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Executive Summary 
On 11 August 2022, the Minister for Education and Early Learning launched the NSW Government’s Rewarding 
Excellence in Teaching (REIT) project� REIT aims to recognise highly effective classroom teaching and increase 
the attractiveness of the profession to those who are considering a teaching career� It also seeks to strengthen 
teaching across NSW public schools by scaling the practice of our highly effective teachers�

This playback report summarises the consultation and engagement carried out as part of the design process and 
plays back key insights� In total, the NSW Department of Education (the department) has held over 269 different 
consultation sessions with thousands of teachers, school leaders and educational partners� This included 125 
roundtables held across all NSW metropolitan, regional and rural principal networks, and 4,554 survey responses 
from employees of the department and members of the community�

The summary of views in this paper is based on qualitative analysis, which included thematically coding all 
discussion and survey data to generate themes and insights�

Overall, there is broad agreement about the need to offer a stronger career pathway for teachers who wish to stay 
in the classroom while having their expertise recognised� Many teachers expressed an interest in applying for one 
of these roles� Others said that they were currently performing a similar role, created by their school leadership 
team� Several leaders who had created such roles were keen to see this practice expanded across the system�  

The following themes emerged from the engagement with school leaders and teachers:

 • Enthusiasm for giving new opportunities to classroom teachers to develop their careers 

 •  Concern regarding the impact on the existing leadership pathway, including the potential for the appeal of 
these new roles to make existing middle leadership roles less attractive

 •  Support for the new roles to be explicitly focused on collaborative practice and supporting colleagues, 
including beginner teachers

 •  Recognition that higher-paid roles for highly effective teachers could have a positive impact on collaboration 
within schools

 •  Concern that any new pathway could create division amongst staff

 • Interest in how this reform will interact with the existing Highly Accomplished and Lead Teacher (HALT) 
accreditation

 •  Concern regarding the practicality of releasing teachers from face-to-face teaching for additional 
collaboration time

 • Acknowledgement of the importance of these roles being designed effectively for a range of school contexts, 
particularly small schools and Schools for Specific Purposes

 •  Many also expressed the view that any pay rises should be offered to all teachers� 

The department will use the outputs from the consultation process to refine its policy design to give effect to the 
opportunities that teachers and leaders identified in consultation. Implementation will begin with a ‘build, test and 
learn’ phase that will seek to address teachers’ and leaders’ concerns where possible� The phase will allow us to 
capture data about the impact of the reform on schools and refine our approach where needed. 

In respect of the engagement process itself, school staff overall had a very positive response to the opportunity 
to input into the policy development process� The department has captured feedback about the consultation 
process, which will inform work underway to develop a broader consultation process for the department, as 
discussed in Part 3 of this report�

Overview of Rewarding Excellence in Teaching (REIT)
REIT proposes to introduce a stronger teaching career pathway by creating new roles for highly effective 
classroom teachers in NSW public schools� Teachers in these roles would work within and, in some cases, beyond 
their schools to strengthen teaching practice� This would help build towards 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 classroom teachers could apply for them� 
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The department developed the proposed model based on academic research, the experiences of other 
jurisdictions and consultation with key stakeholders� This research informed the The Case for Change: A briefing 
on rewarding excellence in teaching, which was developed with expert advice from Professor John Hattie, a 
world-leading expert on educational outcomes, who continues to advise on this project� 

Following the release of The Case for Change, and subsequent stakeholder engagement, the department 
published an Options Paper which set out options for the practical design of a model� It also set out consultation 
questions and invited submissions in response� Those options were then used to drive the conversations 
throughout the engagement phase� 

Part 1 – Engagement Strategy and Approach
Due to the significance of this work in driving system change, the department carried out extensive consultation 
and engagement� The department has consistently heard there is a need to capture and share the voices of 
schools as part of any policy development process, and designed a multi-phase consultation approach aimed at 
engaging with as many teachers, school leaders and stakeholders as possible� For more information about the 
stakeholders engaged throughout the consultation period, please refer to Appendix 1 and Appendix 2�

Phases of Engagement
Four phases of engagement informed the policy design process, with discussions focused on: 

1�  Phase 0 (Mid-August – Late August 2022): existing practice and potential policy options using local, national and 
international evidence

2�  Phase 1 (Early – Mid September 2022): initial insights to inform The Case for Change: A briefing on rewarding 
excellence in teaching

3�  Phase 2 (Late September – Early October 2022): insights to inform a concept model for the Rewarding 
Excellence in Teaching – Options Paper

4�  Phase 3 (Late October – Late November 2022): consultation to seek feedback on the published Options Paper 
and enhance understanding of the reform across the system� In this phase, the team travelled across the 
state and engaged with teachers and school leaders� The roadshow resulted in 125 roundtables across all 
113 principal networks in NSW, with 849 schools being directly consulted� Figures 1 and 2 below identify the 
locations of those consultations�

Figure 1:  Roundtable locations for Regional and 
Rural School Performance Directorates

Figure 2: Roundtable locations for Metropolitan 
School Performance Directorates

https://education.nsw.gov.au/content/dam/main-education/teaching-and-learning/rewarding-excellence/Rewarding-excellence-briefing-paper.pdf
https://education.nsw.gov.au/content/dam/main-education/teaching-and-learning/rewarding-excellence/Rewarding-excellence-briefing-paper.pdf
https://education.nsw.gov.au/content/dam/main-education/teaching-and-learning/rewarding-excellence/Rewarding_Excellence_in_Teaching_-_Full_Options_Paper.pdf


Includes those from Phase 1, 2 and 3

42 
Total number of Local 
Aboriginal Land 
Councils visited

1267 
Total number 
of Teachers 
and Leaders 
participating 
in roundtables

16,240 
Total number of 
Kilometres travelled

20
Total number of 
types of roles directly 
consulted

175  
 
Total hours of  
roundtables held

269 
Total number of 
consultations

4,554 
Total number of 
surveys completed

849
Total number of 
schools directly 
consulted

125 
Total number of 
roundtables
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Engagement in numbers

Engagement channels
Each of the engagement phases consisted of a range of channels for key stakeholders and educational partners� 
An overview of these is provided below in Table 1�

Table 1: Engagement channels overview

Channel Target stakeholders Details

Roundtables School leaders and 
teachers

Eight roundtables held in the initial phase of the project; then 
roundtables in all Principal Networks across NSW throughout 
November 2022 to seek feedback from school leaders and 
teachers (on average, 11 participants per roundtable)� 

Feedback form All NSW Department 
of Education staff

Two optional feedback forms made available to all staff on the 
intranet page� These were promoted via email to all school-
based staff and the Staff Noticeboard�

Interviews Academic experts The department interviewed international and local academic 
experts including Jordana Hunter (Grattan Institute), John 
Fischetti, Susan Ledger & Jennifer Gore (University of 
Newcastle), Geoff Gallop, Patrick Lee, Ann McIntyre, Helen 
Watts & Paul Richardson, (University of Sydney); Michael Fullan 
(Ontario Institute for Studies in Education), Eric Hanushek 
(Stanford University) and Laurence Ingvarson (ACER)�
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Channel Target stakeholders Details

Information 
sessions

Professional teachers 
associations

Information sessions held with representatives from professional 
teachers associations including Professional Teachers Council; 
Institute of Technology Education; ACHPER NSW; Science 
Teachers Association NSW; Careers Advisers Association of 
NSW and ACT; Professional Teachers Association for Learning 
Support (PALs); English Teachers Association; Economics and 
Business Educators (EBE) NSW and School Counselling and 
Psychology Association NSW�

School visits School leaders and 
teachers

Members of the department’s executive engaged with some 
school communities during scheduled school visits�

Focus groups Students, potential 
and future teachers 
and parents/carers

Focus groups with Initial Teacher Education (ITE) students; 
Stage 6 students considering teaching as a career; students 
from the Minister’s Student Council (DOVES); a P&C group 
from the Central Coast; and representatives from the NSW P&C 
Federation�

Internet Page Parents and members 
of the community

Members of the public provided feedback on the concept model 
via a web page linked to the Have Your Say survey�

Have Your Say Members of the public Members of the public and school communities could complete 
a survey available via Service NSW�

Written 
submissions

Think tanks, members 
of the profession and  
the public

An open channel (email) where organisations, members of the 
profession, and members of the public emailed their written 
submissions and comments in response to the policy proposal 
(Total 30, including 4 formal policy paper submissions)�

Regular 
meetings

Educational partners Regular meetings with key partner groups including Primary 
Principals Association; Secondary Principals Council; Special 
Education Principals and Leaders Association and NSW 
Education Standards Authority (NESA)�

Meetings Stakeholder groups Individual meetings held with key bodies including the NSW 
Teachers Federation; NSW Aboriginal Education Consultative 
Group; Australian Institute of Teaching and School Leadership 
(AITSL); Association of Independent School of NSW; Federation 
of Parents and Citizens Associations of NSW; and Isolated 
Parents and Carers Association of NSW�

Part 2 – Consultation Playback 
Playback Methodology
While all 11 engagement channels are incorporated in this playback report, the data from the principals and school 
leaders roundtables forms the backbone of the findings. Notes were taken at all 117 roundtables in Phase 3 and 
entered into an online qualitative data program (Dovetail) and thematically coded� Principals and school leaders 
were represented more heavily in consultation than teachers, especially at roundtables� Of 1257 roundtable 
participants, 335 (27%) were classroom teachers� The major themes raised by the teachers and school leaders in 
the roundtables have been organised below under nine policy questions, which were also used to structure the 
discussions in roundtables� 



There was a broad (though not universal) 
acknowledgement of the need to offer an 
alternate career pathway to teachers who 
wish to stay in the classroom but have their 
expertise recognised� However, some participants 
questioned the need for an instructional pathway, 
suggesting it could create division among staff�

Figure 3. Source: Staff feedback form (9 September – 17 
October) of teachers and school leaders (1358 responses)

Survey results suggested that both teachers and school leaders saw the general need for an additional 
career pathway for classroom teachers, and that many of them would be interested in undertaking one of 
these roles (see Figure 3).

Blakehurst roundtable

Strongly agree or Agree
Neutral
Strongly disagree or Disagree

79% 8%

12%

15%

13%

17%

19%

71%

66%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%
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The qualitative data from roundtables has been 
supplemented with feedback from other engagement 
channels, including written submissions from 
professional bodies and think tanks, and quantitative 
data from feedback forms and responses to surveys� 

Several of the themes raised across the consultation 
period pertained to wider issues, rather than directly to 
REIT. These themes are set out in the final section of 
Part 2 of this report�

Key stakeholder groups and 
educational partners
The department met several times with the Secondary 
Principals Council (SPC), the Primary Principals 
Association (PPA) and the Special Education Principals 
and Leaders Association (SEPLA), who provided 
a variety of views�  These perspectives have been 
incorporated as part of the summary of the views of 
school leaders and teachers, which are discussed 
below� 

The department also met with representatives from the 
NSW Teachers Federation several times to discuss the 
policy� The NSW Teachers Federation focused on the 
issues of pay and workload for all teachers, which was 
noted but was outside the scope of this consultation 
process�

The department met with the NSW Aboriginal 
Educational Consultative Group for their perspective 
on how the policy could impact Aboriginal students and 
teachers in NSW public schools�

The NSW Teachers Guild and the Australian Institute 
of Teaching and Learning (AITSL), as well as the NSW 
Productivity Commission and the Grattan Institute, 
wrote in support of the reform� 

department also spoke with representatives from 
professional teachers associations (see Table 1 for 
specific associations). These views are incorporated in 
the playback below�

Policy discussion playback

Is there a need or appetite for an 
instructional pathway?

There is a need to provide additional career pathways for 
excellent teachers who wish to spend the majority of their 
time in the classrooms

A person employed in a higher-paid role should be provided 
with additional release time to support colleagues and drive 
school improvement

If there was an alternate career pathway for teachers, I 
would potentially be interested in undertaking one of these 
roles



 • Many teachers were excited by the opportunity 
to stay in class and share practice� This included 
teachers who were not interested in the supervisory 
aspects of assistant principal or head teacher 
roles but who wished to progress their careers in 
classroom practice� 

 • Moreover, 65% of teachers surveyed suggested that 
raising teachers’ maximum salary would encourage 
them to stay in the profession� 
 
“Obviously the idea is that you are keeping good 
teachers in their roles and not taking them from the 
classroom��� the idea sounds good to me�”  
- Teacher 
 
“In my experience, there are a lot of people who 
are promoted one step above their capacity – they 
are great in the classroom, but they may not be a 
good manager – they are different skill sets��� I agree 
that we need to provide people another pathway�” 
-  Leader 
 
“Many great teachers are currently turning to SEO2 
corporate roles, or higher, to attain salaries and 
working conditions that better reflect their work, 
skills and needs� Attracting these teachers back 
into the profession requires salary ranges that are 
equivalent to Deputy Principal positions�”  
- Teacher

 • Some school leaders welcomed the proposal 
as an opportunity to create a formal, supported 
mechanism to strengthen expertise and focus on 
pedagogy – through an additional resource beyond 
existing executive staff� Some principals saw an 
opportunity for these roles to support middle 
leaders in their educational leadership role and 
share that workload with other skilled teacher 
practitioners�  
 
“What are we doing about developing expertise in 
a formal way in the system? My exec staff are not 

enough to drive the change that needs to happen in 
school … we need a mechanism to embed practice”� 
- Leader 
 
“It’s very important that quality teachers who have 
no interest in participating in the current executive 
structures are fully supported in sharing their 
pedagogy and expertise with a wider range of 
colleagues� Excellent teachers with no executive 
aspirations are no less important than executives�”  
- Teacher

 •  Some teachers said that they or others were already 
performing a dedicated role like this (as their 
school leadership team had created such a role for 
them, sometimes with release time)� Some school 
leaders who had created similar roles using their 
own budgets commented that they would welcome 
similar positions that were centrally funded� 
 
“You need to develop models for principals to 
encourage this in their schools� This will need to be 
very clear to challenge the traditional ways of doing 
things�  I like the idea of piloting in some schools 
initially to develop some examples across contexts 
and I wonder if this will scale quickly enough�”  
- Leader

 • It was identified by some leaders that they had 
teachers and Assistant Principals (Curriculum & 
Instruction) who were performing the activities 
proposed for the role� 
 
“I could nominate 25 of my staff who are already 
doing all of what is in this role�”  
- Leader 
 
“We are creating something that already exists�”  
- Teacher 
 
“I see these new positions as an opportunity for … 
some time and official responsibility when a teacher 
comes to me on how to enrich their teaching with 
online learning activities and coach them in it – I am 
an IT teacher� During online teaching I did a lot of 
that. Having an official role with a little bit of extra 
time and money would help�”  
- Teacher

 • Most existing Highly Accomplished and Lead 
Teachers (HALTs) expressed a desire for a defined 
role in the system to share their expertise� HALTs 
commented that the proposed roles were similar 
to those that some had held under the previous 
National Partnership programs, which several said 
was ‘the best job they had ever had’ in being able to 
teach and influence the practice of teachers. 

 • Many educators expressed concern that the 
introduction of new, higher-paid teacher roles could 
adversely impact collaboration within schools and 

Goulburn roundtable
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may create division amongst staff� 
“If I don’t get the role, do I not need to do this stuff 
anymore? Like, team teaching, sharing resources?” 
- Teacher 
 
“I am worried this might create division and derail 
the collegiality�”  
- Leader 
 
“We need to build the other pathways first and 
foster Highly Accomplished Teachers and support 
Assistant Principals (Curriculum & Instruction) 
before we create this new level�”  
- Leader

 • Representatives from professional teachers 
associations supported the need for an alternate 
classroom-based career pathway� They could 
identify colleagues who do not wish to become 
school leaders but are instead of looking for other 
ways to remain in the classroom and progress their 
career� In addition, they saw opportunities for these 
roles to support the work of professional teachers 
associations�  

 • The Productivity Commission was supportive of 
the reform� The Commission noted that providing 
highly effective teachers with opportunities to 
help other teachers improve, and a higher-paying 
career path that keeps them in the classroom, is 
a key recommendation in the NSW Productivity 
Commission’s 2021 White Paper� 

 • The Grattan Institute was also supportive of 
the reform, referring to its 2019 research which 
suggested that the creation of such a pathway could 
help lift teaching quality across the whole workforce 
and improve student learning� The Grattan Institute 
emphasised that new school-based instructional 
roles should be tightly linked to subject-specific 
expertise, or pedagogical content knowledge� 

 • Initial Teacher Education (ITE) students (most of 
whom had completed one or multiple practicums) 
believed it was important to offer a pathway that 
allowed teachers to stay in the classroom and 
many already had a view about whether they had 
leadership aspirations�  
 
“I am studying teaching because I like being in the 
classroom and want to stay there� I don’t see myself 
moving away from the classroom into a leadership 
role�”  
– ITE student

 • Parents and members of the community expressed 
a range of views� Many shared positive experiences 
from other sectors where there are alternate 
pathways for employees� Parents were supportive 
of an option that allowed the state’s highly effective 

teachers to remain in the classroom and support 
their students� Some cautioned against the 
introduction of a new initiative at a time when many 
other changes are being implemented� 
 
“I’m not sure why there is a question about offering 
different career pathways� In all of the industries 
I have been in, there has always been a different 
pathway for leadership and for specialisations�”  
– P&C Member  
 
“As parents, we know who the best teachers are so 
of course we should be recognising them so they 
can support their colleagues� When I ask my Year 
8 daughter, she can clearly tell me who the best 
teachers are, and not just the most popular ones�”  
– P&C Member

Staying in the classroom
 • A substantial number of teachers expressed 

a preference for a role to stay entirely in the 
classroom, with no extra release time, and with an 
open-door policy for others to observe, discuss, and 
share practice and materials� 
 
“Coaching has a place, but let’s get other teachers in 
their room to see the magic�”  
- Leader 
 
“I am confused about remunerating highly effective 
teachers in the classroom however this looks like we 
are taking them out of the classroom�”  
- Teacher

 • Teachers suggested they could be supported 
to share their practice while remaining in the 
classroom in various ways� These included: inviting 
other teachers to observe and hear the teacher 
thinking and reacting in class, lesson study 
analyses, learning walks, instructional rounds, 
displaying their lesson plans to out-of-field 
teachers, highlighting specific teaching skills (e.g., 

Guyra Central School
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Views on salary 
 • Opinions on salary and release time were very 

mixed� Some educators found additional income 
attractive, while others were more focussed on 
additional collaboration time�  
 
“I don’t care about release time I want to give my 
great teachers more pay�”  
- Principal 
 
“We don’t want more money we want more time�”  
- Teacher 
 
“University students are looking at these salaries 
across professions� They do look at circumstances 
and cost of living�”  
– Leader

 • Some teachers expressed discomfort with 
recognising teacher performance by increased 
remuneration, with some teachers reiterating that 
they were motivated by helping their students, 
rather than by money� 
 
“I would hate to think that throwing more money at 
us will attract more teachers cause then you’re not 
getting the teachers who want to be teachers for 
the right reasons�”  
- Teacher

In the second feedback form, educators were 
presented with a spectrum of different roles� Both 
teachers and school leaders ranked the roles in the 
following order in terms of attractiveness: 
1) $126,000 salary with 0�1 or 0�2 release time 

 
2) $117,000 with no release time but system support to 
share expertise 
3)  $147,000 with 0�4-0�5 release time and substantial 

additional responsibilities�

 • The highest proposed salary of ~$147,000 generated 
the most discussion in roundtables among educators� 
Many school leaders suggested that this salary for 
a classroom teacher could give the impression of 
devaluing the work of school leaders�

 • Additionally, many school leaders proposed that 
supervising a teacher who earned more than them 
would cause management problems within schools� 
A leader from a rural school used the example of 
having teachers on staff who receive the rural 
relocation incentive and therefore may earn more 
than their supervisors, noting this created a 
difficult dynamic�

 • Educators were broadly comfortable with the 
proposal of paying a higher number of teachers 
at the Band 3 level ($117,000 p.a.), reflecting the 
existing hierarchy in schools� 
 
“[If roles were created at Band 3 level] that would 
appease me somewhat. That 117k figure irks me, 
as there are very few teachers earning that� It’s the 
Band 2�3 which has the large numbers [of teachers] 
at that glass ceiling�” 
 - Teacher 
 
“If this is about keeping excellence in the classroom – pay 
as a HAT (Band 3)� The role opportunity already exists�”  
- Leader

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.

Role conditions: what are the appropriate remuneration levels for the 
instructional pathway, and should the roles have a fixed term?

There was a preference among educators for the remuneration of roles to be between $117k to $126K p.a., 
partly due to relativities with other roles. There was a wide range of views about whether the positions 
should be temporary (to prioritise specific needs for the school at that time) or permanent (to create a 
more attractive role).
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Relativity with leadership 
pathway
 • A key concern among educators was the relativity 

between the remuneration between executive roles 
and the proposed roles� Many leaders indicated they 
would have stayed in the classroom or would return 
to the classroom if such roles were available�

 • There was a concern about the fairness of the 
proposed salary levels when assistant principals/
head teachers, or teaching principals, may be paid 
similarly but have a significant teaching role and 
then have to attend to their leadership roles outside 
class hours�  
 
“The AP role is the hardest role in a school� Some 
people won’t be bothered being an AP for an extra 1K�”  
- Principal 
 
“There would need to be a complete re-think about 
the AP and DP roles� There is the potential to look 
at current APs moving sideways into these roles, or 
fitting into an AP/DP, Wellbeing & Inclusion position 
at their school and running the learning support 
teams and holding a similar level of responsibility 
across schools and within the system�” 
 - Leader

 • Teaching Principals were concerned that new roles 
could match or exceed their salary and noted the 
responsibilities and complexities of their role� They 
raised concerns these roles may make it harder to 
recruit principals for small schools, especially in 
rural or remote locations� 
 
“I teach and lead, and yet this role will get the 
same pay as me� Why would I stay as a teaching 
principal?”  
- Teaching Principal 
 
“We are teaching principals, and [the proposed 
salaries of the new roles are] insulting for us too – I 
would honestly throw it in and do this�”  
- Teaching Principal

 • Some teachers suggested that the work of 
a highly skilled teacher is just as critical as a 
leadership role within a school� Others noted that 
in some professions, such as engineering, it is not 
uncommon for employees with specialist expertise 
to be paid more than their manager� 

 • Some argued that leadership roles contain a distinct 
set of responsibilities, and that they would be 
attractive to a different group from those who wish 
to remain in the classroom�

 • The Teachers Guild argued that leadership roles 
will always be attractive to those who want more 
responsibility for the running of their school, but 

also emphasised the need to reward teachers who 
excel, and wish to remain in, the classroom�

 • AITSL argued that school leadership roles have 
a broader focus than teaching and learning� For 
example, the Australian Professional Standard for 
Principals (Principal Standard) provides a useful 
comparison of how leadership in teaching and learning 
roles can differ. Principals have specific responsibility 
to manage the school and engage and work with the 
community� AITSL argued that appetite for promotion 
to principalship is not likely to be significantly 
impacted by the creation of distinct non-leadership 
career pathways for expert teachers� 

Tenure: Fixed term or ongoing
 • Many educators agreed that a fixed term position 

could help maintain currency and practice 
standards, while giving more teachers the 
opportunity to fill the roles.

 • School leaders suggested that aligning with the 
four-year Strategic Improvement Plan cycle would 
ensure that teacher roles were set up to meet 
school needs� They also liked the option to renew 
the contract if the role continued to align with the 
Strategic Improvement Plan� 
 
“How about we keep rotating them through, one 
person every two years? You said everyone has 
different skillset and focus on different areas of 
expertise� Let’s try and get as many people as 
possible through�”  
- Teacher 
 
“So I can use the position to focus on helping 
specific equity groups or my Aboriginal students? 
That would be great�”  
- Leader 
 
“The four-year [tenure] is good, as it aligns with 
the Strategic Improvement Plan and make sure 
that people stay fresh and don’t just sit in those 
positions�”  
– Teacher

 • However, many argued that lack of permanency 
could make roles less attractive�  
 
“For something that is only a temporary role – why 
bother applying?”  
- Teacher 
 
“[It’s] stressful that after four years, what if the role 
doesn’t align with the Strategic Improvement Plan? 
Sorry, not going to give you your job back as the 
SIP needs have changed� How can that work for a 
person?”  
- Teacher
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For these roles to be successfully integrated into 
schools, teachers and school leaders identified a 
broad range of areas where departmental support 
would help� This support would be necessary both 
for the teachers and their schools�

 • The most common suggestions in the staff survey 
for how the department could support the spread of 
highly effective practice were: developing a bank of 
teaching resources, teachers visiting other schools 
to observe practice and collaborate, webinars, 
building a community of practice, developing 
research with CESE and in-person professional 
learning� 

 • Through the survey and roundtables, teachers and 
school leaders identified which aspects would help 
new roles to be accepted in schools� The highest 
ranked of these were:

 •  Teachers who work in a collegial and 
collaborative manner

  •  Teachers who consistently demonstrate highly 
effective teaching as evidenced by feedback 
from colleagues, students and/or parents

 • Transparent and open selection processes

 • Highly experienced teachers�

 • Teachers also felt that role clarity was critical to the 
success of these roles�  

 
“Clear expectations, roles and responsibilities 
need to be established before REIT teachers are 
appointed�”  
- Teacher 
 
“As a principal … I need to know how this would fit 
in with the APCI role, AP role and then this role�  We 
need to know who is doing what in our setting� It 
can’t be wishy–washy, as we need clarity otherwise 
there could be confusion�”  
- Principal

 • To give guidance and clarity to teachers in new 
roles and ensure improvement across all schools, 
the Grattan Institute suggested the department 
should carefully consider accountability and 
communications mechanisms as well as significant 
and ongoing investment in professional learning, 
as necessary, to ensure teachers in these roles 
have strong subject-specific pedagogical content 
knowledge; and coaching and mentoring skills�

 • Educators agreed that allocation should consider 
equity and the complexity of a school’s setting� 
Many noted that more intensive work is required to 
create improvement where student needs are high� 
This could be reflected in both the number and type 
of roles�

 • There were also concerns around allocating these 
roles to small schools, and whether they would 
receive fractional allocations� School leaders from 
small schools raised limitations with a potential 
hub-and-spoke model, where one teacher is shared 
between schools� 
 

“The hub and spoke model, from an Assistant 
Principal, Curriculum & Instruction lens, 0�2 is a 
waste of time, I get no impact from someone who 
is only at my school 1 day a week�”  
- Principal 
 
“We ended up using the hub and spoke model, but 
instead of a day a week, they did a term in each 
school which worked better�”  
- Principal

What departmental supports for schools and teachers are needed?

How should the department allocate these positions to schools?

The allocation of these roles across NSW schools was a frequent concern for educators, particularly 
those from regional and rural areas� 

Fairy Meadow roundtable
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Broader issues and feedback for the department 
Stakeholders and representatives participating in the consultation process shared a range of perspectives 
and insights related to teaching and the school workforce� The open discussion format of the roundtables 
often led to discussion of broader issues not directly about the policy� These concerns have been 
communicated to the relevant areas of the department, including:

 •  Concerns about teacher supply, particularly for harder-to-staff schools 

 • Concerns about how to ensure middle leadership roles remain attractive� 

The current Teachers Award was the subject of arbitration during the consultation period and as a result, 
teacher pay and conditions was a common topic of discussion at roundtables�

0% 5% 10% 15% 20% 25% 30% 35%

Figure 6. Suggestions for role titles

Most popular suggestions for ‘other’: lead teacher, mentor teacher, highly accomplished teacher, 
instructional leader, collaborative practice teachers

What should the role be called?

There was widespread agreement throughout the consultation that the job title should reflect the 
collaborative and instructional nature of the role.

Feedback generated a wide range of potential names for these roles with the most popular in feedback 
forms being ‘collaborative learning teachers’, ‘learning specialists’ or ‘highly effective teachers’ (see Figure 6). 
More generally, teachers made a broad range of additional suggestions of possible job titles, including highly 
accomplished teachers, teacher mentor, quality teaching advisors, teaching coaches, growth coaches and 
collegial mentors�

What title should these teachers be called?
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Collective Learning Teachers

Collective Excellence Teachers
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To evaluate the engagement approach outlined in Part 
1, all those who attended a roundtable were able to 
complete a survey after the session, providing their 
thoughts on the roundtable as a mode of consultation� 
Some direct feedback was also received by email� 

Findings
 • In terms of creating an opportunity to shape the 

policy, 81% of respondents felt the roundtable 
allowed them to contribute to the policy 
development process�

 • The roundtables helped to clarify the views of 
those who self-reported that they were uncertain 
of their view on the policy before the roundtable; 
those participants were more likely to emerge with a 
positive than a negative attitude towards the policy� 

Many teachers and school leaders commented that 
they found the sessions valuable and rewarding, and 
appreciated the opportunity to contribute to policy 
development� Those from regional and rural areas 
were particularly appreciative of opportunities to be 
consulted in person�

“Thanks so much for the opportunity to express my 
ideas and opinions� In my 40 years of teaching, I have 
never known this to happen, not in the country where 
I have spent all my career� I thoroughly enjoyed it and 
felt valued and appreciated�”  
- Classroom Teacher, Rural NSW 
 
“I apologise for some of the robust conversations and 
dialogue in the session, but you have to understand, 

it is not often we are asked our perspectives and 
viewpoints; particularly in rural NSW� In 30 years, I 
cannot remember a time when the consultation has 
been this well thought out and authentic�”  
- Teaching Principal, Regional NSW 
 
“This level of discussion is what we have been asking 
for for years� While we don’t have to agree with the 
policy, we can all agree that this consultation is what 
should have been happening for years� Huge credit to 
the whole team on respecting the profession so much�”  
- Classroom Teacher, Metropolitan NSW

During the consultation period, some participants 
queried whether there was still an opportunity to 
influence the policy given the detailed recommended 
options provided in the Options Paper� Being brought 
into the policy process early, some expected a more 
developed model to critique, whereas others believed 
there was already a fully developed model� Facilitators 
were sometimes asked whether dissenting views would 
be considered as part of the policy design� 
 
“Let’s be clear that while we appreciate your time and 
energy, this consultation is a box ticking exercise� It has 
already been decided that it will go ahead regardless of 
what we say�”  
- Principal, Metropolitan NSW 
 
“This is a difficult time for consultation to be occurring 
and because of this after the Minister’s announcement, 
you can’t be surprised that people will question how 
authentic [the consultation process] is�”  
- Teaching Principal, Regional NSW

Part 3 – Evaluation of Engagement Approach

Granville South roundtable

Rewarding Excellence in Teaching 14

NSW Department of Education



Conclusion and Next Steps
Based on the widespread support for a stronger career pathway for those wishing to stay in the classroom, 
tempered by practical concerns raised by educators about how this pathway would work in schools, the next 
step for this project will be a ‘build, test and learn’ phase. During this phase, we will work with a small number of 
schools who have opted in to be early adopters� These schools will help to co-design the policy, test how it works 
in their school context, and give feedback on what centralised support is required to help ensure the public school 
system can leverage the expertise of highly effective teachers� 

Integral to this build, test and learn phase is the need to work with schools on how teachers use data to evidence 
their practice, and how they might use this to provide evidence of change� We will also work with schools to 
develop theories of change for the phase 1 model or models and explore how they will achieve teaching and 
learning goals in individual school settings� An iterative design process and thorough evaluation will underpin our 
work in this phase� 

Finally, feedback from the consultation process and broader learnings about the engagement strategy will 
be shared with relevant teams across the department� In particular, learnings will be used to support the 
department’s new approach to policy-making where the voice of schools is used as a key component to drive 
policy decision making�
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Academics  

Assistant 
Principal 
Curriculum 
and Instruction 
(APC&I)

  

Assistant 
Principal, 
Head Teacher 
and Deputy 
Principal (AP, 
HT and DP)

  

Association of 
Independent 
Schools NSW 
(AISNSW)

 

Australian 
Institute for 
Teaching 
and School 
Leadership 
(AITSL)



Classroom 
teachers

  

Community 
Members



Director, 
Educational 
Leadership 
(DEL)

  

Federation 
of Parents 
and Citizens 
Associations of 
NSW (P&C)

  

Appendix 1: Stakeholders and Educational Partners Consulted
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NSW 
Aboriginal 
Educational 
Consultative 
Group (AECG)
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Association 
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Council (SPC)



NSW Teachers’ 
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(NSWTF)



Parents  
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Stage 6 
students 
interested in 
teaching



Students 
(including 
Minister's 
Student 
Council - 
DOVES)



Teachers Guild 
of NSW





Rewarding Excellence in Teaching 19

NSW Department of Education

Appendix 2: Timeline of Key Consultations 

17 August 2022 Meeting with NSW Secondary Principals Associationw

18 August 2022 Meeting with NSW Primary Principals Association

18 August 2022 Meeting with Jordana Hunter (Grattan Institute)

24 August 2022 Meeting with NSW Primary Principals Association 

26 August 2022 Meeting with John Fischetti (University of Newcastle)

7 September 2022 Meeting with NSW Secondary Principals Council

7 September 2022 Meeting with Michael Fullan (University of Toronto)

8 September 2022 Meeting with Ann McIntyre (University of Sydney)

9 September 2022 Meeting with Lawrence Ingvarson (ACER)

9 September – 17 October 2022 Staff internal survey 1

12 September 2022 Meeting with NSW Teachers’ Federation

12 September 2022 2 x roundtables at Coffs Harbour

19 September 2022 Meeting with South Australia Department of Education

20 September 2022 2 x roundtables at Inverell

20 September 2022 Meeting with Eric Hanushek (Stanford University)

20 September 2022 Meeting with Helen Watt, Paul Richardson (University of Sydney)

21 September 2022 3 x roundtables at Parramatta

21 September 2022 Meeting with NSW Secondary Principals Association

21 September 2022 Meeting with NSW Education Standards Authority (NESA)

21 September 2022 Meeting with Jenny Gore (University of Newcastle)

23 September 2022 Meeting with NSW Primary Principals Association

23 September 2022 Meeting with Special Education Principals' & Leaders' Association NSW

26 September 2022 Meeting with Lawrence Ingvarson (ACER)

28 September 2022 Professional Teachers Associations Information Session

5 October 2022 Meeting with Western Australia Department of Education

5 October 2022 Email sent to Catholic Schools NSW to request meeting

7 October 2022 Meeting with Association of Independent Schools NSW

12 October 2022 Meeting with John Fischetti and Susan Ledger (University of Newcastle)

12 October 2022 2 x Focus Groups held with ITE students (University of Newcastle)

12 October 2022 1 x Focus Group held at Wagga Wagga

13 October 2022 Meeting with NSW Education Standards Authority (NESA)

14 October 2022 Meeting with NSW Secondary Principals Association

14 October 2022 Meeting with Special Education Principals' & Leaders' Association NSW

18 October 2022 Meeting with Geoff Gallop and Patrick Lee (University of Sydney)

18 October 2022 Meeting with NSW Primary Principal Association

19 October 2022 Meeting with Association of Independent of Schools of NSW

20 October 2022 Meeting with NSW Teachers Federation

21 October 2022 3x Focus Groups with Stage 6 students

24 October 2022 Meeting with Isolated Children’s Parent’s Association (ICPA)
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25 October 2022 Meeting with NSW Education Standards Authority (NESA)

26 October 2022 Meeting with AITSL

28 October 2022 Meeting with Aboriginal Education Consultative Group (AECG)

31 October – 25 November 2022 117 x roundtables held across NSW

31 October – 29 November Staff internal survey 

1 November – 25 November Have Your Say Survey open for public consultation

2 November 2022 1 x Focus Group held with ITE students (Western Sydney University)

3 November 2022 Meeting with DOVES Council 

7 November 2022 1 x Focus Group held with ITE students (Charles Sturt University)

8 November 2022 Meeting with P + C Representatives from the Central Coast

10 November 2022 Professional Teachers Associations Information Session

15 November 2022 1 x Focus Group held with ITE students (University of Sydney)

16 November 2022 NSW P + C Federation Webinar

1 November –25 November 2022 Have Your Say Survey opens for public consultation 

1 November – 29 November 2022 All staff internal survey 2 

17 November 2022 Meeting with NSW Primary Principal Association

18 November 2022 Meeting with Victorian Department of Education

18 November 2022 Meeting with Teachers’ Guild of NSW

22 November 2022 Meeting with NSW Secondary Principals Association

23 November 2022 2 x Focus Groups with P + C Members across NSW

28 November 2022 Meeting with NSW Teachers’ Federation
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