa/teacher-accreditation/meeting-requirements/the-standards/highly-accomplished-teacher
https://educationstandards.nsw.edu.au/wps/portal/nesa/teacher-accreditation/meeting-requirements/the-standards/highly-accomplished-teacher
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How might this policy change roles in 
our public schools? 

For pre-service teachers and beginning 
teachers 

This policy could help pre-service teachers and 
beginning teachers receive more formal support 
from highly effective teachers who have the explicit 
responsibility of mentoring them and supporting their 
development. This would help to formalise good practice 
in the way many schools are already supporting pre-
service and beginning teachers. In the longer-term, this 
policy would also provide more career choices, including 
the opportunity for teachers to seek promotion to a 
different range of roles that would keep them in the 
classroom but with additional responsibilities. 

For teachers 

This policy would provide clear additional career 
options for teachers who wish to support their 
colleagues in their own school and across NSW public 
schools, while spending most of their time in their own 
classroom/s, and without taking on formal supervision 
of others or a role as part of the school leadership.  

For teachers who are not in these roles, the policy 
would provide a new source of support for teaching 
and professional learning from someone who is a peer 
rather than a supervisor within their school or from 
another school.  

For assistant principals and head teachers 

Teachers in these roles would work closely with 
assistant principals and head teachers to provide 
support in teaching and learning for colleagues. They 
would be an extra resource to help with teaching and 
learning priorities that an assistant principal or head 
teacher might identify. These teachers would not 
be involved in the formal leadership structure of the 
school, would not lead or manage people, and would 
not formally contribute to decisions about how the 
school is run as part of a school leadership team. Their 
time off class would focus on peer-to-peer efforts 
to strengthen teaching and learning, not people 
leadership. 

For assistant principals (curriculum & 
instruction) in primary schools 

Teachers in these roles could do some similar work 
to assistant principals (curriculum & instruction) by 
supporting other teachers in growing their impact 
on student learning strengthening classroom skills.
However, this would be with a different focus, which 
might be broader than literacy and numeracy. Unlike 
APs (C&I) who work shoulder-to-shoulder with other 
classroom teachers but do not have classes of their 
own, teachers in these roles would continue to be 
responsible for, and spend most of their time with, 
their own classes. Assistant principals (curriculum & 
instruction) might work with these teachers to test 
new programming or to collect classroom data about a 
particular teaching practice.  
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For principals 

These teachers would be a resource within the school 
to support teaching and learning and the achievement 
of the schools’ improvement objectives by formally 
allocating additional responsibilities and collaboration 
time. These teachers would work with other highly 
effective teachers across NSW public schools, 
improving their own skills as well as providing peer-
to-peer support for other teachers and supporting 
school leaders. They would also work with the principal 
to recognise highly effective teacher/s in the broader 
school team. 

How would these roles be different? 
These roles would have responsibilities that might 
overlap with some other roles (e.g., developing 
professional learning, mentoring, contributing to 
collaborative cultures). The difference would be: 

 • Time: most of these teachers’ time would be spent 
in their own classrooms, with potential for varying 
amounts of collaboration time outside the classroom 
to share effective practice. Roles would not have 
the leadership, management, or administrative 
responsibilities of executive staff. 

 • Focus: roles would focus on supporting teaching 
and learning uplift without people leadership 
responsibilities and would be shaped in part by 
the principal to help achieve the school’s Strategic 
Improvement Plan balanced against system 
priorities. 

 • Relationships: these roles would provide peer-to-
peer support, guidance and sharing of resources for 
classroom teachers, distinct from the formal people 
management and supervision provided by executive 
roles. 

 • Scaling effective practice: with support from the 
department, these roles would have the potential 
to help build the capability of a larger cohort of 
teachers skilled at evaluating and sharing practice, 
and support consistency in the use of highly 
effective practice across the system. 

 • Potential for targeted support: specialist teachers 
might support specific needs beyond their school, 
building on current non-school based specialist 
supports. 

What does this policy mean for those 
considering a teaching career? 
We know that intrinsic factors, such as the opportunity 
to make a difference for young people, are the biggest 
reasons why people go into teaching. But we know 
that salary and career trajectory are important too. 
This policy aims to make teaching a more attractive 
profession by giving more career choice, and more 
opportunities for promotion based on contributions 
to teaching and learning. It would open higher pay 
grades for classroom teachers. This reflects the aim 
of valuing and rewarding great classroom teaching 
and the impact highly effective teachers can have on 
colleagues and other students, just as formal school 
leadership roles are recognised and rewarded. 

What happens next and how can I 
contribute?  
We are building this policy through rich and inclusive 
consultation opportunities with teachers and others in 
school communities across NSW. In our longer Options 
Paper, we have examined how highly effective teaching 
might be defined, what the selection process might 
look like, what roles these teachers might take on, how 
these roles support system uplift, and other questions 
that will help decide how to bring this project to life. 
Feedback on the proposed model and focus questions 
raised in the Options Paper will be critical to shaping 
the policy. 

Feedback is welcome during roundtables, through the 
dedicated survey available on the department’s internet 
page, by contacting us at rewardingexcellenceteam@
det.nsw.edu.au, or by responding to the publicly 
available Have Your Say survey by 25 November 2022. 

After we complete the consultation process, the policy 
will be developed based on the feedback received. We 
then plan to work with a small number of schools in 
2023 to test the impacts of the new role and see how 
it can best be used, before evaluating and refining for 
state-wide implementation over the forthcoming years.

mailto:rewardingexcellenceteam@det.nsw.edu.au
mailto:rewardingexcellenceteam@det.nsw.edu.au
https://www.haveyoursay.nsw.gov.au/rewarding-excellence-in-teaching
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The role, pay and conditions
We propose a range of options for these roles, ranging from a full classroom load where the department uses 
these teachers’ skills to strengthen practice across the system, to roles with 0.1 to 0.5 ‘collaboration time’ and an 
increasing range of additional responsibilities to help strengthen teaching and learning within and beyond the 
teacher’s school. 

Central 
multidisciplinary 
teams with educaton 
and other expertise 
- for example digital 
and evaluation 
skills - to support 
and leverage highly 
effective practice.

System supports to 
harness and share 
exemplary teaching 
practice; continuing 
to build the 
evidence repository; 
and continuing to 
link all teachers to 
professional learning 
and resources.

Central coordination 
to target delivery of 
professional learning; 
school access to 
specialist teachers 
within or across 
school networks.

Professional learning 
for teachers in these 
roles in effective 
sharing of practice & 
building collaborative 
cultures.

System supports

Note: see Figure 2 below for a comparison of potential salaries for these teachers with 
salaries of assistant principals, head teachers, principals, and teaching principals.

Figure 1

Positions focused on strengthening practice:

Within the 
classroom

Across the  
school, or schools

Across 
the school 
system

Collaboration 
time

0 0.1 0.2 0.3 0.4 0.5

 $117k p.a. $126k p.a. $147k p.a.

Activities to lift student outcomes 
likely to require no or minimal 
extra collaboration time, e.g.

Activities to lift student outcomes likely to require 
extra collaboration time, e.g.

Sharing resources  

Opening classroom for 
others to observe

Department draws on 
teacher’s practice to build 
& share resources

Supervising ITE students 

Collaborative work on 
lesson plans and resources

Team teaching

Lesson observation and feedback 

Developing professional learning 
for teachers across NSW 

Supporting beginning and  
out-of-field teachers
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NSW teacher career pathways 

Instructional  
pathways 

School Leadership  
pathways 

Corporate 
pathway 

From 
$151,000 

From  
$147, 776 

From 
$126,568 

$117, 060

$88, 935-

$109, 978

$73, 737

Public Service Senior Executive 

Principal, 
School 
Leadership 

Principal 

Chief Ed. 
Officer 

Principal 
Ed. Officer 

Best in 
Class 

AP, 
Curriculum 
& 
Instruction 

Teaching 
Principal 2  
(small  
schools) 

Deputy 
Principal  

Teaching 
Principal 1 
(small  
schools) 

Assistant 
Principal  
(primary 
schools, 
SSPs) 

Head 
Teacher  
(high 
schools) 

Classroom Teacher – HALT (Band 3) 

Classroom Teacher – Proficient (Band 2 - 2.3) 

Classroom Teacher - Graduate (Band 1) 

Senior 
Education 
Officer 2 

Senior 
Education 
Officer 1 

New 
Classroom 
Teacher 
roles 
($117,060 
to 
$147,776) 

Figure 2


