their role. Perfe
and Review is about
training, as well as abou

management.

Correspondence from the
Department on PDR

The Department has provided the PSA
with a proposal outlining how they want
to implement the PDR process in
schools. The document, Implementation
of Performance and Development of
non-teaching staff in schools can

be viewed HERE

(http://psa.asn.au/wp-content/uploads/2015/12/LINK-1-
Implementation-paper-to-PSA-Performance-Development-
for-non-teaching-staff-in-schools-NOV-2015.pdf)

It was provided to the PSA at a Joint
Consultative Committee (JCC) meeting.

10 December 2015

Performance Development for School
Administrative & Support Staff

ent has also supplied a draft
Development Plan for

designed
closely to wha
about performance

establish what a fair and™@

system would look like for PSA

22 separate ‘listening meetings’
conducted with School Administrative
and Support (SAS) staff. The feedback
members gave will guide our feedback

to the Department.



http://psa.asn.au/wp-content/uploads/2015/12/LINK-1-Implementation-paper-to-PSA-Performance-Development-for-non-teaching-staff-in-schools-NOV-2015.pdf
http://psa.asn.au/wp-content/uploads/2015/12/LINK-2-PDP-Non-Teaching-Staff-in-Schools-nov-2-15-Draft-v5_.pdf

Some of the key points obtained from prepare Performance Development
members in these ‘Listening Meetings’ Plans under these circumstances

were: ® Performance Development Respo-

e 85 percent of members who nsibility assignment — defining the

participated said a key point of supervisor/manager demarcation

ensuring a fair and effective system is between  Principal and  School

to ensure there is an adequate Administration Managers (SAM) is

budget and funding for performance unclear in the Department's draft

development. documentation. This is critical for SAS

e 95 percent of members noted that staff as the concern is that Principals

the process of review had to be will simply delegate all performance

consistent across the board. development duties to SAMs

. :
® A majority of members noted that Appeal and review process

training was key to fixing any ® SAS staff who work across multiple

perceived issues in performance and locations — will multiple performance

that the overall process should development plans be required?

contain an appeals process. What next?

to thank SAS staff who Your union will continue to advocate on

istening process for behalf of members for a fair, transparent
and equitable PDR system and that full
and proper consultation takes place
before it is implemented.

Please remember for 2016
e interim, PSA members are asked
participate in any performance

process as nothing has
the PSA.

ore feedback,

Join the PSA
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