COVID-19 Vaccination Compliance - Suspension Report Effective Date: 9 February 2022

SUSPENSIONS

Current Paid Suspensions by Occupational Group Current Unpaid Suspensions by Occupational Group

NB: not including pay to no-pay conversions

Headcount Headcount
Non-Teachers 802 Non-Teachers 401
Cleaners 115 Cleaners 128
Public Servants 261 Public Servants 32
Schools Officers 62 Schools Officers 6
Teacher Aides 382 Teacher Aides 237
Trainees 1 Trainees 2
Teachers 736 Teachers 466
Teachers 736 Teachers 466
Grand Total 1536 Grand Total 867 TOTAL 2403
Current Paid Suspensions by Occupational Group and Vax Status Update
Headcount
No Vax/Response Exemption Submitted Exemption Temp Submitted Exemption Temp Verified Exemption Verified First dose received  Grand Total
Non-Teachers 666 26 2 56 2 54 802
Cleaners 99 3 1 5 7 115
Public Servants 223 6 1 18 1 15 261
Schools Officers 57 1 1 3 62
Teacher Aides 303 16 32 1 31 382
Trainees 1 1
Teachers 550 2 2 132 50 736
Teachers 550 2 2 132 50 736
Grand Total 1215 28 4 188 2 104 1536
Current Unpaid Suspensions by Occupational Group and Vax Status Update
Headcount
No Vax/Response  Exemption Temp Submitted  Exemption Temp Verified First dose received Grand Total
Non-Teachers 370 1 1 29 401
Cleaners 118 1 9 128
Public Servants 24 8 32
Schools Officers 4 2 6
Teacher Aides 222 1 1 13 237
Trainees 2 2
Teachers 442 5 19 466
Teachers 442 5 19 466
Grand Total 812 1 6 48 867 TOTAL 2403
CANCELLATIONS
Current Paid Suspension Cancellations by Occupational Group Current Unpaid Suspension Cancellations by Occupational Group
Heacount Headcount
Non-Teachers 1785 Non-Teachers 215
Cleaners 565 Cleaners 112
Public Servants 319 Public Servants 15
Schools Officers 130 Schools Officers 6
Teacher Aides 803 Teacher Aides 83
Trainees 1 Trainees 1
Teachers 1229 Teachers 114
Teachers 1229 Teachers 114
Grand Total 3010 Grand Total 329 TOTAL 3339













Contingency action

Description

Changes to curriculum delivery in schools

Change in the
delivery model for
subjects challenged
by availability of
suitably qualified
teacher

Optimising delivery
of critical
curriculum offerings

Implement refined delivery
model for subjects with
teacher shortages (e.g.)
senior maths and science
to:

- online self-paced
materials
supplemented with
tutorage
(Learn@Home)

- virtual classrooms

- schools of distance
education

- localised
arrangements
through school
clusters and
partnerships

Other considerations
include the redeployment
of non-teaching support
staff.

A smaller number of
specialist teachers are
required if less subject
offerings are made.

Pros

Continuity of learning and
maximising use of available
resources.

Leverage and expand on
resources and systems
(iSee, Teams, Blackboard
etc) created and launched in
2020 as part of initial
pandemic response.

Greater collaboration
between schools and
Distance Education is
already occurring.

Reduces need for specialist
teachers.

Cons Financial
implications

May require industrial negotiation. Nil if

. , . reorganisation

Requires refinement and refresh of learning resources and of existing

support departmental

Possible lag with transitioning to alternative service delivery resources Is
effectively

Perception of education service delivery by stakeholders undertaken.

(parents, teachers, unions, media)

May be a difficult message. Nil

Community expectations may be unmet.

Results in less autonomy for schools.



Service delivery prioritisation

Cap the number of
staff to the
allocative model at
a school based on
a percentage
above the
allocative model.

This allows
redeployment of

‘above allocations’.

School support
staff sourced
through alternative
arrangements

Non-school based
teachers returned
to the classroom,

including those on
secondment

Teachers above a school
allocation are reallocated
to areas of need.

School support staff are
sourced to maintain critical
functions (cleaning,
business management,
school administration,
groundscare) through
direct procurement
arrangements or
redeployment.

Teachers in non-teaching
roles (including from
corporate and regional
offices) are returned to the
classroom for a period of
time.

Teachers are already known.

May be attractive to some
school-purchased teachers
as could allow a path to
permanency.

Maintains COVID safe
requirement in terms of
safety (cleanliness of
schools, accessibility,
meeting compliance and
legislative requirements
(financial, safety, etc) to
ensure continuity of
education services.

Revisit service delivery
model for schools (e.g.
clusters, partnership with
regional and corporate office)

Teachers have the required
skills.

Easy to achieve.

Requires co-operation of schools to not replace reallocated.

May require industrial negotiation.
Removes autonomy from schools.
Requires changes to business processes.

Procurement of services may be limited in some rural and
remote locations.

Standard offer arrangements may not exist for all services.

Corporate roles would be left vacant, or require filling from
external labour market.

May result in the slowing of some corporate processes or
projected.

May result in resignations.
Reputational risk.

May not be able to move to areas where required.

May result in
an excess of
budget in
areas where
school
purchased
teachers are
reallocated
from

Additional
contracting
and
administration
costs.

Cost of
contractors in
addition to
medical leave.

Surplus funds
may exist in
areas where
teachers are
returned from



Mobility options

Full classroom
teaching load

Maximise part-time
hours

Moratorium on
recruitment of staff
from schools into
regional and central
office

Prioritise back-to-
school recruitment
for hard to fill
locations

Deferred transfers
requiring teachers to
remain in a particular
location longer or using
required transfers more
forcibly. (Could provide
financial incentives.)

Return those teachers
engaged in non-teaching
duties (special programs,
HODs and HOCs) to the
classroom.

Part time teachers are
approached to increase
their part-time hours.

All transfers or recruitment
of school based staff into
regional and central office
would be halted.

Recruitment activities be
focused on hard to fill
locations (discrete
communities, rural, remote)
over metropolitan areas.

South-East corner regions
to ‘buddy’ with regional
areas to assist with staffing
supply.

Reduces attrition in locations
with the highest shortages
which will have the biggest
impact.

Reduce movement (travel) of
staff across the state.

The teachers are already
available.

Most schools would
implement this course of
action at a local level if
necessary.

Teachers available are a
known quantity.

Teachers are already
available in a particular
location.

Eliminates the risk of school-
based staffing losses

Focuses attention on schools
that are likely to have
workforce impact from the
vaccination requirement.

May result in resignation, particularly teachers with in
demand skills.

May affect staff morale if not universally applied at a
location.

May require additional incentives.

May result in cancellation of school based initiatives. Nil
May require industrial negotiation.
May not be able to be achieved due to timetabling issues.

Curriculum development and other activities would need to
be reduced, particularly in relation to those originating
outside the school.

May be difficult to timetable additional hours in a manner Nil
acceptable to the part-time employee.

May require industrial negotiation. Nil

May impact the morale of school based employees who are
seeking opportunities in a non-school based setting

May result in schools located in the south-east corner not Nil
receiving their expected teacher cohort for the

commencement of 2022. Possible community and

reputational impacts.

Cost of
additional
incentives.



Return staff from
pre-approved leave

Acceptance that
current class size
targets will not be
maintained

Staff on planned leave for
the commencement of the
2022 school year could be
recalled to duty.

Accept that current class
size targets will not be
maintained.

Reduces the need for
additional teachers.

Extent of recalls could be
scaled.

Requires no effort to
implement.

Is the default option if other
initiatives fail to deliver the
necessary number of
teachers required and no
other contingency actions are
applied.

Creates pent-up demand for leave which will need to be
satisfied at some point.

May require industrial negotiation.

Long service leave may have been applied for and
approved a long time in advance. Implementation would
affect staff morale.

Resignations may result.

Requires the cooperation of schools.

The impact is localised to an individual school.

May be too late to implement for 2022 as early and
targeted messaging at different layers of management
would be required.

Management of community expectations may be required.

May require industrial negotiation.

May result in reduced subject choices.

Nil

Unknown
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