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RESOURCE TEACHERS LITERACY AND MĀORI DISESTABLISHMENT

APPENDIX 1 

Surplus Staffing Voluntary Options

SURPLUS STAFFING PROVISIONS EXTRACTED FROM THE PRIMARY TEACHERS’ COLLECTIVE AGREEMENT

RETRAINING

One of the options available to permanently employed Resource Teachers Literacy and Māori is retraining. This provides teachers with the opportunity to upgrade their skills and enhance their ability to access another permanent position in the education sector. 

Any retraining course proposed must be approved by the Ministry of Education. A teacher should not commit to any course until their school board is notified of Ministry approval for the course selected. However, as this process often takes considerable time and has to be completed by a set date, members should be encouraged to begin their selection of a course as soon as possible. 

Investigation of this option does not lock the teacher into retraining. If the teacher changes their mind, or a ‘suitable’ retraining course cannot be accessed, or the teacher’s choice is not approved by the Ministry, then the default surplus staffing option of supernumerary/ redeployment applies.


 9A.9 Provisions for Retraining

The following shall apply to a teacher who is retraining under clause 9A.7(b):

(a) 	There is no requirement on the employer to meet any costs and expenses of training, including course fees;
(b) 	At the end of the period of retraining if a permanent position has not been secured the teacher’s employment shall be terminated. If the employment is likely to be terminated in these circumstances the Board of Trustees shall advise the teacher in writing of this not less than one month before the expiry of the period of retraining.
(c) 	If a vacancy occurs at the school after confirmation of the retraining option the position may be offered to the teacher. The teacher may elect to accept the position or continue with the retraining option.
(d) 	Payment of the 30 school weeks of retraining will commence at the start of the school year or two months after notice of disestablishment of the teacher’s position (if the surplus is not generated as a consequence of the September Staffing Notice).

Criteria for Approval

Generally, it must be a course that is

· equivalent to a tertiary level qualification i.e. NZQA level 7 or above
· provided by an NZQA accredited provider
· full time
· enhances or upgrades teaching skills particularly with a focus on classroom practice and/or school management.

If the retraining course is approved the teacher is employed for 30 school weeks by the teacher’s current school board or, with the agreement of both boards, by another school. The teacher is expected to attend the employing school until the course begins. 

The teacher’s employing board is not responsible for any costs associated with attending the course, including course fees.

 Payment

The teacher is paid their actual base salary as received at the time their permanent position is disestablished. 

Other than for salary units and AP/DP entitlements there is no specific protection of other allowances during the retraining period so the criteria for each allowance still determines eligibility. For example, teachers taking up the retraining surplus option would not meet the criteria for the Maori Immersion Teaching Allowance therefore the MITA would not be included in the teacher’s salary during the retraining period.

Payment begins from the start of the new school year (28 January 2019) and ends after 30 weeks. There is no consideration given to when the approved course begins or when it ends. 

Counting the weeks of retraining status

The retraining period is a number of consecutive school weeks exclusive of any term breaks.
· 30 school weeks within the current school, or 
· 30 school weeks employed in another school with the agreement of both boards.
Calculation

A ‘normal’ school year is 40 weeks, four terms each of ten weeks, with 12 weeks of ‘holidays’ or term breaks.
· 2 weeks between terms 1 and 2
· 2 weeks between terms 2 and 3
· 2 weeks between terms 3 and 4

The period of 30 school weeks includes holiday pay and, when calculated from the start of a school year, amounts to 
· Employment from the start of the school year (28 January 2017) until around the end of term 3, plus 
· 2 weeks holiday pay; and, occasionally, depending on actual term dates a few extra days’ pay.

Vacancies in the employing school

If a vacancy occurs in the employing school after the retraining option has been confirmed by the Ministry the board may offer the teacher the position. The teacher can either accept or continue with the retraining option.

There is no entitlement to vacancies that occur during the 30 weeks retraining period. 


REDEPLOYMENT

The redeployment option is not compensation for losing a job. It is employment in a temporary position to give the teacher, whose position has been disestablished, time to try and get another permanent position.

A teacher can be redeployed as “supernumerary” in their current school or be redeployed as supernumerary in another school if requested by the teacher and with the agreement of both boards.

Redeployment/supernumerary is the surplus staffing default option. 

While the teacher is redeployed/supernumerary the employing board must assist the teacher to find an alternative position, including providing time to attend interviews and meeting reasonable costs. This must be taken into account if the principal wishes to give the teacher full-time responsibility for a class. 

The teacher may, with the agreement of the board, carry out a specific project during their supernumerary employment.

9A.7 Redeployment and Retraining

In the first instance the parties will consider whether the teacher can:
(a) 	Redeployment/supernumerary – be redeployed for 30 school weeks within the school or at any other school requested by the teacher with the approval of the original Board and of the Board of that other school. During this time the teacher shall continue to seek a suitable alternative position; or
(b) 	Retraining – undertake a suitable course of retraining approved by the 
Secretary, for 30 school weeks which enhances or upgrades the teacher.

Entitlement to vacancies

Any school employing a redeployed/supernumerary teacher does so on the understanding that if a vacancy for a permanent position, at the same or a lower level as the teacher’s previous position, arise during the 30 weeks, it must be offered to that teacher. The “same or lower level” does not refer to a class or age level, rather it means that this requirement does not apply to a position with units attached but might be less than full time.
 
If a teacher is redeployed at a school other than the one at which the teacher was identified as surplus, and a suitable vacancy arises at the teacher’s original school the teacher must be offered the position. 

If a school has two or more redeployed/supernumerary teachers when a vacancy occurs then an appointment process, involving only those teachers, must be carried out by the board.

Refusing an offer of appointment

If a suitable permanent position is offered by either the original school or where the teacher is redeployed which is at the same or higher level and the teacher turns it down, employment ceases immediately. 

The exception is if:
the vacancy is a Maori immersion or special education position and the skills needed are not possessed by the teacher and/or
· the position is not of an equivalent size; i.e. a school may offer a position with fewer hours, but the teacher can refuse without penalty.

If the teacher applies for, and is offered, a ‘suitable’ position in any other school but turns it down then the redeployed/supernumerary status ceases, and the teacher is unemployed.

March roll/staffing entitlement

If the school has a redeployed/supernumerary teacher and the March 2025 staffing entitlement confirmation process confirms the roll at a level that reinstates or creates an additional position as entitlement, then a permanent appointment can be made to that position. The teacher who was declared surplus must be offered the position. 

Length of employment

An identified teacher continues in their current position until the date their position is disestablished at the start of the new school year, 28 January 2026. Their supernumerary status begins on that date. 

The redeployment/supernumerary period is 30 school weeks of employment. These are consecutive school weeks exclusive of any term breaks
· 30 school weeks redeployment within the current school or
· 30 school weeks redeployment in another school. 


Payment

The teacher is paid their actual base salary as received at the time their permanent position was disestablished. Other than for salary units and AP/DP entitlements there is no specific protection of allowances so the criteria for each allowance still determines eligibility. 

For example, the Maori Immersion Teaching Allowance (MITA) would remain part of the supernumerary teacher’s salary only if the teacher continued to teach in an immersion setting during the redeployment period.

Counting the weeks of supernumerary status

The redeployment/supernumerary period is 30 consecutive school weeks exclusive of any term breaks.

The 30 school weeks of pay includes holiday pay. A ‘normal’ school year is 40 weeks; four terms each of ten weeks, with 12 weeks of ‘holidays’ or term breaks. 
 
When calculated from the start of a school year a supernumerary teacher would be employed from the start of the school year until the end of term 3. 

At the end of their employment, they would receive two weeks holiday pay, and, in some instances, a few extra days pay, generally about nine, but this depends on the actual term dates.

Removal expenses

There is an entitlement to reimbursement of removal expenses if shifting to an area that comes under a different housing district to that where the teacher currently lives. 

The supernumerary/redeployed teacher can decide whether to access this entitlement either 
· when moving to another school when redeployed as a supernumerary teacher or 
· when transferring to a school on appointment to a new permanent position but not both. 

LONG SERVICE LEAVE AND SEVERANCE PROVISIONS

9A.10 Long Service Leave and Severance Provisions

(a) 	Long Service Payment - To be paid a long service payment to assist a teacher, with not less than twenty-five years service, to retire from the teaching service. The payment will be equivalent to twenty-six weeks salary at the time of termination; or


(b) 	Severance - to be paid a severance payment based on the following 
table:

	Length of Service
	Weeks of Payment (Ordinary Pay)


	Up to 3 years
	7 weeks


	Over 3 and up to 5 years
	15 weeks


	Over 5 years
	23 weeks





9A.11 Payment of Long Service and Severance Provisions

Payment of severance or long service payment under clause 9A.10 is subject to the following provisions:

(a) Where a teacher who has received a severance payment or long service payment commences permanent employment in a state or stateintegrated school within a number of weeks which is less than the number of weeks of payment received under clause 9A.10 the teacher shall refund the difference between the number of weeks for which they were without employment and the number of weeks for which severance or long service payment was received;

(b) Payment under this provision is conditional on the teacher finishing on an agreed date. That date should be no less than two months from the date of disestablishment of the position unless a shorter period is mutually agreed, but may be longer depending on the educational needs of the school. Where the teacher resigns her/his position or is appointed to another permanent teaching position in a state or stateintegrated school before the date of payment, no payment will be made;











(c) Any teacher receiving the severance payment or long service payment will be deemed to have been paid in full for service to that date for the purpose of calculating service for any future sick leave, severance, or long service payment entitlements. Provided that a teacher who is subject to clause 9A.11(a) shall receive pro rata reinstatement of these service entitlements; 

(d) For the purpose of these provisions ordinary pay is defined as basic taxable salary plus regular taxable allowances paid on a continuous basis as at the effective date that the surplus staffing takes effect. For teachers on leave without pay, ordinary pay shall be the ordinary pay at the time of taking leave;

(e) For the purpose of clause 9A.11 “service” is defined as the aggregate of all employment as a teacher in state or state-integrated schools and/or service as a trained and certificated teacher in the employment of a Free Kindergarten Association and any credit (to a maximum of five years credit) given for time spent on childcare pursuant to clause 8 of Appendix 6 of this Agreement.
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