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1 TITLE 
 
This Agreement will be known as the University of Technology, Sydney Academic Staff Agreement 
2014. 
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3 DEFINITIONS 
 
This Clause contains definitions of relevant terms used throughout this Agreement.  Where a term is 
used in the context of a particular Clause, the definition for that term appears in the relevant Clause. 
 
3.1 Use of singular and plural 

 
For the purposes of this Agreement, unless the context otherwise requires, words in the 
singular include words in the plural and vice versa. 

 
3.2 ‘Academic Staff’ means staff who are employed under the provisions of this Agreement and 

are appointed to the levels and salary rates as set out in Schedule 1 of this Agreement.  The 
nature of work performed by academic staff is described in Schedule 3 of this Agreement. 
 

3.3 ‘Act’ means the Fair Work Act 2009 (Commonwealth) (as amended or replaced from time to 
time). 

 
3.4 ‘Bullying’ means repeated and unreasonable behaviour directed towards a worker or group 

of workers that creates a risk to health and safety, but does not include reasonable 
management action taken in a reasonable way or low level workplace conflict or 
disagreements that are task based. . 

 
3.5 ‘Consultation’ at UTS involves the timely provision of information about a matter requiring a 

decision, and opportunities for relevant parties to identify, seek clarification and respond to 
issues that are raised for the purposes of: 

 
• achieving effective communication 
• allowing decision making by the University to be informed by the views of the parties 

who will be affected by the decision, and 
• minimising the risks of conflict and misunderstanding. 

 
While it is accepted that consultation may not lead to agreement by all of the parties, 
consultation does mean that the views that are expressed by them (including any impact in 
relation to their family or caring responsibilities) shall be taken into account before final 
decisions are made by the University. 
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3.6 ‘Dean’ means the head of the academic unit, usually a Faculty, and includes the Dean of the 
University Graduate School and Institute Directors. 

 
3.7 ‘Senior Deputy Vice-Chancellor’ means the person appointed as such to be a Senior 

Deputy Vice-Chancellor of the University or equivalent position, and includes anyone fulfilling 
that role on a temporary basis, or any nominee of a Senior Deputy Vice-Chancellor. 

 
3.8 ‘Director, HRU’ means the person appointed as such to be the Director of the Human 

Resources Unit of the University or equivalent position, and includes anyone fulfilling that 
role on a temporary basis, or any nominee of the Director, HRU. 

 
3.9 ‘FWC’ refers to Fair Work Commission. 
 
3.10 ‘Medical certificate’ means a certificate issued by a person registered or licensed as a 

practicing health practitioner and the certificate is issued in respect of the area of practice in 
which the practitioner is registered or licensed. 

 
3.11 ‘NES’ means the National Employment Standards. 
 
3.12 ‘Parties’ to this Agreement means the University, its staff and the NTEU. 
 
3.13 ‘Policy’ means a University policy or Directive as appropriate under the University policy 

framework. 
 

3.14 ‘Procedural Fairness’ means that before deciding to take disciplinary action the University 
will notify the staff member in writing and in sufficient detail to enable the staff member to 
understand the precise nature and seriousness of the allegation/s, and so enable the staff 
member to properly consider and respond to them within a reasonable period of time.  

 
3.15 ‘Redundant position’ means a position that is identified as surplus to the University's 

requirements for reasons of an economic, technological, structural or similar nature.  Such 
reasons may include, but are not limited to: 

 
(a) a decrease in student demand or enrolments in any academic course or subject or 

combination or mix of courses or subjects conducted on one or more campuses 
(b) a decision to cease offering or to vary the academic context of any course or subject 

or combination or mix of courses or subjects conducted on one or more campuses 
(c) financial exigency within an organisational unit or cost centre; or 
(d) changes in technology or work methods. 

 
3.16 ‘Representative’ means a person who is chosen by the staff member to assist or represent 

them, who may be a staff member or a union but not a person who is a barrister or solicitor 
in private practice. 

 
 

3.17 ‘Staff member’ or ‘staff’ means one or more employees covered by this Agreement [refer 
to Clause 6, Application]. 

 
3.18 ‘Supervisor’ means a person or position so nominated for the purposes defined in this 

Agreement.  In matters involving a perceived or actual conflict of interest for the staff 
member’s nominated supervisor or in other matters in relation to which the University 
considers it appropriate, a reference to a supervisor means the supervisor’s supervisor. 

 
3.19 ‘Union’ means the National Tertiary Education Industry Union. 
 
3.20 ‘University’ or ‘UTS’ means the University of Technology, Sydney as the employer. 
 
3.21 ‘Vice-Chancellor’ means the person appointed as such to be the Vice-Chancellor of the 

University or equivalent position, and includes anyone fulfilling that role on a temporary 
basis, or any nominee of the Vice-Chancellor. 
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3.22 ‘Week’s pay’ means the ordinary time rate of pay per week for the staff member concerned. 
 
3.23 Any ‘year of service’ is deemed to be 12 months continuous paid service from the 

anniversary date of commencement. Continuous paid service includes periods of leave but 
not periods of leave without pay except as specified in this agreement. 

 
 
4 OBJECTIVES OF AGREEMENT 

 
The University recognises that staff make an important contribution to the advancement of 
the University’s strategic objectives.  The University also acknowledges that staff are 
members of families and communities, and have commitments not related to work.  This 
Agreement represents a set of consolidated, clear and effective industrial conditions of 
employment, to the mutual benefit of staff members and the University. 
 
The objectives of this Agreement are to: 
 
a) foster cooperative and consultative relationships between the University, its staff and 

the NTEU who has negotiated this agreement 
b) foster a mutually supportive relationship between staff and supervisors 
c) facilitate an environment for staff and supervisors to manage workplace issues at the 

local level 
d) provide a consultative framework in which the University can respond effectively, 

flexibly and in a timely manner to the challenges of a constantly changing environment 
e) provide staff with a flexible, secure and supportive working environment 
f) help staff balance work, family and community responsibilities 
g) achieve continuing improvements in productivity, quality and efficiency 
h) support and implement the principles of equity, diversity, health and safety and 

sustainability 
i) support the effective implementation of, the UTS Strategic Plan and the objectives and 

strategies emanating from the Plan. 
 
Although referred to in this Agreement, the University Strategic Plan does not form part of 
this Agreement. 

 
 
5 RELATIONSHIP WITH AWARDS AND CERTIFIED AGREEMENTS 
 
5.1 This Agreement comprehensively regulates the relationship between the University and 

those staff whose employment is subject to the Agreement.  The National Employment 
Standards and this Agreement contain the minimum conditions of employment for staff 
covered by this Agreement. 

 
5.2 This Agreement is made pursuant to Section 182 of the Fair Work Act 2009 (as amended) 

and rescinds and replaces the University of Technology Sydney Academic Staff Agreement 
2010.  This Agreement wholly displaces and operates to the exclusion of the Higher 
Education Industry (Academic Staff) Award 2010 and any other agreements that would 
otherwise apply to staff whose employment is regulated by the provisions of this Agreement. 

 
5.3 Nothing in this Agreement shall be taken as incorporating as a term of this Agreement, any 

policy, procedure, directive or guideline referred to in this Agreement.  If there is any 
inconsistency between a policy, procedure, directive or guideline and the express terms of 
this Agreement, the express terms of this Agreement prevail. 

 
 
6 APPLICATION 

 
This agreement covers and is binding upon the University and academic staff employed by 
the University classified at levels A to E in accordance with the Agreement. 
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This Agreement does not apply to staff who are currently employed by the University as 
Heads of School and above, (and to equivalent functional roles however named) to whom 
the University of Technology Sydney Senior Staff Group Collective Agreement 2013 or any 
successor Agreement applies. 
 
This agreement has been negotiated between the NTEU and the University. 

 
 
7 NO FURTHER CLAIMS 

 
During the nominal term of this Agreement there will be no extra claims made in relation to 
matters covered by this Agreement. 

 
 
8 LENGTH OF THE AGREEMENT 
 
8.1 This Agreement will take effect seven days after its approval by the Fair Work Commission 

and shall remain in force until 2 May 2017.  
 

8.2 Either UTS or the NTEU may request to commence discussions regarding a replacement 
agreement no earlier than six months and no later than three months prior to the expiry date 
of this Agreement. If such a request is made by the NTEU UTS will agree to commence such 
negotiations.  

 
 
9 AVAILABILITY OF AGREEMENT 

 
A copy of this Agreement will be available for staff to read and download from the 
University’s website.  The Agreement is also available for inspection, upon request to the 
Human Resources Unit, by any staff member of the University. 

 
 
10 INDIVIDUAL FLEXIBILITY ARRANGEMENTS 
 
10.1 Notwithstanding any other provision of this agreement, the University and an individual 

employee may agree to vary the application of certain terms of this agreement to meet the 
genuine needs of the University and the individual employee.  The agreement between the 
University and the individual employee must be confined to a variation in the application of 
one or more of the terms listed below and must result in the employee being better off 
overall. 
 
Purchased Leave 
 
A staff member may apply to enter into an agreement with the University to purchase 10 
days (2 weeks) or 20 days (4 weeks) additional leave in a 12-month period. 
 
The purchased leave will be funded through the reduction in the employee’s ordinary rate of 
pay.  To calculate the purchased leave rate of pay, the employee’s ordinary salary rate will 
be reduced by the number of weeks of purchased leave and then annualised at a pro-rata 
rate over the 12 month period. 
 
Annualisation of Salary 
 
A staff member employed on a sessional basis may apply to the University to receive an 
annualised salary payment over a 12-month period based on the staff member’s proportion 
of full-time employment. 
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10.2 The University may agree to a request, provided the employee and the University genuinely 
agree to the arrangement without coercion or duress, and the employee is not 
disadvantaged in relation to their terms and conditions of employment. 

 
The agreement will be taken not to disadvantage the individual employee in relation to their 
terms and conditions of employment if: 

 
10.2.1 the agreement does not result, on balance, in a reduction in the overall terms and conditions 

of employment of the individual employee under this agreement; and 
 

10.2.2 the agreement does not result in a reduction in the terms and conditions of employment of 
the individual employee under any other relevant laws of the Commonwealth or any relevant 
laws of a State or Territory. 

 
10.3 The University when seeking to enter into an agreement must provide a written proposal to 

that employee. Where the employee’s understanding of written English is limited the 
University must take measures, including translation into an appropriate language, to ensure 
the employee understands the proposal. 

 
10.4 The University must ensure that the individual flexibility arrangement: 

(a) is in writing; and 

(b) includes the name of the University and employee; and 

(c) is signed by the University and employee and if the employee is under 18 years of 
age, signed by a parent or guardian of the employee; and 

(d) includes details of: 

(i) the terms of the enterprise agreement that will be varied by the arrangement; 
and 

(ii) how the arrangement will vary the effect of the terms; and 

(iii) how the agreement does not disadvantage the individual employee in relation to 
the terms and conditions of his or her employment as a result of the 
arrangement; and 

(e) states the day on which the arrangement commences. 
 
10.5 The University must give the employee a copy of the individual flexibility arrangement within 

14 days after it is agreed to. 
 
10.6 The University or employee may terminate the individual flexibility arrangement: 
 

(a) by giving no more than 28 days written notice to the other party to the arrangement 
and the agreement ceasing to operate at the end of the notice period; or 

(b) if the University and employee agree in writing  at any time. 
 
10.7 The University is responsible for ensuring that all of the requirements of this clause are met. 
 
10.8 The University will provide a copy of an employee’s flexibility arrangement made under this 

clause to a Union, upon the written request of the employee. 
 
10.9 The right to make an agreement pursuant to this clause is in addition to, and is not intended 

to otherwise affect, any provision for an agreement between the University and an individual 
employee contained in any other term of this agreement. 
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11 UNION REPRESENTATION 
 
11.1 This Agreement acknowledges that staff have the right to choose to be a member of, and be 

represented by, a union.  It is recognised that unions are a legitimate representative of staff. 
 
11.2 New staff will be provided with information on how to access the union web site. 
 
11.3 A staff member appointed as a union representative may undertake representations to the 

University on behalf of members and will be allowed reasonable paid time to do this 
consistent with the operational needs of the staff member’s work unit. 

 
11.4 Unions may hold meetings of members on the premises of the University provided that 

adequate notice has been given to the Director, HRU of the intention to hold a formal 
meeting. 

 
11.5 Unless otherwise agreed with the University, general meetings of union members will be 

held during meal breaks or other work breaks. 
 
11.6 Staff may be granted up to five days leave per year to attend union training or conferences. 
 
11.7 The University will recognise and respect the right of entry provisions of the Fair Work Act, 

2009. 
 
11.8 Upon the written request of a staff member, the University will deduct union membership 

fees from the staff member’s salary.  This arrangement may be terminated by either the staff 
member or the union by 2 weeks written notice to the University. 

 
 
12 RESOLVING DISPUTES 
 
Principles 
 
12.1 The parties to this Agreement have an interest in its proper application, and in minimising 

and settling disputes about matters in this Agreement in a timely manner. 
 
12.2 An industrial dispute, including but not limited to, the interpretation application or operation of 

a provision of this Agreement or the National Employment Standards, will be resolved using 
the procedures set out in this Clause.  Any of the parties may initiate a dispute in accordance 
with the procedures set out in this clause. 

 
12.3 At any stage during the dispute resolution process, a staff member may choose to be 

represented by the union or a representative as defined at clause 3.16. 
 
Procedures 
 
12.4 Where an industrial dispute arises under this Clause, the affected staff member(s) or their 

union representative will provide the Director, Human Resources or nominee with written 
notice of the dispute.  The written notice will set out the particulars of the dispute in sufficient 
detail to enable proper consideration and understanding of the matter in dispute.  The parties 
to the dispute must meet and attempt to resolve the matter within five working days of receipt 
of the written notice or as soon as possible thereafter.  

 
12.5 Where the parties to a dispute, which is not settled under sub-clause 12.4, believe it would 

be beneficial to have further discussion, at least one further meeting will be held to attempt to 
resolve the matter. 

 
12.6 Where the dispute is not resolved by the processes referred to above, a party to the dispute 

may refer the matter to FWC for resolution by mediation and/or conciliation and, if the 
dispute remains unresolved, by arbitration.  In dealing with the dispute FWC may exercise 
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any of its powers available to it under the Act.  During this process the staff member and the 
University may be represented, where requested, by a person or organisation of their choice. 

 
12.7 Subject to any legal right of appeal or review which might exist, (which in the case of FWC, 

shall include the right to appeal to a Full Bench of FWC) the resolution of the dispute shall be 
binding on the parties to the dispute. 

 
12.8 Except where an occupational hazard exists until the procedures in sub-clauses 12.4 to 12.6 

have been exhausted: 
 

(a) work shall continue in the normal manner 
(b) no industrial action shall be taken by the University or the staff 
(c) the parties to the dispute shall not take any other action likely to exacerbate the 

dispute. 
 
 
13 HUMAN RESOURCES POLICIES 

 
13.1 The University and its staff recognise the importance of best practice in the implementation 

of policies and directives that are related to the conditions and benefits affecting employment 
of staff at the University. 

 
13.2 The terms and conditions of employment for staff are outlined in this Agreement.  Policies 

and directives relating to conditions and benefits affecting employment are found on the UTS 
Human Resources intranet.  These may be changed from time to time and they will apply in 
the form they are in at the time of the relevant decision/action. 
 

13.3 To support effective consultation and dissemination and in relation to the development and 
review of human resources policies and directives, a Policy Reference Group will be 
established consisting of: 
 
• two staff members nominated by the Branch President of the NTEU 
• two staff members nominated by the HR Director. 
 

13.4 The Policy Reference Group will be invited and given sufficient time to provide their views on 
the development of a new or revision of a particular human resources policy or directive. 
 

13.5 Where substantive changes to University human resources policies, or directives are 
proposed that directly affect the employment conditions of staff, reasonable notice will be 
given and consultation with the Policy Reference Group will take place prior to any decision 
being made.  The Policy Reference Group will meet quarterly, unless the members agree 
that a particular meeting is not required, for example due to insufficient matters to be 
discussed.  Any member of the Policy Reference Group may request a particular Policy or 
Directive be discussed at a meeting.  

 
 
14 PRINCIPLES OF CONSULTATION AT UTS 

 
14.1 The University will consult with staff, and where a staff member so chooses their union 

representative, on workplace relations issues, on the achievement of the Agreement’s 
objectives. .  In doing so, the University will take their views into account before making final 
decisions. 
 

14.2 The University may use a variety of mechanisms to communicate and consult to ensure that 
staff are kept informed of issues in the workplace and are provided with the opportunity to 
contribute their views about changes to workplace matters that directly affect them and on 
how to improve operations, structures or processes at UTS generally.  Mechanisms for 
communication and consultation can include: 
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(a) communication from the Vice-Chancellor to staff on important University 
developments 

(b) meetings of individual work units or groups at which feedback and the views of staff 
are sought 

(c) meetings with relevant groups of staff and/or their representatives, where they so 
choose, to obtain their views on one or more particular issues 

(d) focus groups to obtain the views of staff on one or more particular issues and 

(e) the HR policy reference group, and 

(f) staff forums through which staff can be invited to contribute their views. 
 

14.3 Managers and supervisors have a responsibility for ensuring that staff are informed of and 
consulted about changes at the local workplace level. 
 

14.4 All staff are encouraged to access information and to participate in consultation processes, 
to maintain personal awareness of institutional issues and developments and to use the 
opportunities available to provide their view on workplace matters that are of interest to 
them. 

 
 
15 JOB SECURITY 
 
15.1 Job security is important if the University is to function effectively and to achieve its strategic 

goals. 
 

15.2 Job security is supported by: 
 

a) the University seeking to at least maintain the overall size of its workforce; and 

b) the University recognising that the use of casual and fixed-term employment is not a 
substitute for continuing employment.  Wherever possible, the University will pursue 
the principle of offering ongoing employment through its workforce planning initiatives. 

 
 
16 MANAGING CHANGE IN THE WORKPLACE 
 
Principles 
 
16.1 The parties recognise that change will occur as the University evolves over time and as 

circumstances require.  Many changes that take place in the workplace can be relatively 
minor and, as a consequence, will be addressed at the workplace level through direct local 
discussion and consultation with individual staff and/or the work group.  The University and 
its staff will pursue ongoing improvements in the quality and cost effectiveness of University 
programs and support services, and in support of the University’s strategic objectives. 
 

16.2 The parties acknowledge that the sound management of workplace change is enhanced by 
the involvement of the people who will be directly affected by that change.  The University 
will manage change in a proactive, transparent and constructive manner, so as to minimise 
any adverse effects on the University workplace community while ensuring that the 
University is able to adapt appropriately to changing circumstances.  The parties recognise 
that the management of change is enhanced by consultation with and input from staff directly 
affected by the change. 
 

16.3 A staff member may choose to seek advice, representation or assistance from a union or a 
person of their choice throughout the change management process, provided that person is 
not currently a solicitor or barrister in private practice. 
 

16.4 The process described in this Clause applies to changes that could reasonably be expected 
to have a significant effect on staff.  Significant effects may arise with, but are not limited to: 
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(a) the need to transfer staff to other work locations, such as from one campus to another 

(b) a reduction in the number of positions that is likely to lead to retrenchments 

(c) outsourcing of existing services 

(d) the alteration of working arrangements applicable to a work unit(s) (such as the 
introduction of shift work or new technology) or changes to organisational structure 

(e) major changes to the academic year pattern at UTS where these are likely to give rise 
to reductions in staffing or major changes to workloads 

(f) significant changes to student numbers where these are likely to give rise to 
reductions in staffing or major changes to workloads. 

 
Consultation 

 
16.5 When a proposal for change of the nature described in sub-clause 16.4 is identified, the 

University will initiate a consultative process with all affected staff and the union about the 
need for the change.  Such consultation will be initiated in a timely manner prior to any final 
decision being made, and will involve one or more meeting(s) to which affected staff will be 
invited to allow discussion of issues.  The University will provide relevant information and 
documentation to the affected staff as part of the consultation process.  Consultation will 
occur with all relevant staff and the union, covering: 
 

(a) the nature of and rationale for the change 

(b) the potential benefits for staff or possible adverse effects on staff, if any 

(c) suggestions for avoiding or mitigating any potentially adverse effects on staff including 
any workload implications 

(d) the timeframe for the proposed change process; and 

(e) whether a post implementation review is appropriate. 
 
Implementation 

 
16.6 Once the University decides to proceed with the proposed change in either its original or a 

revised form then the University will consult with the affected staff and the union on 
strategies and timelines for the implementation of change.  The University will also confer 
with staff and the union on any measures necessary to mitigate any negative consequences 
for affected staff arising from the change. 
 
 

 
PART B - SALARIES AND RELATED MATTERS 

 
 
17 SALARY INCREASES AND RATES OF PAY 
 
Salary increases 
 
17.1 This Agreement provides for increases in salary rates for all staff to whom the agreement 

applies. 
 
These salary increases are only payable to staff employed by the University on, or 
subsequent to, the date of lodgement of this Agreement. 
 
The following salary increases will be paid to staff covered by this Agreement from the first 
full pay period commencing on or after the following specific date (except the administrative 
pay rise already paid on 8 November 2013): 
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• 1.25% administrative pay increase on and from 8 November 2013 (paid) 

• 1.5% from 1 May 2014   

• 1.5% from 1 November 2014 

• 1.5% from 1 May 2015 

• 1.5% from 1 November 2015 

• 1.5% from 1 May 2016 

• 1.5% from 1 November 2016 

• 1.5% from 1 May 2017 

 
Rates of pay 
 
17.2 The rates of pay for full-time staff will be as contained in Schedule 1. 
 
17.3 The rates of pay for casual staff will be as contained in Schedule 2.  These rates of pay 

incorporate a casual loading in lieu of those Agreement benefits for which casual staff are 
ineligible including those  leave entitlements to which casual staff are not entitled  The casual 
loading is 25% (with effect from 1 November 2012). 

 
17.4 Part-time and sessional staff will be paid pro-rata based on the appropriate full-time salary. 
 
17.5 Any Level A who is required to carry out full subject coordination duties as part of his/her 

normal duties or who on appointment holds or during appointment gains a relevant doctoral 
qualification will be paid salary no less than Step 3 on the Level A salary scale. 

 
17.6 All rates of pay contained in this Agreement are inclusive of annual leave loading 

entitlements specified in any enactment, award or industrial agreement. 
 
 
18 SUPERANNUATION 
 

The University will maintain, in respect of existing and new staff, current employer 
superannuation arrangements (including eligibility for employer contributions for qualifying 
staff of 17 per cent) for staff during the nominal life of this Agreement. 

 
 
19 PROMOTION AND PROGRESSION 
 
19.1 Promotion 
 

Eligible staff may apply for promotion in accordance with the University promotion guidelines. 
 
19.2 Progression from Level A to Level B 
 
19.2.1 Level A is the career entry level for academic staff and there is an expectation that most staff 

appointed at Level A will progress to Level B.  The process outlined in this Clause has been 
developed to facilitate career development and progression of Level A staff and replaces 
promotion from Level A to Level B. 

 
Eligibility and Criteria 
 
19.2.2 Staff at Level A with at least one year of continuous service at Level A at UTS will be eligible 

to apply for progression to Level B. 
 
19.2.3 Staff at Level A who meet the eligibility criteria may apply at any time for progression from 

Level A to Level B.  Applications will address criteria for progression to Level B set out in 
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University guidelines.  The criteria for progression will be consistent with the Minimum 
Standard for Academic Level for Level B as set out in Schedule 3. 

 
 
20 INCREMENTAL PROGRESSION 
 
Principles 
 
20.1 On completion of each twelve months of satisfactory service, continuing and fixed-term staff 

members not on the maximum salary point for their classification will automatically receive 
an incremental progression to the next salary step within the classification. 

 
20.2 Any period of leave without pay will not be counted as service for the purpose of determining 

the date at which the next increment is due. 
 
20.3 An increment may only be withheld, where the Senior Deputy Vice-Chancellor recommends 

to the Vice-Chancellor that disciplinary action be taken in relation to unsatisfactory 
performance under sub-clause 50.10, in which case payment of the increment will be 
suspended pending a final decision. 

 
20.4 If the decision under sub-clause 20.3 confirms that the increment is to be paid, it will be paid 

from the staff member’s incremental date and back-dated if necessary. 
 
 
21 FLEXIBLE SALARY PACKAGING 
 
21.1 Staff may choose to enter into a salary packaging arrangement with the University for the 

purposes of receiving a salary lower than that to which they are entitled under Schedule 1, 
in exchange for a "benefit" of equivalent value. 

 
21.2 Where an agreement is reached between a staff member and the University in accordance 

with sub-clause 21.1, benefits may be provided to the extent that the cost to the University of 
providing the benefits and the reduced salary does not exceed the cost to the University of 
providing the salary prior to entering into the salary packaging arrangement 

 
 

PART C - LEAVE ENTITLEMENTS 
 

 
APPLICATION OF LEAVE PROVISIONS TO PART-TIME AND PART-YEAR STAFF MEMBERS 
 
A staff member employed on a part-time or part-year basis shall be entitled to the amount of leave 
available under the relevant clauses of this Agreement according to the proportion of full-time of 
her/his appointment. 
 
Except as provided for in sub-clause 27.3, a casual staff member receives a loading in lieu of paid 
leave entitlements. 
 
 
22 PUBLIC HOLIDAYS 
 
22.1 The days on which public holidays will be observed are New Year’s Day, Australia Day, 

Good Friday, Easter Saturday, Easter Sunday, Easter Monday, Anzac Day, Queen’s 
Birthday, Labour Day, Christmas Day, Boxing Day, and any other day or part day declared or 
prescribed by or under a law of NSW as a public holiday throughout the whole of the State. 
 

22.2 A staff member who agrees to work on a public holiday shall be entitled to an alternative day 
off at a time agreed between the staff member and her/his supervisor. 
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23 ANNUAL LEAVE 
 
Principles 
 
Staff are encouraged to take annual leave to promote health and well-being.  It is expected that, as 
part of the work planning process, staff will plan with their supervisor to take annual leave each year.  
A staff member may take leave as it accrues subject to their supervisor’s approval of the start and 
completion dates of that leave.  A supervisor must normally approve annual leave prior to the staff 
member taking leave. 
 
Eligibility and entitlement 
 
23.1 All continuing and fixed-term staff are entitled to paid annual leave.  Full-time staff are 

entitled to 20 working days per annum, accrued pro-rata on the basis of service.  Service 
excludes periods of leave without pay. 
 

23.2 A staff member may accumulate up to 40 days annual leave (pro-rata in the case of part-
time staff) without being required to take annual leave. 
 

23.3 A staff member whose accrued annual leave entitlement exceeds 40 days (pro-rata in the 
case of part-time staff) may be given 2 months’ notice, in writing, by his/her supervisor to 
take annual leave.  The supervisor’s direction will specify the commencement and end dates 
of such leave which will be for a period of at least 10 working days and will reduce the staff 
member’s accumulated leave to less than 40 days on the staff member’s return to work.  The 
staff member will be provided with the opportunity to propose alternative dates for the leave, 
provided that the total period of leave is no less that the period of the directed leave.  The 
supervisor and staff member may agree to alternative dates for the leave, subject to 
operational requirements. 

 
23.4 Where, in accordance with sub-clause 23.3 a supervisor directs or approves a staff member 

to take a period of annual leave, the staff member will be regarded as being on leave for the 
period specified or approved by the supervisor and the staff member’s leave credits will be 
reduced accordingly. 
 

23.5 Subject to approval by the Dean or Director, a staff member who has accrued more than 20 
days annual leave may apply to cash out annual leave, subject to retaining an entitlement to 
20 days annual leave after such cashing out, as follows: 
 
(a) leave may be cashed out only if the staff member takes an amount of annual leave 

equal to or greater than that cashed out; and 
(b) an election to cash out leave must be in writing and specify the dates when leave is 

being taken and the amount of leave to be cashed out. 
 
Payment of leave being cashed out will be made in the pay period immediately following the 
first day of annual leave to be taken in conjunction with a cash out. 

 
 
24 CHRISTMAS – NEW YEAR LEAVE 
 

The University provides three days Christmas – New Year leave on full pay without 
deduction from any leave account to all continuing and fixed-term staff.  Christmas – New 
Year leave combined with the designated public holidays (Christmas Day, Boxing Day, New 
Years’ Day) results in the University’s closure over this period.  One day is in lieu of Bank 
Holiday (August) while the other two days are provided by the University. 
 
Where a staff member is required by their supervisor to work on any of the three days 
provided for above, the supervisor and staff member will agree to an alternative day/s leave 
on full pay. 
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25 SICK LEAVE 
 
Eligibility and entitlement 
 
25.1 All continuing and fixed-term staff are entitled to paid sick leave.  For full-time staff, sick 

leave accrues at the rate of 15 days per calendar year of service.  For staff starting work 
during the year and staff appointed for a fixed-term period of twelve months or less, the 
entitlement accrues for each full month remaining in that year.  This entitlement accumulates 
with each calendar year of service and is reduced by any sick leave taken. 

 
25.2 If unable to attend work through illness, staff should notify their supervisor within 24 hours of 

normal commencement of duty, stating the incapacity and likely length of absence.  A 
medical certificate is required when a staff member takes four or more consecutive days of 
sick leave, or under circumstances set out in sub-clause 25.8. 

 
25.3 Staff may access their sick leave in the form of personal leave to provide care for sick 

relatives or household members or for bereavement due to the death of a relative or 
household member, in accordance with the provisions for Personal Leave (refer to clause 
26). 

 
25.4 Fixed-term research staff will have their sick leave accruals carried over from previous fixed-

term research appointments at UTS, except where the period of a break between 
appointments is six months or more. 

 
Sickness during annual and long service leave 
 
25.5 A staff member who becomes ill for a period of five consecutive working days during annual 

or long service leave may claim sick leave (to the extent of sick leave accrued) instead of the 
annual or long service leave for the period of the illness.  A medical certificate must be 
submitted covering the period of the sick leave. 

 
Sick leave without pay 
 
25.6 At the discretion of the University, a staff member whose sick leave entitlement has been 

exhausted may be granted sick leave without pay (SLWOP).  A period of sick leave without 
pay must be covered by an appropriate medical certificate. 

 
SLWOP will be counted as service for the purposes of determining entitlements to: 
 
(a) annual leave accrual; 
(b) long service leave accrual (except that when determining whether a staff member has 

completed ten years' service, SLWOP does not count as service if when aggregated it 
is in excess of six months.  The aggregated SLWOP of up to six months does count 
as service and any aggregated SLWOP over six months does not.  Once it has been 
determined that a staff member has completed ten years’ service, any single period of 
sick leave without pay not exceeding six months will continue to count as service); 

(c) the accrual of further sick leave; 
(d) personal leave; 
(e) eligibility for financial assistance for study at UTS; and 
(f) incremental progression. 

 
25.7 SLWOP does not count as service for determining eligibility for a Professional Experience 

Program. 
 
Management of sick leave 
 
25.8 The Director, Human Resources may require a staff member who has a pattern of recurring 

absences on sick leave, which may be for periods of four days or less, to provide a medical 
certificate for all future absences on sick leave from the date of notification, regardless of 
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duration.  The requirement to provide a medical certificate under this clause may be for up to 
six months. 
 

Special sick leave 
 
25.9 Up to 20 days paid special sick leave may be granted by the Director, Human Resources to 

a staff member who is terminally or critically ill and on an extended period of leave.  Special 
sick leave may only be granted when normal sick leave and other entitlements have been 
exhausted, and will be applied fairly and equitably for all staff. 

 
Requirement to submit application 
 
25.10 All staff are required to promptly complete and submit a leave application in respect of any 

absence on sick leave. 
 
 
26 PERSONAL LEAVE 
 
Definitions 
 
26.1 For the purposes of this Clause, ‘relative’ is defined as follows: 
 

(a) spouse, former spouse, a de facto spouse, or former de facto spouse (de facto spouse 
includes partners of the same sex) or 

(b) child or adult child (including adopted child, step child, ward or ex nuptial child), parent 
(including step-parent), grandparent, grandchild or sibling (including step- or half-
sibling) of the staff member or staff member's spouse as defined in (a) above. 

 
There may be definitions of ‘relative’ which are not included here but due to wider kinship 
and family networks of many cultures would be considered appropriate under this Clause. 

 
Principles 
 
26.2 Personal leave may be granted to assist staff to achieve a work life balance.  The provision 

of personal leave is an acknowledgement that staff of the University are also members of 
families and communities and have commitments not related to work.  In addition to the 
personal leave available in accordance with this Clause, staff may use available annual 
leave or long service leave, or leave without pay for personal reasons.  The University 
expects supervisors to be sensitive and flexible in making arrangements for staff members to 
attend to personal matters. 

 
Entitlement 
 
26.3 A staff member may be granted up to seven days personal leave with pay per calendar year, 

on a pro-rata basis, under circumstances including the following: 
 

(a) to provide care or support to relatives or members of their household who are ill or 
injured 

(b) bereavement due to the death of a relative or household member 

(c) to deal with an emergency situation arising due to fire, flood, burglary or other 
unforeseen event beyond the control of the staff member 

(d) where the carer of a staff member’s child is unable to look after the child 

(e) attendance at the staff member’s own graduation, citizenship and justice of the peace 
ceremony (normally expected to be up to half a day for each ceremony) 

(f) moving house (normally expected to be up to one day per twelve months) 

(g) appointments and commitments associated with pre and post natal responsibilities 
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(h) to adhere to and celebrate cultural or religious days of observance. 
 
26.4 Personal leave is not cumulative. 
 
26.5 In addition to an entitlement to personal leave, a staff member is entitled to access his/her 

sick leave accrued from 24 October 1995 for leave to provide care or support to relatives or 
members of their household who are ill (ie sub-clause 26.3(a) above) or for bereavement 
due to the death of a relative or household member (ie sub-clause 26.3(b) above). If the 
National Employment Standards are more beneficial they will apply. 

 
26.6 Staff who have exhausted their personal leave and sick leave entitlements may apply for any 

available annual leave and/or long service leave or leave without pay to cover the necessary 
period of absence.  In exceptional circumstances such as multiple deaths within a family 
and/or household in a twelve month period, additional paid personal leave may be granted 
by the Director, Human Resources. 

 
 
27 LONG SERVICE LEAVE 
 
Principles 
 
27.1 Long service leave is an entitlement that recognises length of service to the University.  

Once staff become eligible to take long service leave, they are encouraged to take periods of 
long service leave during their employment.  Staff and supervisors will discuss staff 
members’ long service leave plans in the context of annual workplans. 

 
Eligibility and entitlement 
 
27.2 A full-time staff member is entitled to long service leave at the rate of 44 working days long 

service leave on full pay on the completion of ten years’ service.  After the initial ten years’ 
service, long service leave accrues at the rate of 11 working days for each completed year of 
service and pro-rata for less than a completed year of service.  Long service leave may be 
taken on half pay.  A staff member may take any long service leave at a time of his/her 
choosing if the staff member provides a minimum of six month’s written notice, subject to 
approval by the relevant supervisor.  The relevant supervisor will not unreasonably delay or 
withhold approval and leave can only be withheld where there are genuine operational 
reasons, as defined below, not to grant the leave at the requested time.  Where leave cannot 
be granted on the basis of the original request, the staff member will be advised of the 
reason for the refusal and an acceptable alternative time for the taking of long service leave 
will be agreed between the staff member and the supervisor. Note: Genuine operational 
reasons do not include budget considerations or that such leave would coincide with 
teaching period/s. Genuine operational reasons may include periods of known peak 
workload, for example, where significant numbers of other staff are already approved for 
leave at the requested time or critical work by the staff member needs to be completed at the 
requested time. 

 
27.3 Casual staff are entitled to pro-rata accrual of the full-time rate of long service leave for 

continuous service from 9 May 1985.  Pro-rata accrual will be determined on the basis of the 
hours worked by the casual staff member.  Breaks in service of four months or more will 
break continuity of service.  Casual staff who are eligible for long service leave will be 
entitled to take their leave on the average rate of pay earned by the casual in the five years 
preceding the date on which long service leave is to commence. 

 
Effect of leave without pay 
 
27.4 Periods of leave without pay (except sick leave without pay, which, when aggregated, does 

not exceed six months) are not counted as service for the purpose of determining eligibility 
for long service leave (ie calculating ten years’ service). 
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Pro-rata long service leave 
 
27.5 Staff, other than casuals, who have completed between five and ten years of service are 

entitled to payment for long service leave on a pro-rata basis in the following circumstances: 
 

(a) upon termination of employment for any reason other than misconduct (eg death, 
medical retirement or redundancy) 

(b) upon resignation on account of illness, incapacity or domestic or other pressing 
necessity, or 

(c) upon retirement at or after age 60 or at such retirement age in accordance with the 
provisions of the relevant superannuation scheme. 

 
Except for (b) above, this sub-clause will be interpreted in the same manner as the similar 
provision within the NSW Long Service Leave Act 1955, as amended. 

 
Recognition of prior service with another institution 
 
27.6 Service for full-time or part-time staff commencing on or after 26 January 1988 (date of 

establishment of UTS) means full-time or part-time service (whether continuous or broken) 
as a staff member at UTS and/or continuous full-time or part-time service with other 
Australian higher education institutions (includes Universities and CAEs, does not include 
TAFE). 

 
27.7 For the purposes of sub-clause 27.6 above continuous service is deemed to be where the 

period between ceasing with one employer and commencing with the next is not greater than 
two months.  This intervening period is not counted as service. 

 
27.8 Notwithstanding sub-clause 27.6 above, if a staff member has taken long service leave or is 

eligible to be paid or has been paid in lieu of long service leave by the releasing institution or 
any other institution, the staff member will not accrue any entitlement to leave for the period 
of service with the releasing institution for which leave has been taken, paid or for which 
there is eligibility for payment, but subject to this sub-clause such a period shall be included 
as qualifying service for determining when the staff member is next eligible to take long 
service leave. 

 
 
28 LEAVE WITHOUT PAY 
 
 
28.1 Leave without pay for appropriate purposes may be granted by the University. 
 
28.2 All continuing and fixed-term staff are eligible to apply for leave without pay, which may be 

granted at the discretion of the University.  Because of the nature of their employment, 
casual staff are not eligible for leave without pay. 

 
28.3 Leave without pay does not break continuity of service: a staff member remains a staff 

member of the University during leave without pay and the provisions of many policies 
continue to apply during leave without pay.  For example, staff are bound by the University’s 
Code of Conduct, may apply for positions advertised within the University and for promotion. 

 
28.4 Periods of leave without pay will not count as service for the purpose of determining 

entitlements (subject to sub-clause 27.4 which outlines the effects of leave without pay on 
long service leave), probation, and eligibility for a Professional Experience Program. 
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29 PARENTAL LEAVE 
 
Definition 
 
For the purposes of this Clause ’partner’ includes same sex partners. 
 
Principles 
 
29.1 Parental leave enables parents employed at UTS to care for their child (biological, adopted 

or foster).  Parental leave incorporates maternity, adoption, partner's and foster parent’s 
leave. 

 
Eligibility for parental leave 
 
29.2 All full-time and part-time staff employed on a continuing or fixed-term basis may be eligible 

for parental leave.  Casual staff may also be eligible for unpaid parental leave in accordance 
with sub-clauses 29.17 - 29.19. 

 
29.3 A fixed-term staff member will only be granted paid and/or unpaid parental leave if the period 

of leave falls within the time span of their fixed-term appointment. If the fixed-term staff 
member is subsequently offered another appointment, he or she may extend into the period 
of the new appointment the date for return from leave. 

 
Basic entitlement 
 
29.4 Staff are entitled to up to 104 weeks’ unpaid parental leave from the date of birth or 

placement of the child after completion of 40 weeks continuous service. Included in this is 
the entitlement that both parents may take eight weeks unpaid concurrent parental leave 
which can be taken in up to four separate periods of two weeks or more. 

 
Paid parental leave - maternity and adoption 
 
29.5 To be eligible for paid parental leave, a female staff member (in the case of maternity leave) 

or the primary carer (in the case of adoption leave) must have completed 40 weeks’ 
continuous service prior to the expected date of birth or adoption of the child.  Unless there is 
a break in service this qualifying period need only be served once. Full paid parental leave 
entitlements will be extended to a partner who becomes the primary carer of a new born 
child where a medical practitioner certifies that for health reasons the birth mother is no 
longer able to be the primary carer. 

 
29.6 The paid parental leave entitlement comprises: 
 

(a) up to 20 weeks leave on full pay which may be taken as 40 weeks on half pay or a mix 
of full and half pay to commence no later than the date of birth or adoption of the child 

 
(b) up to 30 days paid leave which may be taken as a further continuous period of leave 

on full or half pay or structured leave for phased return to work or a combination of 
continuous leave and phased return to work.  All or part of the equivalent value of this 
leave (calculated at the salary rate applicable at the date of return from parental leave) 
may be used for professional and career development projects. 

 
29.7 If both parents are UTS staff they may share the paid parental leave provided that both staff 

have completed the 40-week qualifying period prior to the expected date of birth or adoption 
of the child.  However, the partner’s entitlement to parental leave will be reduced by any paid 
partner’s leave taken at the time of the birth or adoption of the child. 
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Unpaid parental leave 
 
29.8 A primary carer is entitled to a grant of up to 104 weeks unpaid parental leave from the date 

of birth or date of placement of her/his child.  Provided that any such unpaid parental leave 
must not extend beyond the child's second birthday or 104 weeks from the placement of the 
child and must not overlap with any period of leave (other than paid partner’s leave) as 
specified in the relevant statutory declaration. 

 
Cessation of pregnancy 
 
29.9 In the event of a still birth, the staff member will be entitled to 20 days paid parental leave 

from the date of the birth.  The staff member may access their personal, sick, annual, long 
service and/or leave without pay, as appropriate, for a further period as a registered medical 
practitioner certifies as necessary. 

 
29.10 In the event of a miscarriage, the staff member may access their personal, sick, annual, long 

service leave and/or leave without pay, as appropriate, for such period as a registered 
medical practitioner certifies as necessary. 

 
Pregnancy-related Illness 
 
29.11 A staff member’s illness not related to the direct consequences of the birth will be dealt with 

in accordance with Clause 25 [Sick Leave]. 
 
Partner's leave 
 
29.12 A staff member is entitled to a period of up to 20 working days paid leave (paid partner’s 

leave), which may be taken at any time in the three-month period following the birth of a child 
of his/her partner or on taking custody of a child. 

 
Foster parents leave 
 
29.13 A staff member who assumes the role of primary carer for a foster child shall be granted a 

maximum of the following in the twelve month period from the time the foster child enters the 
staff member’s care: 

(a) six weeks at half pay or three weeks at full pay if the child is under five years 

(b) three weeks at half pay or eight days at full pay if the child is five years of age or older. 
 
Right of return to former position 
 
29.14 A staff member has a right to return to their former position after parental leave.  ‘Former 

position’ is defined as the position held by the staff member immediately prior to the 
commencement of leave; except where by reason only of the pregnancy a staff member has 
been transferred to a more suitable or safe position before commencing maternity leave, the 
position held by her immediately before she transferred to the temporarily suitable or safe 
position. 

 
29.15 Clause 16 [Managing Change in the Workplace] and 53 [Redundancy] will apply to the staff 

member absent on parental leave in the same manner as if the staff member were not 
absent. 

 
29.16 A staff member returning from parental leave may request flexible work arrangements in the 

form of, for example, a different mode of employment (refer to clause 41).  The University 
and the staff member may agree to a period of redeployment to a suitable position to enable 
the staff member to access flexible work arrangements.  Such flexible work arrangements 
may apply until the staff member’s child reaches school age.  The University may refuse the 
request only on reasonable business grounds and the reasons for refusal must be provided 
in writing. 
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Unpaid Parental leave for casual staff 
 
29.17 A casual staff member who meets the following criteria will be entitled to up to 52 weeks 

unpaid parental leave from the date of birth or taking custody of the child: 

(a) who, immediately prior to the proposed date of commencement of the parental leave, 
was employed by the University for a period of at least twelve months on a regular and 
systematic basis for several periods of employment or on a regular and systematic 
basis for a continuous period, and  

(b) who has, but for the pregnancy or the decision to adopt, a reasonable expectation of 
further employment. 

 
29.18 The University will not fail to re-engage a casual staff member because: 

(a) the staff member or staff member's spouse or de facto partner is pregnant; or 

(b) the staff member is or has been immediately absent on parental leave. 
 
29.19 A casual staff member who takes parental leave will remain a staff member of the University 

for the period of the parental leave 
 
29.20 The rights of the University in relation to engagement and re-engagement of casual staff are 

not affected, other than in accordance with the sub-clauses 29.17 - 29.19. 
 
 
30 COMMUNITY LEAVE 
 
Special community leave may be granted to staff in accordance with this clause and with University 
guidelines to enable them to perform a service to the community.  This leave applies only to activities 
which are not regarded as duty and which are not covered by other forms of available leave.  The 
length of the period of leave granted will vary depending upon the circumstances.  However, the leave 
is to be limited to the minimum time necessary in each circumstance.  Community leave may be taken 
for matters such as: 
 
(a) Jury service; attendance as a witness for the Crown or as a witness for proceedings in FWC 

or other relevant court or tribunal. 
 

Paid leave is available for the duration of Jury service and/or period required as a witness.  
Staff must provide evidence of the necessity to attend and any payment received for jury 
service must be paid to the University. 

 
(b) Volunteer emergency services as a member of a voluntary service organisation 
 

Paid or unpaid leave is available to a staff member who is a member of a voluntary service 
organisation for the period in which services are required.  The staff member must be a 
member of the voluntary service and provide a certificate of attendance in order to access 
paid leave. 

 
(c) Blood Donation 
 
(d) Military Service 
 

Two weeks leave is available for military leave for attendance at defence forces reserve 
training programs or courses.  Further leave is available on written certification of its 
necessity by the staff member’s commanding officer.  The staff member must provide 
evidence of necessity to attend together with certificate of attendance and any details of pay 
received.  The staff member will receive differential pay for all military leave periods. 

 
(e) Participation in National Aboriginal and Islander Day of Observance Committee (NAIDOC) 

Day by indigenous Australian staff 
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The University provides one day’s paid leave to Indigenous Australian staff to participate in 
NAIDOC Day.  Staff who, because of travel requirements require more leave to participate in 
NAIDOC Day activities, may also be granted Personal Leave in accordance with sub-clause 
26.3 [Personal Leave]. 

 
(f) Selection as a representative for participation in national and/or international sporting 

competitions 
 

Up to five days paid leave is available for a staff member who is selected and participates as 
a national representative in international amateur sport. Up to three days is available for a 
staff member who is selected and participates as a state representative in national or 
interstate major amateur sport. 

 
 
31 DOMESTIC VIOLENCE LEAVE 
 
31.1 UTS recognises that a staff member may experience situations of violence or abuse in their 

personal life that may affect their attendance or performance at work. 
 
31.2 UTS assists staff who may experience domestic violence by providing a range of support 

options to assist them in such circumstances. These include: 
 
• Five days domestic violence leave per calendar year that is not cumulative 
• Access to sick leave, personal leave, annual leave, long service leave or leave without 

pay, in addition to domestic violence leave 
• Flexible working arrangements, including changes to working times/ location consistent 

with the needs of the work unit 
 
Support evidence of treatment for domestic violence may be required by UTS and must be in 
the form of a document issued by the Police, a Court, a treating medical practitioner, a 
registered domestic violence support service or lawyer or a counseling professional or 
psychologist.  

 
 
32 ABSENCE FROM DUTY 
 
Principles 
 
32.1 Staff must advise their supervisors of all absences from duty.  Prior notice of absence should 

be provided, however, where such notice cannot be provided, staff should notify their 
supervisors within 24 hours of normal commencement of duty, stating the reason for the 
absence and likely length of absence. 

 
32.2 Staff are required to promptly submit a leave application in respect of any absence.  Where a 

leave application is not provided by a staff member, the supervisor may arrange for the 
appropriate leave record to be adjusted and for the staff member to be notified of that 
adjustment. 

 
 

 
PART D - PERFORMANCE AND DEVELOPMENT 

 
 
33 SUPERVISION AND PERFORMANCE AND DEVELOPMENT 
 
Supervision 
 
33.1 Each staff member will have a nominated academic “supervisor", and will be advised in 

writing of the name and/or position of the nominated supervisor. 
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Principles 
 
33.2 Supervisors have a range of responsibilities, including those in relation to Performance and 

Development, Probation reviews, consulting with staff on their workload allocations, 
addressing performance issues and for the approval of leave in accordance with Part C.  
Supervisors also have a role to play in the prevention of workplace bullying by taking action 
when instances of such behaviour come to their attention.  The University is opposed to 
workplace bullying. 

 
33.3 The supervisor will be determined by the Dean and will normally be at Level C or above in 

designated academic leadership roles within the staff member’s academic unit.  Wherever 
possible, the supervisor will be competent in the area(s) of expertise of the staff member for 
whom they are responsible.  In exceptional circumstances, or where requested in writing by 
the staff member, the Deputy Vice-Chancellor may appoint an alternative supervisor. 

 
Planning and Review for Performance and Development 
 
33.4 Planning and review for performance and development is intended to be a positive process 

that balances the professional and career development needs of each academic and the 
operational needs and strategic directions of the University. 

 
33.5 The planning and review process is a process of collegial engagement and discussion that 

will result in an annual workload allocation that is consistent with the workload allocation 
policy of the academic unit.  It also provides a mechanism through which the staff member 
will receive constructive and regular feedback on their performance and development. 

 
33.6 Supervisors and the staff they supervise will meet at least annually for the planning and 

review process.  The planning and review process will encompass all aspects of a staff 
member’s work, including their professional contribution to the community.  The process 
should identify any developmental needs and support that the staff member may require. 

 
33.7 The supervisor and staff member will jointly prepare a planning and review report which will 

document performance feedback and plans, including staff development plans, annual and 
other leave plans.  The supervisor will ensure that the staff member develops an appropriate 
and reasonable plan consistent with available resources. 

 
 
34 COMMITMENT TO STAFF DEVELOPMENT 
 
34.1 The University is committed to the ongoing skills and career development of its staff.  It will 

provide resources for a diversity of learning and development opportunities designed to: 

(a) assist new members of staff to orient themselves to the University environment, and 
develop the necessary skills for their role 

(b) appropriately develop staff at all levels in relation to teaching and learning, research, 
contribution to the University and general skills development 

(c) appropriately develop academic supervisors to facilitate the fulfilment of their 
responsibilities 

(d) assist staff and supervisors to work collaboratively in a changing workplace 
environment and to deal effectively with employee relations issues and grievances as 
they emerge 

(e) promote academic leadership and management skills, and 

(f) support the University’s commitment to diversity and equal opportunity. 
 
34.2 Learning and development opportunities may include: 

(a) individual support via annual planning and review for performance and development 
processes; 
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(b) a staff development program for new staff at Level A and Level B; 

(c) continuing assistance and services to facilitate the evaluation and quality of teaching; 

(d) Professional Experience Program; 

(e) development activities for research supervisors; 

(f) research mentoring; 

(g) specific proposals for academic career development for casual staff; 

(h) information sessions and training in relevant University policies and procedures. 
 
 
35 STAFF DEVELOPMENT FOR NEW STAFF 
 
35.1 New staff appointed to continuing positions or to fixed-term contract positions of two years 

duration or greater at Level A or Level B may undertake a formalised staff development 
program tailored to the needs of the staff member. 

 
35.2 Staff involved in the two-year program will receive a teaching load reduced to approximately 

75% of the normal load for their Faculty.  Research only staff will receive an equivalent 
workload reduction based on the relevant Faculty workload policy.  The program will not 
involve more time than the 25% reduction in load. 

 
35.3 Staff undertaking a formalised staff development program are expected to complete all 

components of the program, both compulsory and elective, within the two-year period 
allocated.  Teaching load will be restored to the normal load for the Faculty at the conclusion 
of this period. 

 
 
36 PROBATION 
 
36.1 The provisions of this Clause apply to continuing or fixed-term staff members.  Casual staff 

are excluded from the application of this Clause. 
 
36.2 On commencement of employment, a staff member may be subject to a period of probation 

appropriate to the nature of the work being undertaken.  If an assessment of performance 
cannot be made due to the staff member’s extended absence on approved leave from the 
University (for example, leave without pay, sick leave, parental leave) then the end date for 
the probation period may be adjusted by the Director, HRU to provide the staff member with 
a total period of probation equivalent to that initially contemplated. 

 
36.3 All probationary staff will participate with their supervisor in a process of planning, review and 

development to assist them to meet the requirements for continuing appointment.  To ensure 
that each staff member is able to contribute effectively to the University, staff must 
demonstrate that they meet the criteria for probation (consistent with the level and type of 
appointment) in order to satisfy probationary requirements. 

 
36.4 Through the probationary period, the supervisor must inform the staff member in writing of 

any impediments to the continuation of the staff member’s employment when such 
impediments become apparent. 

 
36.5 Period of probation – continuing appointments 
 
36.5.1 Staff commencing employment at UTS on continuing appointments will be appointed with a 

probationary period of up to three years. 
 
36.5.2 The University may confirm a continuing appointment or terminate the employment of a staff 

member. 
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36.6 Period of probation – fixed-term appointments 
 
36.6.1 A period of probation will apply to staff employed on their first fixed-term appointment.  Any 

second or subsequent fixed-term appointment to the same position or to an essentially 
similar position with UTS will not contain a probationary period. 

 
36.6.2 A period of probation of a maximum of one-quarter of the period of appointment (or one year, 

whichever is the lesser) may apply to staff employed on their first fixed-term appointment.  
The period of probation to apply to each appointment should be determined having regard to 
the period of fixed-term employment and the nature of the work. 

 
36.6.3 The University may at any time during the probationary period and in accordance with the 

procedures set out in this Clause, offer to continue the fixed-term appointment without 
completing the probationary period or terminate the employment of a staff member. 

 
36.7 Formal review and subsequent action – continuing and fixed-term appointments 
 
36.7.1 At the time of the formal review, the staff member will be expected to submit to their 

supervisor copies of student evaluations of teaching undertaken since appointment.  The 
review will include discussion on progress against agreed expectations and development 
activities.  The supervisor will be required to indicate if there are problems, which may 
potentially affect the continuation of the staff member’s appointment. 

 
36.8 Formal Review – continuing appointments 
 
36.8.1 A formal review of performance will normally occur six months before the end of the 

probation period unless the review is brought forward because: 
 

(a) the staff member is not meeting contractual and/or agreed expectations; or 
(b) in exceptional circumstances and where performance warrants,  a decision to continue 

the staff member’s appointment can be made before the completion of the full 
probationary period. 

 
36.8.2 The supervisor will prepare a report on the formal review which will recommend either:  
 

(a) the continuation of the staff member’s appointment; or 
(b) termination of appointment. 

 
36.8.3 Where the report recommends termination, the report must include any adverse material 

about the staff member which has been taken into account in making the recommendation 
for termination.  The staff member will be provided with a copy of the supervisor’s report and 
will be given reasonable opportunity to provide a response in writing.  The supervisor’s 
recommendation together with any response from the staff member will be forwarded to the 
Dean. 

 
36.8.4 If the Dean’s decision is to endorse a recommendation that a continuing appointment be 

granted, the recommendation will be submitted to the Deputy Vice-Chancellor for final 
consideration and approval. 

 
36.8.5 Should the Dean disagree with the supervisor's recommendation for continuing appointment, 

or should the Dean endorse a recommendation for termination, this recommendation will be 
submitted, through the Director, HRU to a Review Committee.  At this time the Dean will 
advise the staff member in writing of his/her decision and will provide a copy of any 
submission forwarded to the Review Committee. 

 
36.9 Probation Review Committee 
 
36.9.1 Membership will comprise: 
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(a) the Senior Deputy Vice-Chancellor or nominee (Chair) 
(b) the Director, HRU (or nominee) 
(c) a continuing staff member in a cognate discipline (nominated by the Vice-Chancellor) 
(d) a continuing staff member from another UTS Faculty who is of the same or higher 

classification as the person on probation (nominated by the Vice-Chancellor); and 
(e) a staff member nominated by the NTEU UTS Branch President. 
 

36.9.2 The staff member, supervisor and Dean may make submissions to the Committee and the 
staff member may choose to be represented by a representative. 

 
36.9.3 The Committee will make a recommendation to the Vice-Chancellor regarding continuing 

appointment or termination of probation. 
 
36.10 Formal review – fixed-term staff 
 
36.10.1 A formal review of performance will normally occur at least four weeks before the end of the 

probation period unless the review is brought forward because: 
 

(a) the staff member is not meeting contractual and/or agreed expectations; or 
(b) in exceptional circumstances and where performance warrants, a decision to continue 

the staff member’s fixed-term appointment can be made before the completion of the 
full probationary period. 

 
36.10.2 At the time of the formal review, the staff member will be expected to submit to their 

supervisor copies of student evaluations of teaching undertaken since appointment.  The 
review will include discussion on progress against agreed expectations and development 
activities.  The supervisor will be required to indicate if there are problems, which may 
potentially affect the granting of continuing appointment. 

 
36.10.3 The supervisor will prepare a report on the formal review which will recommend either  
 

(a) the continuation of the staff member’s fixed-term appointment; or 
(b) termination of appointment. 
 
Where the report recommends termination, the report must include any adverse material 
about the staff member which has been taken into account in making the recommendation 
for termination.  The staff member will be provided with a copy of the supervisor’s report and 
will be given reasonable opportunity to provide a response in writing.  The supervisor’s 
recommendation together with any response from the staff member will be forwarded to the 
Dean who will review the recommendation.  The Dean will forward the recommendation for 
final decision by the Senior Deputy Vice-Chancellor. 

 
36.11 Notice 
 
36.11.1 If termination of a probationary staff member is approved, the staff member will receive, in 

the case of fixed-term appointments four weeks’ notice and in the case of continuing 
appointments six months’ notice of termination.  At the University’s discretion payment may 
be made in lieu of notice, effective from the date of the written advice of the decision. 

 
 
37 ACADEMIC WORKLOAD ALLOCATION 
 
37.1 The objective of this clause is to provide a framework for ensuring that academic workloads 

are equitable, transparent, and manageable.  This clause does not apply to the allocation of 
workloads for casual staff.  The appointment of a staff member to an Education-Focused 
Academic Role will be in accordance with the Vice-Chancellor’s Directive for Education 
Focused Academic Roles, as approved by the Vice-Chancellor, and their workload allocation 
will be in accordance with the Faculty Workload guidelines.  
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37.2 The Dean (or equivalent) is responsible for the development and review of academic 
workload guidelines within the Faculty.  Academic workload guidelines will be developed 
and/or reviewed through an open, transparent and consultative process in which all full-time, 
part-time and sessional academic staff of the Faculty have the opportunity to participate and 
comment on proposed workload guidelines.  Workload guidelines may include any weighting 
formulae relevant to workload allocation within the Faculty. 

 
37.3 Workload guidelines will be provided to the Senior Deputy Vice-Chancellor who may require 

that the Dean revise them to ensure that they are consistent with this clause and/or the 
strategic objectives of the University. 

 
37.4 Following approval of the workload guidelines by the Senior Deputy Vice-Chancellor, copies 

will be made available to all staff to whom the guidelines apply. 
 
Principles of assigning academic workloads 
 
37.5 Academic staff shall be consulted on workload which will be allocated fairly and equitably.  

To achieve this end, and to monitor workloads of academic staff generally within the 
academic unit in which they work, workloads will be assigned in accordance with the 
principles for allocating workloads set out in sub-clause 37.7 and the relevant Faculty 
workload guidelines. 

 
37.6 Academic workload will normally embrace the full range of academic responsibilities which 

may include, but is not limited to, teaching and teaching-related activities, subject and/or 
course co-ordination, educational development, research, scholarship, creative works and/or 
the advancement of knowledge, research degree supervision, UTS consulting, engagement 
and partnership,  University service to the community, leadership and administration 
(exceptions include academic staff employed on a casual, sessional or research only basis). 
 
Faculty workload guidelines will set out the range of teaching and educational development 
activities that may include, but is not limited to:  
 
• Curriculum development and preparation of learning and teaching materials for all 

forms of delivery approved by the University; 
• All approved modes of learning facilitation; 
• Delivery of lectures, tutorials, workshops, seminars, laboratories, practicums, clinical 

education, field work and work-based projects; 
• Consultation with students.  

 
37.7 Workload will be allocated in accordance with the following principles: 
 

(a) total workload allocated to each staff member in a Faculty (or equivalent) will be 
broadly equivalent 

(b) an academic staff member’s workload should reflect their stage of career 
development, recognising that the emphasis between the different areas of academic 
work may shift during a staff member’s career at UTS.  At various times during a staff 
member’s career, workload may be allocated to give particular emphasis to teaching, 
to research, to other activities or to allow a balance across these three areas. 

(c) the allocation and recognition of academic workloads shall reflect the range of career 
paths of academic staff and support the strategic directions of the University 

(d) the maximum teaching requirement will be stated within the Faculty workload 
guidelines. This should reflect the following: 

(i) different modes of delivery and assessment  

(ii) preparation for teaching, curriculum development and the development of 
course materials 

(iii) the number of students taught. 
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(e) the appropriate mix of activities will be determined through consultation between the 
supervisor and the staff member and will recognise opportunities for staff to participate 
in, develop and balance their expertise in areas of academic activity 

(f) individual workloads and the mix of activities and responsibilities may vary from 
semester to semester, but will balance out over time 

(g) staff who teach on weekends or public holidays will take the equivalent period of time 
off at a time agreed between the staff member and their supervisor 

(h) a staff member will not experience an increase in annual workload in relation to 
teaching by reason of teaching in summer session.  A staff member, with the 
exception of Education Focused Academics Roles and Scholarly Teaching 
Fellowships, will not be scheduled to teach in summer session for more than two 
consecutive years without the agreement of the staff member 

(i) the personal and family and carer’s responsibilities of staff where these have been 
disclosed to the supervisor will, wherever possible, be taken into consideration in 
determining workload schedules 

(j) the annual and other leave plans of staff as set out in the planning and review report 
will be taken into consideration in allocating workload 

(k) a staff member required to travel for eight hours or more to work offshore will be 
entitled to 24 hours free of allocated duties prior to travel and 24 hours free of 
allocated duties upon his/her return.  These arrangements also apply to a staff 
member who agrees to teach offshore where the teaching is above their normal 
workload.  These arrangements do not apply when a staff member elects to attend 
conferences or undertake other activities of their own volition, that is not at the 
direction of the University 

(l) a staff member will not be required to: 

• teach after 9.30pm on week days without agreement with the staff member 

• teach on more than two evenings on a weekly basis during any semester 

• teach for longer than four hours without a break of at least 30 minutes, and for 
no longer than seven hours in one day 

• commence teaching within ten hours of the conclusion of a teaching session 
conducted on the previous day. 

 
Nothing in this sub-clause prevents a staff member from teaching outside the parameters 
specified if agreed between the staff member and supervisor. 
 

37.8 Staff will be consulted on their workload allocation by their supervisor as part of the planning 
and review and workplanning processes [refer Clause 33, Supervision and Performance 
Development] in accordance with the principles expressed in this Clause and their Faculty 
workload guidelines. 

 
37.9 An academic staff member’s allocated workload will be such that it can be undertaken within 

an average of 35 hours per week (pro-rata for part-time and sessional staff).  The normal 
pattern of academic workload is 40% teaching, 40% research and 20% other activities. The 
majority of continuing and fixed-term academic staff will be engaged on the normal workload 
pattern.  The current teaching norm is based upon a model of two main teaching periods per 
year, although it is recognised other models may apply across the University. Education 
Focused Academics Roles and Scholarly Teaching Fellowships may be directed to teach 
across three teaching periods per annum. 

 
37.10 Staff will not be required to work more than 1610 hours per year (pro-rata for part-time and 

sessional staff), which allows for 140 hours of annual leave to be taken each year and for 
University/ public holidays.  Workload will be adjusted to take into account of any additional 
or lesser amount of approved annual leave and/or for any approved long service leave 
planned to be taken each year.   
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37.11 Staff with concerns about their workload allocation should first approach their supervisor.  

Staff with unresolved workload allocation issues should be referred to the Dean for 
resolution.  If the staff member’s concerns are not resolved, the staff member may seek to 
resolve them using the disputes resolution process in this Agreement. 

 
37.12 Review of Workload Policies 
 
37.12.1 Within six months of the approval of this Agreement the University will establish a Workload 

Policy Review Committee.  The Workload Policy Review Committee will meet twice-yearly to 
ensure that Faculty workload policies comply with this clause. 

 
37.12.2 The Workload Policy Review Committee will comprise the following: 

 
• The Senior Deputy Vice-Chancellor or nominee 
• Two academic staff nominated by the Senior Deputy Vice-Chancellor 
• Three academic staff nominated by the NTEU. 

 
37.12.3 The Workload Policy Review Committee will be responsible for reviewing and approving 

proposed Faculty workload guidelines to ensure these are consistent with this clause.  If the 
Workload Policy Review Committee is unable to reach agreement on the proposed Faculty 
workload guidelines, then the guidelines will be referred to the Senior Deputy Vice-
Chancellor for determination. 

 
37.12.4 Prior to making a determination under sub-clause 37.12.3 above, the Senior Deputy Vice-

Chancellor will seek advice from the relevant Dean and invite submissions from interested 
staff within the relevant Faculty. 

 
 
38 SCHOLARLY TEACHING FELLOWSHIPS 
 
38.1 UTS will establish a new category of continuing academic positions to be known as a 

Scholarly Teaching Fellowship (STF) whose purpose is to replace a similar amount of 
teaching work undertaken by casual academic staff. 

 
38.2 UTS will create, fill and maintain 30 full time equivalent STF positions during the nominal 

term of this agreement. 
 
38.3 The persons who will be eligible to apply for a STF position will be existing or former 

academic fixed term or casual staff of any Australian University, who have at least 12 
months employment in total in Australian Universities (this can be a combination of a number 
of fixed term and/or casual contracts at a number of Australian Universities during the last 
few years). A person who currently holds a continuing academic role at any Australian or 
overseas University is not eligible to apply. 

 
38.4 STF positions will be advertised external to UTS and appointment, which will be at Level A 

step 3, will be subject to a competitive merit based selection process. 
 
38.5 STF positions will be full time or part time continuing positions and will be subject to a 

probation period. A STF will progress, in the same manner applicable to other staff through 
incremental steps to Level B, step 2. 

 
38.6 After 3 years and subject to satisfactory completion of probation, a STF could apply to be 

appointed to any academic role at Level B.  There is no automatic conversion to any 
academic role.  Those STF that are not converted to a different academic role will remain as 
a STF. 

 
38.7 A STF will be allocated work on the following basis; 1) teaching and related duties 70%, 2) 

scholarship and research 20% and c) other duties 10%.  A STF may be directed to perform 
teaching and related duties in more than 2 teaching sessions per annum. From the 70% 
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teaching and related duties workload allocation of a STF, about 80% of the total teaching 
contact hours (which includes; lectures and tutorials or equivalent on-line and/or distance 
teaching) will have been delivered by casual staff in the year prior to appointment or delivery. 
Workload allocation may be averaged over 3 years. 

 
38.8 If a STF takes extended leave or is seconded UTS may appoint another STF on a fixed term 

contract to replace them for the duration of the leave period. UTS may not count both such 
staff members for the purposes of sub clause 38.2above. 

 
39 PROFESSIONAL EXPERIENCE PROGRAM (PEP) 
 
39.1 PEP is a period of paid release from normal duties granted to provide staff with the means of 

undertaking a structured program in order to benefit their work and thus the University in 
meeting its objectives.  Work towards completion of a relevant doctoral qualification is an 
appropriate purpose for PEP. 

 
Eligibility 
 
39.2 All full-time, part-time and sessional staff and fixed-term staff appointed in excess of three 

years are eligible to apply for PEP.  Eligibility becomes effective when the staff member has 
completed three years’ service on 1 January or 1 July prior to the proposed commencement 
date of the PEP.  Part-time and sessional staff will accrue eligibility for PEP on a pro-rata 
basis. 

 
39.3 Full-time and part-time continuous service (at Level A and above) at another Australian 

university will be counted towards initial eligibility to apply for PEP. Continuous service is 
deemed to be where the period between ceasing with one employer and commencing with 
the next is not greater than two months. This intervening period is not counted as service. 

 
39.4 The length of the minimum period of qualification for eligibility for a second and subsequent 

PEP will be proportionate to the length of PEP applied for: 
 

Period of PEP applied for Minimum service qualifying period 

13-14 weeks two years 
15-18 weeks two and a half years 
19-26 weeks three years 

 
For PEP in excess of 26 weeks the minimum qualifying period will be calculated on the basis 
of 3.6 weeks for each six month period. 
 
Part-time staff will accrue eligibility for PEP on a pro-rata basis. 

 
39.5 Duration of PEP  

 
A normal PEP period consists of 26 consecutive weeks. 

 
Travel allowance 
 
39.6 At any time, a staff member may make application for payment of a travel allowance, as 

prescribed by the University. Payment of a travel allowance is not automatic but is 
dependent upon the applicant demonstrating that they will incur travel and associated 
expenses amounting to at least the amount of the allowance. 

 
Obligations 
 
39.7 It is a condition of acceptance of the grant of PEP that the staff member is able to serve at 

the University for at least six months after the completion of PEP. 
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39.8 Upon return from a period of PEP the staff member will submit a PEP report. 
 
 
40 EVALUATION OF TEACHING 
 
Principles 
40.1 Effective teaching plays a critical role in the quality of the learning outcome of students.  

Teaching effectiveness is context dependent and multidimensional and must be considered 
in that light. 

 
40.2 Teaching evaluations provide feedback which can be used for developmental purposes and 

for the improvement of the quality of teaching and learning.  Teaching evaluations are also a 
source of evidence of teaching performance that inform decisions on probation and 
promotion. 

 
40.3 The information that teaching evaluations provide about the individual performance of staff 

is, therefore, sensitive and access to it must be restricted to those concerned with the 
processes identified in sub-clause 40.2.  Access will be determined in accordance with each 
academic unit’s policy on the use of teaching evaluations.  Such policies will be developed in 
an open and collegial manner. 

 
40.4 All fixed-term and continuing staff will be required to undertake regular evaluation of their 

teaching, including research supervision as appropriate.  The University may require casual 
staff to undertake evaluation of their teaching and, if so, the casual staff member’s 
supervisor will discuss the teaching evaluation outcomes with the casual staff member. 

 
40.5 As part of the probation process, staff will be required to undertake student evaluations of 

their teaching for all of their major teaching duties in each teaching session, and to provide 
copies of such teaching evaluations as required in Clause 36 [Probation].  All other staff are 
required to undertake at least one student evaluation of their major teaching duties and 
research supervision activity, for each teaching session. 

 
40.6 Nothing in this Clause prevents the staff member from disclosing their own teaching 

evaluation results to other parties. 
 
 

 
PART E - GENERAL CONDITIONS 

 
 
41 MODES OF EMPLOYMENT 
 
A fixed-term or continuing staff member may request to vary her/his mode of employment for a fixed 
period as agreed between the staff member and the supervisor.  Requests to vary a staff member’s 
mode of employment must be considered for approval by the relevant Dean or Director. 
 
41.1 Full-time employment 
 
Full-time employment means all employment other than part-time.  A staff member may be employed 
full-time on either a continuing or fixed-term basis in accordance with Clause 42 (Categories of 
Appointment). 
 
41.2 Part-time employment 
 
41.2.1 Part-time employment means employment for less than the normal weekly ordinary hours 

specified for a full-time staff member for which all entitlements are paid on a pro-rata basis 
calculated by reference to the time worked. 

 
41.2.2 The minimum proportion of full-time applicable to a part-time appointment is 0.2 of a full-time 

appointment, except in exceptional circumstances. 
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41.2.3 A staff member may be employed part-time on either a continuing or fixed-term basis in 

accordance with Clause 42 [Categories of Appointment]. 
 
41.2.4 Staff employed on a part-time basis will receive the salary and non-salary conditions of a full-

time appointment calculated on a pro-rata basis.   
 
41.3 Sessional Employment 

 
41.3.1 Sessional employment means employment for a specified period during the year, which is 

normally related to a teaching session as set out in the University calendar.  It means 
employment for a fixed period in the year which is less than 52 weeks.  

 
41.3.2 Appointment to a sessional position will be made on a continuing or fixed-term basis in 

accordance with Clause 42 [Categories of Appointment] and will be made in accordance with 
the provisions of this Agreement and relevant university policies.   

 
41.3.3 The contract of employment will specify the length of the contract (if fixed-term), the nature of 

the duties to be performed, the period during the year to be worked and proportion of full-
time during the period.  In accordance with Clause 36, the contract may specify a reasonable 
probationary period that is directly related to the nature of the work to be carried out. 

 
41.3.4 Staff employed on a sessional basis will receive the salary and non-salary conditions of a 

full-time appointment calculated on a pro-rata basis.  This includes, but is not limited to: 
• incremental progression 
• all forms of leave (on a pro-rata basis) 
• workload allocation in accordance with the Faculty workload policy 
• participation in performance review and development 
• eligibility for progression from Associate Lecturer to Lecturer, and for Promotion 
• eligibility for PEP 
• superannuation (in accordance with Clause 18), depending on whether the sessional 

academic staff member is employed on a fixed-term or continuing basis 
• severance or redundancy provisions, depending on whether the sessional academic 

staff member is employed on a fixed-term or continuing basis. 
 
41.3.5 Staff employed on a sessional basis will not necessarily be required to perform the full range 

of academic responsibilities.  Workload will be determined in accordance with Clause 37 
[Academic Workloads]. 

 
 
42 CATEGORIES OF APPOINTMENT 
 
UTS shall employ staff on terms that correspond with one or other of the types of appointment 
prescribed in this Clause. 
 
Nothing in this Clause prevents a staff member engaging in additional work on a casual appointment 
in work unrelated to, or identifiably separate from, the staff member's normal duties.  
 
Nothing in this Clause shall limit the number or proportion of staff that UTS may employ in a particular 
type of appointment. 
 
A staff member employed on a continuing or fixed-term basis may be employed in a full-time, part-time 
or sessional capacity. 
 
42.1 Continuing appointment 
 
42.1.1 A continuing appointment is made for an indefinite period.  A continuing appointment would 

be made where the nature of the work is on-going. 
 
42.2 Fixed-term appointment 
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42.2.1 A fixed-term appointment is made for a specified term or ascertainable period.  The contract 

for this employment will specify the starting and finishing dates of that employment, (or in lieu 
of a finishing date, will specify the circumstance(s) or contingency relating to a specific task 
or project, upon the occurrence of which the term of the employment will expire).  During the 
term of employment, the contract is not terminable by the University, other than during a 
probationary period, or for cause based on unsatisfactory performance, misconduct or due to 
ill health in accordance with the relevant clauses in this Agreement. 

 
42.2.2 For the purpose of determining the entitlements of staff employed on fixed-term 

appointments, breaks between fixed-term appointments of up to two times per year and of 
up to six weeks on each occasion shall not constitute breaks in continuous service. 

 
42.2.3 The parties acknowledge that fixed-term employment is not the ideal employment mode in all 

circumstances.  Through its workforce planning process, the University is committed to 
minimising the use of fixed-term employment to circumstances in which it is appropriate.  
Fixed-term appointments shall generally be limited to work activity that comes within the 
description of one or more of the following circumstances: 

(a) to work on a specific task or project where a definable work activity has a starting time 
and which is expected to be completed within an anticipated timeframe; 

(b) to perform work that is externally funded, where the funds are not part of the operating 
grant or from fees paid on behalf of or by students; 

(c) to work in a research only role for a term of up to five years; 

(d) to work in a new organisational area, function or program where the prospective need 
or demand for which is uncertain or unascertainable at the time of establishment of the 
new area, function or program, in which case fixed term employment may be offered 
for up to three years; 

(e) to work in an academic unit where there is a sudden unanticipated increase in 
enrolments in which case fixed term employment may be used for up to three years; 

(f) to work in an area that is performing one or more functions or teaching one or more 
programs which will cease within a reasonably certain time. Where part or all of an 
organisational unit is to be disestablished, staff may be employed on a fixed term 
contract of up to two years; 

(g) to replace another staff member for a specified period while they are absent on leave, 
secondment or temporary transfer, or are undertaking higher duties, restricted duties, 
or have elected to work part-time for a specified period; 

(h) to fill a vacant position pending recruitment action where the position has been 
advertised or approved for advertisement, in which case the replacement staff 
member may be employed for up to six months, with capacity for extension for a 
further period of up to six months; 

(i) to undertake work where a curriculum in professional or vocational education requires 
that the work be undertaken by a staff member who has recent practical or 
commercial experience, in which case a staff member may be employed on up to 
three successive contracts within a total period of employment of up to three years; 

(j) pursuant to a “pre-retirement contract” for a period of up to five years ending on the 
date on which the staff member has indicated that they intend to retire; or 

(k) Enrolled students may be employed under a fixed-term appointment for work activity 
which is not described in the preceding subparagraphs of paragraph 42.2.3.  The work 
shall be within the student's academic unit or an associated research unit of that 
academic unit and is work generally related to a degree course that the student is 
undertaking within the academic unit.  Such fixed-term employment shall be for a 
period that does not extend beyond, or that expires at the end of, the academic year in 
which the person ceases to be a student, including any period that the person is not 
enrolled as a student but is still completing postgraduate work or is awaiting results. 
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42.2.4 Nothing in this clause affects the validity or operation of any fixed term contract that was 
entered into before the commencement of this Agreement.  However, such fixed term 
contracts may be renewed after the commencement of this Agreement only if they fall within 
one or more of the categories listed in sub-clause 42.2.3 (above). 

 
42.3 Fixed Term Employment Conversion 
 
42.3.1 Employees on a fixed-term contract may apply for conversion to ongoing employment 

subject to the following conditions: 

(a) the University has determined that ongoing work of the same or substantially similar 
duties is available within the employees work unit; and 

(b) the period of employment under fixed-term contracts has exceeded 3 years of 
continuous service; and  

(c) the employee has performed to a satisfactory standard for the duration of the term; 
and 

(d) the current contract is the second or subsequent fixed-term contract for the employee; 
and 

(e) the employee was originally appointed or subsequently appointed through a 
competitive selection process; and  

(f) the conversion request is approved by the respective Dean/Director of unit. 
 
42.3.2 The University will advise of the outcome and the reasons where an application for 

conversion to continuing employment has been declined. 
 
42.3.3 Notwithstanding anything in this clause, the University at its discretion may at any time 

convert a fixed-term appointment to continuing employment. 
 
42.4 Notice and Severance Pay 
 
Fixed-term appointments may be subject to notice and/or severance pay in accordance with the 
following: 
 
42.4.1 Provision of Notice 
 
42.4.1.1 UTS will provide to a fixed-term staff member written notice of the intention to renew or not to 

renew employment upon expiry of the appointment in accordance with the following table.   
 

Period of continuous service Period of Notice 
 

Less than three years at least two weeks 
Three years but less than five years at least three weeks 
Five years or over at least four weeks 

 
42.4.1.2 In addition to this notice, a staff member over the age of 45 years at the time of the giving of 

notice and with not less than two years continuous service shall be entitled to an additional 
week’s notice. 

 
42.4.1.3 Where, because of circumstances relating to the provision of specific funding to support 

employment, external to UTS and beyond its control, UTS is not reasonably able to give the 
notice required by this sub-clause, it shall be sufficient compliance with this sub-clause if 
UTS: 

 
(a) advises those circumstances to the staff member in writing at the latest time at which 

the notice would otherwise be required to be given; and 
 
(b) gives notice to the staff member at the earliest practicable date thereafter. 

 

Academic Staff Agreement 2014  33 



 

42.4.1.4 Except by reason of sub-clause 42.4.1.3 above, where employment is not renewed upon 
expiry of a fixed-term appointment and notice in accordance with the above cannot be 
provided, the University will provide pay in lieu of notice. 

 
42.4.1.5 If the University decides to continue a position on a fixed-term basis, the incumbent staff 

member will be offered further employment in the fixed-term position if the staff member was 
employed through a merit selection process and there has been satisfactory performance in 
the position. 

 
42.4.2 Severance pay 
 
42.4.2.1 Subject to sub-clause 42.4.2.2, a staff member who: 

(a) has been employed on a fixed term contract: 

(i) requiring them to work on a specific task or project; or 

(ii) that is externally funded; or 

(iii) to undertake research only functions 
and 

(b) seeks to continue the employment after the end of the specified term, task or project 
and is not offered further employment; 

and 

(c) whose contract is not renewed because: 

(i) in the case of a staff member employed on a second or subsequent fixed term 
contract (excluding a contract extension of no more than 2 months which is 
continuous with the initial contract), the same (or substantially similar) duties are 
no longer required by the University; or 

(ii) the duties of the kind performed in relation to the work continue to be required 
but another person has been appointed, or is to be appointed to the same (or 
substantially similar) duties; 

 
will be entitled to severance pay in accordance with the following scale: 
 
Period of continuous service Severance pay 
Up to the completion of two years four weeks 
Two years and up to the completion of three years six weeks 
Three years and up to the completion of four years seven weeks 
Four years and over eight weeks 

 
‘Week’s pay’ means the ordinary time rate of pay for the staff member concerned. 
 

42.4.2.2 This severance benefit does not apply to fixed-term staff engaged on work activity that 
comes within the description of one or more of the following circumstances: 

(a) as a replacement staff member or to fill an existing vacancy 

(b) where recent professional practice is required 

(c) a pre-retirement contract 

(d) where employment is subsidiary to studentship 

(e) a new or disestablished organisational area  

(f) a convertible fixed-term employment  

(h) sudden unanticipated increase in enrolments 

 
 
42.4.2.3 Breaks between fixed-term appointments of up to two times per year and of up to six weeks 

on each occasion, will not constitute breaks in continuous service.  Periods of approved 
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unpaid leave will not count for service, but will not constitute breaks in service for purposes of 
this sub-clause. 
 

42.4.3 Casual appointment 
 
Casual employment shall mean a staff member engaged in accordance with the provisions 
of Clause 44 of this Agreement.  

 
 
43 CONTRACT OF EMPLOYMENT 
 
Upon employment, UTS will provide to the staff member a contract of employment which stipulates the 
type of appointment and informs him/her of the terms of employment in relation to: 
 
43.1 for staff other than casual staff, the classification level and salary of the person on 

commencement of the employment, and the hours or the fraction of full-time hours to be 
worked 

 
43.2 for a fixed-term staff member, the term of the employment, the length and terms of any 

period of probation, and the reason the appointment has been made on a fixed-term basis 
 
43.3 for any staff member subject to probationary employment, the length and terms of the 

probation 
 
43.4 other main conditions of employment including the identity of the employer, or the 

documentary, or other recorded sources from which such conditions derive, and relating to 
the duties and reporting relationships to apply upon appointment.  

 
 
44 CASUAL ACADEMIC EMPLOYMENT 
 
Principles 
 
The parties acknowledge that the UTS model of practice-based student-centred learning is important 
to the student experience.  The parties also acknowledge that casual employment is an essential 
component of this model.  Through its workforce planning process, the University is committed to the 
use of casual employment to circumstances for which it is appropriate.  Such circumstances are:  

- provision of industry or professional experience to teaching programs; 

- for the supervision of teaching or nursing practical classes; 

- covering short-term absences; 

- provision of employment opportunities to post-graduate students; 

- where the work is of a temporary, irregular or intermittent nature. 
 
Purpose 
 
44.1 This Clause outlines the conditions for the appointment and employment of casual staff who 

are employed on the relevant hourly rates contained in this Agreement. 
 
Appointment 
 
44.2 Casual staff will normally be drawn from a pool of applicants, which may be obtained through 

a variety of recruitment options, including external and internal advertisement, unsolicited 
applications, and associations with business and/or professional organisations.  Recruitment 
by invitation may also occur in the case of UTS research degree students and recent UTS 
graduates or in emergency situations. 
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44.3 Selection of casual appointees will be based on a systematic assessment of each applicant’s 
experience, skills and qualifications using information gathered from the application and/or 
curriculum vitae, interview, skills testing (if applicable) and references. 

 
Employment contract 
 
44.4 The contract for casual staff will specify the duties, the amount of time expected for each, the 

appropriate rate/s of pay, and the position of the casual staff member’s supervisor. 
 
Rates of pay and activity descriptors 
 
44.5 The rates of pay and activity descriptors for casual staff are described in Schedule 2 and 

Schedule 4, respectively of this Agreement.  The rate of pay includes a loading in lieu of 
Agreement benefits for which a casual staff member is ineligible including some leave 
entitlements (eg annual leave, sick leave, etc)  [See Schedule 2 for details of the casual 
loading].  Each Faculty is to make an assessment if additional hours (at the Other academic 
activity rate) are required for consultation with students in addition to the consultation with 
students prescribed within the lecturing and tutorial hourly rate of pay as set out in clause 
44.7. 

 
44.6 Casual staff are currently  paid at the rate specified for ’other academic activity‘ for required 

attendance at teaching activities presented by other staff and at meetings and briefings with 
academic staff where attendance is required. 

 
44.7 The hourly rate of pay for lecturing activities, tutoring and undergraduate clinical nurse 

education are contained in Schedule 2 will encompass the following activities in addition to 
the delivery of lectures and/or tutorials: 

 
(a) preparing lectures or tutorials 
(b) marking which takes place during a lecture, tutorial, or clinical session 
(c) administration of relevant records of the students for whom the casual employee is 

responsible and 
(d) consultation with students. 

 
44.8 Casual staff will be paid the relevant marking rate for marking as set out in Schedule 2, 

calculated having regard for the number of students for whom the casual staff member is 
responsible and the time required to mark the assessment item for each student.   Academic 
areas, in consultation with academic staff, will each establish a time formula for marking in 
relation to different types of assessments within the academic area. 

 
44.9 Casual staff performing subject coordination duties will be paid at the rate specified for ’other 

academic activity – ‘subject coordination‘ as provided in Schedule 2.  The number of hours 
for subject coordination activities will be set out in the casual contract and will be determined 
having regard for factors contributing to the complexity and/or the magnitude of such 
activities including but not limited to the number of students enrolled in the subject.  
Additional hours should be made available for subject coordination duties where a subject is 
offered for the first time. 

 
Teaching evaluation and academic career development 
 
44.10 Casual staff participation in teaching evaluation will be in accordance with Clause 40 

[Evaluation of Teaching]. 
 
44.11 The University is committed to providing support for casual staff who wish to develop an 

academic career.  A casual staff member will be entitled to apply to their supervisor for 
support in career development activities from a University fund to support such activities.  
The University will consider a range of factors in relation to any career development request 
by a casual staff member, including: 

 
(a) the casual staff member’s period of employment at the University 

Academic Staff Agreement 2014  36 



 

(b) whether the casual staff member is enrolled as a student, or is primarily employed by 
an organisation external to the University 

(c) the relevance of the career development activity to the casual staff member’s 
discipline or academic career development. 

 
Provision of resources 
 
44.12 Adequate provision will be made for casual staff to carry out their duties.  This provision will 

include access to office space (shared or unshared), an appropriate area for student 
consultation, photocopying facilities, a telephone, a location for receiving mail and 
appropriate computer facilities.  The University acknowledges that casual staff may wish to 
have a dedicated webpage within their relevant Faculty website.  Casual staff may apply for 
a research grant unless casual staff are specifically excluded from applying by the criteria 
specified by the research grant itself.  

 
Termination of employment 
 
44.13 Casual staff will be given two weeks’ notice or the balance of the contract period, (whichever 

is the lesser), or payment in lieu of notice, should the University wish to terminate their 
employment. 

 
44.14 Reasonable efforts by both parties will be made to agree on alternative teaching in that same 

semester.  If employment involving identical hours or hours which are acceptable to the 
casual staff member is provided and there is no gap in their employment, sub-clause 44.13 
will not apply. 

 
44.15 Sub-clauses 44.13 and 44.14 will not apply where a casual staff member is guilty of 

misconduct, unsatisfactory performance or other action which would, in the case of a 
continuing staff member, warrant dismissal. 

 
Reference 
 
44.16 Casual staff will be entitled to receive a written reference from the University upon 

completion of any contract.  The reference will state the period of employment and the duties 
performed. 

 
Superannuation 
 
44.17 Casual staff will receive employer superannuation contributions in accordance with the 

relevant legislation regarding employer contributions.  The University will inform casual staff 
of their entitlement and will regularly inform casual staff of contributions made by the 
University and the scheme into which such contributions have been made. 

 
Time of payments 
 
44.18 The University will pay casual staff within two weeks of the conclusion of the pay period in 

which duties were undertaken. This is subject to the staff member completing and submitting 
a signed contract prior to the commencement of employment. 

 
Placement on payroll 
 
44.19 Casual staff, where practicable, will be placed on and normally paid through the University 

payroll system. 
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45 EQUITY 
 
45.1 Anti-discrimination 
 
In accordance with relevant anti-discrimination legislation, the University will not discriminate and will 
work to help prevent and eliminate any such discrimination. 
 
45.2 Pay equity 
 
It is agreed that there should be a narrowing of pay relativities between women and men. In 
determining pay relativities, the average of all components of salaries and pay (including all loadings 
and allowances) of staff in each group will be compared.  The University will continue to monitor and 
report on pay equity issues within UTS, and is committed to the development and implementation of 
appropriate strategies to remedy any identified problems. 
 
45.3 Career equity 
 
45.3.1 Selection, tenure and promotion criteria will value and represent the skills and experiences of 

women and members of other EEO groups (see Clause 46 Indigenous Australian 
Employment and Professional Development). 

 
45.3.2 The University will implement and monitor procedures to ensure that all selection, tenure and 

promotion committees are aware of and apply such criteria. 
 
45.3.3 The University will progressively implement strategies designed to overcome career path 

obstacles for all staff but with particular emphasis on redressing points of disadvantage 
experienced by women and members of other EEO groups. 

 
45.3.4 The University will periodically report to staff on existing and proposed strategies designed to 

equalise career opportunities for all staff, but with special reference to the position of women 
and other EEO groups at UTS. 

 
45.3.5 The governance and committees of UTS will be based on best practice with regard to gender 

balance, as monitored by the University's Equity and Diversity Unit. The University will 
continue to implement mechanisms for achieving gender balance in University governance 
and all committees in UTS within the life of this Agreement. 

 
45.4 Access and equity for staff with disabilities 

 
The University is committed to making reasonable accommodation for staff with disabilities 
to enable them to perform their duties.  The University will continue to monitor and report on 
access and equity for staff with disabilities and is committed to the development and 
implementation of appropriate strategies to remedy any identified problems. 

 
 
46 INDIGENOUS AUSTRALIAN EMPLOYMENT AND PROFESSIONAL DEVELOPMENT 
 
For the purposes of this Clause “Indigenous Australian person” means a person of Aboriginal or Torres 
Strait Island descent who identifies as an Aboriginal or Torres Strait Island person and is accepted as 
such by his/her community.  Throughout this clause, any reference to the ‘Deputy Vice-Chancellor’ shall 
mean the Deputy Vice-Chancellor with responsibility for Indigenous Australian employment. 
 
46.1 Objectives 
 

The University is committed to the objective of increased employment and development 
opportunities for Indigenous Australians inside the University.  This objective forms part of the 
University’s commitment to reconciliation with Indigenous Australian people as well as being a 
necessary pre-condition for improving Indigenous Australian student participation throughout 
the University. 
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Reflecting the University’s commitment to the principles of “Aboriginal and Torres Strait 
Islander Self-Determination”, social and restorative justice and cultural affirmation, the 
Wingara Indigenous Employment and Professional Development Strategy (the Wingara 
strategy) will be implemented as part of the UTS Indigenous Employment and Education 
Policy, with the objectives of: 
(a) maximising learning opportunities to increase Indigenous knowledge, 

independence, remuneration, job security and self-sufficiency; 
(b) increasing, encouraging and fostering Indigenous employment and participation at 

all levels of work activity; 
(c) facilitating and encouraging the direct involvement of Indigenous staff members in 

determining their own career strategies, goals and objectives; and 
 

46.2 Guiding principles 
 
46.2.1 In pursuit of these objectives the following principles will apply.  These principles are also 

reflected in the UTS Indigenous Education and Employment Policy: 
 

 the University gives respect and consideration to the principle of Aboriginal and Torres 
Strait Islander Self-Determination, to the cultural, social and religious systems practiced 
by Indigenous Australians, and recognises Indigenous Australian knowledge as a 
significant contribution to all other bodies of knowledge, and acknowledges the 
knowledge base that Indigenous Australian staff bring to the University.  As far as 
possible, the University will actively promote and recognise Indigenous Australian 
cultural practices and identity.  The application of this principle also recognises the 
diversity of Indigenous Australian culture. 
 

 the University acknowledges that participation of Indigenous Australians in cultural or 
ceremonial activities enhances the effectiveness of Aboriginal and Torres Strait Islander 
people.  Provision for participation in ceremonial or cultural activities is therefore of direct 
benefit to the University. 

 
 the University recognises that a supportive working environment for Indigenous 

Australians requires the redress of past social injustice, exploitation and employment 
inequity.  This means providing access to opportunities for career development, 
recognition of cultural obligations; the valuing of Australian Indigenous contribution within 
the University community; acknowledging the challenges faced by Indigenous staff in 
their roles, in particular the requirement to provide flexible services to meet the needs of 
Indigenous students; and the opportunity for Indigenous Australian staff to advance their 
career at UTS. 

 
46.2.2 The University and staff shall maintain as their goal a continued improvement in the efficiency 

and effectiveness of their work consistent with these principles. 
 

46.2.3 (a) The Wingara Indigenous Employment Committee as a sub-committee of the Vice-
Chancellor’s Indigenous Strategies Committee (VCISC) will oversee and advise on the 
development and implementation of indigenous employment initiatives across UTS and 
report to the VCISC on the progression of Indigenous employment matters across UTS. 

 
(b) Through VCISC the Wingara Indigenous Employment Committee will advise the Vice-

Chancellor on the setting and monitoring of targets. The Wingara Indigenous 
Employment Committee will include in its membership appropriate representation from 
relevant Indigenous communities, representatives of indigenous staff (including 
members nominated by the NTEU) and relevant UTS management. At least half of the 
Committee will be Indigenous people. 

 
(c) The Wingara Management Committee will meet at least three times per year and report 

on progress and outcomes to the Vice-Chancellor through VCISC. 
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46.3 Strategies 
 
Consistent with the objectives and guiding principles, the University makes the following commitments: 
 
46.3.1 To facilitate the Wingara Strategy, the University re-affirms its commitment to the provision of 

ongoing funding for an identified position which has responsibility for co-ordinating and 
monitoring Indigenous employment at UTS.  The position will contribute to the development, 
implementation and monitoring of the Wingara Strategy and will work with UTS managers to 
facilitate meeting targets set for employment through the Strategy.  The University will review, 
update and publish the Wingara Strategy every three years. 

 
46.3.2 To develop a program of support to facilitate the professional development of Indigenous staff.  

The program will be developed in consultation with Indigenous Australian staff and other 
stakeholders and will include consideration of targeted development provided through a 
mentoring approach and study support. 

 
46.3.3 To establish an Indigenous Australian staff support network to facilitate 

communication with and between Indigenous Australian staff on matters relating to 
their employment and professional development at UTS.  Participation in the network 
will be voluntary but all Indigenous Australian staff will be eligible to participate in the 
network.  In addition to the governance framework of the UTS Indigenous Education 
and Employment Policy, the University will use the network as a mechanism to consult 
with Indigenous Australian staff on matters including,  professional development 
activities for academic and professional staff.   Progress reports on the strategy will be 
made available to the Indigenous Australian staff support network at UTS through 
updates from Wingara Management Committee representatives, particularly the 
Indigenous Employment Coordinator. 

 
 
47 INTELLECTUAL FREEDOM 
 
47.1 The University is committed to act in a manner consistent with the protection and promotion 

of intellectual freedom within the University. 
 
47.2 Staff members have the right to: 
 

(a) pursue critical and open inquiry 
(b) research and publish 
(c) participate in public debates and express opinions, including unpopular or 

controversial opinions about issues and ideas 
(d) participate in an appropriate form in decision-making processes and structures 

germane to their field of expertise and onus of responsibility within the University 
(e) teach, assess and develop curricula within agreed collegial Faculty processes; and 
(f) participate in professional and representative bodies, including unions and engage in 

community service; 
 
without fear of harassment, intimidation or unfair treatment. 
 

47.3 Notwithstanding the rights expressed in sub-clause 47.2, staff members do not have a right 
to harass, vilify or intimidate. 

 
 
48 PROVISION OF PERSONAL INFORMATION 
 
48.1 A staff member may wish to access leave or tailored workload arrangements (refer to sub-

clause 37.7) in order to accommodate their personal, family and carer’s circumstances in 
accordance with the procedures provided in this Agreement.  The staff member must 
disclose sufficient information relevant to these circumstances to enable the University to 
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determine whether there are good and sufficient reasons for the University to approve 
access to leave and tailored workload arrangements. 

 
48.2 Staff are normally expected to discuss their relevant personal circumstances with their 

supervisor, however, staff may choose to discuss such matters with the Director, HRU 
instead. 

 
48.3 Where the staff member chooses to discuss personal information with the Director, HRU 

instead of their supervisor, the Director, HRU will only disclose general information about the 
staff member’s situation to the staff member’s supervisor sufficient to allow the supervisor to 
fulfil their decision-making responsibilities. 

 
 
49 ENVIRONMENTAL SUSTAINABILITY 
 
49.1 The Parties agree that the long-term sustainability of UTS is supported by environmentally 

sustainable work practices within the University. 
 
49.2 The UTS Environmental Sustainability Policy provides a framework for environmentally 

sustainable and responsible practices, activities and operations across the University in 
which all stakeholders, including the union, can participate. 

 
 

 
PART F - DISCIPLINE 

 
 
50 MANAGING UNSATISFACTORY PERFORMANCE 
 
Application 
 
50.1 The procedures outlined in this Clause apply to all continuing and fixed-term staff employed 

by the University.  This Clause does not apply to casual and probationary staff. 
 
50.2 It is expected that supervisors will have provided regular feedback on performance as part of 

the performance review processes at UTS and will deal promptly and fairly with issues.  
Supervisors will provide guidance and counselling and, where appropriate, staff 
development, to address performance issues when these are first identified. 

 
50.3 The procedures of this Clause must be followed before disciplinary action against a staff 

member for unsatisfactory performance may be taken.  However, where a matter that may 
involve unsatisfactory performance has been dealt with in good faith as though it were a 
case of misconduct or serious misconduct under Clause 51, the procedures of this Clause 
are not required, but the procedures of Clause 51, including notice periods and review 
procedures, must be followed.  Nothing in this Clause prevents the relevant Dean, Deputy 
Vice-Chancellor or the Vice-Chancellor from referring a question of possible unsatisfactory 
performance to a supervisor for appropriate action. 

 
Definition 
 
50.4 ‘Disciplinary action’ means action by the University to discipline a staff member for 

unsatisfactory performance in accordance with the provisions of this Agreement and may 
include one or more of the following: 

 
(a) formal censure 
(b) formal counselling 
(c) demotion by one or more classification levels or increments 
(d) withholding of an increment 
(e) suspension with or without pay; and 
(f) termination of employment. 
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Procedures 
 
50.5 Where a supervisor forms a view that the performance of a staff member is unsatisfactory, 

the supervisor will: 

(a) counsel and censure the staff member on the nature of the improvement required and 
the time within which reasonable improvement is expected; and 

(b) make a record of the counseling and/or censure given and provide a copy to the staff 
member and place a copy on the staff member’s file; and 

(c) inform the staff member that if the required improvement in performance is not 
achieved in the timeframe specified, action will be taken in accordance with this 
Clause. 

 
50.6 A staff member may choose to be accompanied by a representative of their choosing at any 

meeting convened in accordance with this Clause, provided that person is not a barrister or 
solicitor in private practice. 

 
50.7 Where a supervisor believes that the processes referred to in sub-clause 50.5 have not 

produced the desired improvements in performance, the supervisor will make a report to the 
Dean and, at the same time, provide a copy to the staff member.  At the request of the staff 
member, a supervisor will consult with colleagues in the academic unit before making a 
report to the Dean.  The Dean will review the report and any response provided by the staff 
member and may decide to: 

(a) take no further action 

(b) refer the matter back to the supervisor to ensure that the steps referred to in sub-
clause 50.5 are complied with in substance and in a manner appropriate to the 
circumstances; or 

(c) refer the report to the Senior Deputy Vice-Chancellor.  The report will state clearly the 
aspects of performance viewed as unsatisfactory and the record of attempts to 
remedy the problem/s. 

 
50.8 The Dean will provide the staff member with a copy of the report at the time it is referred to 

the Senior Deputy Vice-Chancellor.  The staff member may, within ten working days of 
receipt of the report, submit to the Senior Deputy Vice-Chancellor a written response to the 
report. 

 
50.9 Upon receipt of the report and any written response from the staff member, the Senior 

Deputy Vice-Chancellor will first be satisfied that: 

a) appropriate steps have been taken to bring the unsatisfactory nature of performance 
to the staff member's attention 

b) an adequate opportunity to respond was given 

c) any response was taken into account; and 

d) a reasonable opportunity has been afforded to remedy the performance problem. 
 
50.10 Following consideration of the report and any written response from the staff member, the 

Senior Deputy Vice-Chancellor may then: 

(a) take no further action 

(b) refer the matter back to the supervisor (via the Dean) to ensure that the steps referred 
to in sub-clause 50.5 are complied with in substance and in a manner appropriate to 
the circumstances; or 

(c) recommend to the Vice-Chancellor that disciplinary action be taken. 
 
50.11 The Senior Deputy Vice-Chancellor will advise the staff member in writing of his/her 

recommendation in relation to disciplinary action.  Following receipt of the Senior Deputy 
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Vice-Chancellor’s written advice, the staff member has five working days to submit, in 
writing, a request for a review of the process leading to the Senior Deputy Vice-Chancellor’s 
recommendation. 

 
50.12 If the staff member does not request a review of the process leading to the Senior Deputy 

Vice-Chancellor’s recommendation, the Senior Deputy Vice-Chancellor will refer his/her 
recommendation to the Vice-Chancellor.  The Vice-Chancellor will consider the 
recommendation and determine whether disciplinary action is to be taken.  The Vice-
Chancellor will advise the staff member in writing of her/his decision, and of the operative 
date of any disciplinary action to be taken. 

 
Review 
 
50.13 Where a staff member requests a review of the process leading to the Senior Deputy Vice-

Chancellor’s recommendation in accordance with sub-clause 50.11, a Committee will be 
appointed normally within ten working days.  The Committee will be established in 
accordance with Clause 52. 

 
50.14 The Committee will review the steps taken during the process to ensure that the staff 

member was afforded procedural fairness throughout the managing of staff performance 
process.  The Committee will submit a report on its findings of this review to the Vice-
Chancellor as expeditiously as possible consistent with the need for fairness. 

 
50.15 If the Committee concludes that the procedures set out in sub-clause 50.5 to 50.9 were not 

properly followed the Vice-Chancellor will consider the report and the Senior Deputy Vice-
Chancellor’s recommendation.  In light of the Committee’s report, the Vice-Chancellor may 
first take steps to remedy any perceived unfairness as may seem reasonable to the Vice-
Chancellor. 

 
50.16 The Vice-Chancellor will then decide if disciplinary action is to be taken.  The Vice-

Chancellor will advise the staff member in writing of her/his decision, and of the operative 
date of any disciplinary action to be taken.  If the Vice-Chancellor decides there has been no 
unsatisfactory performance, she/he will immediately advise the staff member, in writing, and 
may, by mutual agreement with the staff member, publish the advice in an appropriate 
manner. 

 
50.17 If the Committee concludes that the procedures set out in sub-clauses 50.5 to 50.9 were 

followed properly, the Vice-Chancellor will consider the Committee’s report and the Deputy 
Vice-Chancellor’s recommendation and decide if disciplinary action is to be taken.  The Vice-
Chancellor will advise the staff member in writing of her/his decision, and of the operative 
date of any disciplinary action to be taken. 

 
50.18 The action of the Vice-Chancellor under this Clause will be final.  However, this Clause does 

not exclude the jurisdiction of any external tribunal that would be competent to deal with the 
matter. 

 
 
51 DISCIPLINARY ACTION FOR MISCONDUCT/SERIOUS MISCONDUCT 
 
Application 
 
51.1 The procedures outlined in this Clause apply to all staff (other than casual staff) employed by 

the University.  A staff member’s supervisor should, where appropriate, seek to resolve 
instances of possible misconduct through guidance, counselling or informal warning, before 
a report is submitted to the Vice-Chancellor. 

 
Definitions 
 
51.2 ‘Misconduct’ means wilful conduct by a staff member which is unsatisfactory. 
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51.3 ‘Serious misconduct’ means: 

(a) serious misbehaviour of a kind which constitutes a serious impediment to the carrying 
out of a staff member’s duties or to a staff member’s colleagues carrying out their 
duties; or 

(b) conviction by a Court of competent jurisdiction of an offence of a kind that may be 
reasonably regarded as constituting a serious impediment to the discharge by the staff 
member of his or her functions or duties, or to the staff member’s colleagues carrying 
out their functions or duties; and/or 

(c) serious dereliction of duties. 
 
51.4 ‘Disciplinary action’ means any action by the University to discipline a staff member for 

misconduct or serious misconduct and may include one or more of the following: 
 

(a) formal censure 
(b) formal counselling 
(c) demotion by one or more classification levels or increments 
(d) withholding of an increment 
(e) suspension with or without pay; and 
(f) termination of employment. 
 
In cases of misconduct, disciplinary action will not include termination of employment. 

 
Procedures 
 
51.5 The following procedures apply where disciplinary action is to be taken against a staff 

member for misconduct or serious misconduct.  However, where a matter that may involve 
misconduct or serious misconduct has been dealt with in good faith as if it were a case of 
unsatisfactory performance under Clause 50, the procedures of this Clause are not required, 
but the procedures of Clause 50 apply, including notice periods and review procedures. 

 
51.6 The Vice-Chancellor will consider any allegation/s of misconduct and/or serious misconduct. 

If the Vice-Chancellor believes the allegation/s warrant further investigation then the Vice-
Chancellor will: 

a) notify the staff member in writing and in sufficient detail to enable the staff member to 
understand the precise nature of the allegation/s, and to properly consider and respond 
to them; and 

b) require the staff member to submit a written response within ten working days. 
 
51.7 If the staff member denies in part or full the allegation/s, or fails to submit a written response 

to any allegations, the Vice-Chancellor will: 

a) refer the matter to a Committee for investigation; or 

b) formally counsel and/or censure the staff member for unsatisfactory behaviour and take 
no other action; or 

c) take no further action. 
 
51.8 If the staff member admits in full the allegation/s, and the Vice-Chancellor is of the view that 

the conduct amounts to misconduct or serious misconduct, then the Vice-Chancellor may 
take disciplinary action. 

 
51.9 Investigation of misconduct/ serious misconduct 
 
51.9.1 Where a matter is referred for investigation in accordance with sub-clause 51.7(a), a 

Committee will be established normally within ten working days in accordance with Clause 
52. 
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51.9.2 The Committee will investigate the facts relating to the alleged misconduct or serious 
misconduct, including whether any mitigating circumstances are evident. 

 
51.9.3 The terms of reference of the Committee is to report solely on the facts relating to the 

alleged misconduct or serious misconduct, including whether any mitigating circumstances 
are evident. 

 
51.9.4 If, having considered the Committee’s findings on the facts, the Vice-Chancellor is of the 

view that there has been no misconduct or serious misconduct the Vice-Chancellor will 
immediately advise the staff member in writing.  The Vice-Chancellor may, by agreement 
with the staff member, publish the advice in an appropriate manner. 

 
51.9.5 On receipt of the report of the Committee (including any minority report) and having 

considered the findings on the facts related to the alleged misconduct or serious misconduct, 
including any findings as to whether any mitigating circumstances are evident, the Vice-
Chancellor may take disciplinary action. 

 
51.10 Before deciding to take disciplinary action, the Vice-Chancellor will: 

(a) invite the staff member to advise within five working days, in writing, any matters that 
he or she may wish the Vice-Chancellor to take into account at the time a decision as 
to disciplinary action is considered 

(b) have regard to any such matters brought to attention by the staff member when 
deciding whether any disciplinary action should be taken; and 

(c) advise the staff member of that decision and of the operative date of any disciplinary 
action to be taken. 

 
Suspension 
 
51.11 The Vice-Chancellor may suspend a staff member with pay, or without pay if the Vice-

Chancellor is of the view that the alleged conduct amounts to conduct of a kind that it would 
be unreasonable to continue the staff member’s attendance at work pending further 
investigation. 

 
51.12 Any such suspension will be subject to the following conditions: 

a) where suspension without pay occurs at a time when the staff member is on paid leave 
of absence the staff member will continue to receive a salary for the period of leave of 
absence 

b) the staff member may engage in paid employment or draw on any annual leave or long 
service leave credits for the duration of the suspension without pay 

c) the Vice-Chancellor may at any time direct that salary be paid on the ground of hardship 

d) where a suspension without pay has been imposed and the matter is subsequently 
referred to a Review Committee, the Vice-Chancellor will ensure that the Committee at 
its first meeting determines whether suspension without pay should continue.  The 
Committee may recommend that the Vice-Chancellor revoke such a suspension from its 
date of effect. 

 
51.13 During any period of suspension the staff member may be excluded from the University, 

however, he/she will be permitted reasonable access to the University for the preparation of 
his/her case and to collect personal property. 

 
51.14 Where a staff member has been suspended without pay pending the decision of the Vice-

Chancellor, then any pay withheld will be reimbursed if it is determined that there was no 
misconduct or serious misconduct. 

 
51.15 A decision taken by the Vice-Chancellor not to dismiss or impose another penalty will not be 

construed as an admission that there was no conduct justifying suspension without pay. 
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Other Matters 
 
51.16 This Clause in no way constrains the University from carrying out other or further 

investigations relating to the consequences of conduct of a staff member or former staff 
member when required in the public interest, eg inquiring into the truth of research results. 

 
51.17 The action of the Vice-Chancellor under this Clause will be final.  However, this Clause does 

not exclude the jurisdiction of any external tribunal that would be competent to deal with the 
matter. 

 
 
52 REVIEW/ INVESTIGATION COMMITTEES 
 
52.1 Where a Committee is established in accordance with sub-clauses 50.13, 51.7 or 53.8 it will 

comprise the following membership: 
 

(a) one person independent of the University who has relevant knowledge and 
experience, agreed  by the Vice-Chancellor  who will be the Chair.  

(b) one person from within the University selected by the Vice-Chancellor; and 

(c) a UTS staff member nominated by the NTEU, providing the person is not a barrister or 
solicitor. 

 
52.2 The Committee will: 

(a) conduct proceedings as expeditiously as possible consistent with the need for fairness 

(b) allow the staff member and the Senior Deputy Vice-Chancellor (in relation to Clause 
50) or Vice-Chancellor (in relation to Clauses 51 and 53) to be assisted or represented 
by a representative of his/her choice, and in the case of the Senior Deputy Vice-
Chancellor/Vice-Chancellor this may be by the University's relevant association 

(c) ensure that the staff member and the Senior Deputy Vice-Chancellor/Vice-Chancellor 
have the right to ask questions, make submissions and to present and challenge 
evidence, including any evidence that may be presented at an interview where the 
staff member is not present, which may be conducted via videolink  

(d) provide an opportunity for the staff member to be interviewed 

(e) interview any person the Committee thinks fit to establish the facts of the particular 
case and, subject  to (f) below, conduct all such interviews in the presence of the staff 
member subject to the allegations 

(f) where the interviewee has genuine concerns for their health and safety, arrangements 
will be made for the interview to be conducted remotely, and direct that the staff 
member subject to the allegations only ask questions through their representative.  

(g) take into account other material the Committee believes appropriate to the case 

(h) keep its own record of the proceedings 

(i) conclude proceedings as expeditiously as possible consistent with the need for 
fairness. 

 
 

 
PART G - TERMINATION OF EMPLOYMENT 

 
 
53 REDUNDANCY 
 
The University recognises that job security is important for staff and is committed to minimising the 
need for forced redundancies by exploring alternative measures to mitigate any negative 
consequences of the change.  Such measures may include natural attrition, or voluntary measures 
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such as voluntary separations, fixed-term pre-retirement contracts, leave without pay, voluntary 
conversion to part-time employment (for a specified period of time unless otherwise agreed), long 
service leave, and/or redeployment.  Forced redundancies will be implemented as a last resort. 
 
 
53.1 Application  

 
The provisions of this Clause apply to all continuing staff. 

 
53.2 Consultation 
 
53.2.1 Where the University is considering a decision that is likely to make one or more positions 

redundant, it will consult with the affected staff and the union in accordance with sub-clause 
16.5 [Managing Change in the Workplace] of this agreement.  As part of those discussions 
the University will provide the affected staff with relevant information, including: 

 
(a) the redundancies and the reasons for them 
(b) the number and categories of staff likely to be affected; and  
(c) the time when, or the period over which, the University intends to carry out the 

redundancies. 
 

53.2.2 As soon as practicable after making the decision the University will give the affected staff 
member(s) opportunity to consult with the University in accordance with sub-clause 16.6 on: 

 
(a) possible measures to avert the abolition or minimise the number of redundant 

position(s) 
(b) possible measures to mitigate the adverse effects of the termination/s, and 
(c) the identification of objective criteria that would be used to identify/differentiate specific 

position(s) in the event that retrenchment becomes necessary. 
 
53.2.3 Following the discussions with the affected staff under sub-clause 53.2.2, the University will 

decide which measure(s) will be pursued.  Such measures may include natural attrition, or 
voluntary measures such as voluntary separations, fixed-term retirement contracts, leave 
without pay, voluntary conversion to part-time employment (for a specified period of time 
unless otherwise agreed), long service leave, and/or redeployment. 

 
53.3 Application for voluntary separation 
 

The Vice-Chancellor may invite a staff member, who has been provided with information as 
required under sub-clause 53.2.1 to apply for voluntary separation. 
 

53.4 Voluntary Separation 
 
A staff member will have four weeks from the date of the Vice-Chancellor's invitation in 
which to submit an application for voluntary separation to the Vice-Chancellor. 

 
53.5 Where a staff member applies for voluntary separation the Vice-Chancellor will inform the 

staff member normally within working seven days following receipt of the application as to 
whether the application is approved.  Where the Vice-Chancellor does not approve the 
application, the staff member will be advised of the reasons for that decision and will be 
informed that their employment is to continue. 

 
53.6 Voluntary separation benefit options 
 
53.6.1 Voluntary separation as referred to above will be on the basis of an amount determined in 

the following manner.  The University will calculate the amounts that would be payable to the 
staff member under benefit options 1 and 2 below.  These amounts will be shown as both 
gross and net of tax.  The individual staff member will choose his/her preferred option. 
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Benefit option 1 
 
The amount paid under benefit option 1 will consist of the following components: 
• normal salary for six months of further employment, commencing from the date on 

which the staff member receives written advice that the application is approved 
• severance pay at the rate of two weeks’ pay for each completed year of service, to a 

maximum of 52 weeks, and 
• accumulated entitlements in the form of accrued annual leave and long service leave. 
 
Under benefit option 1, the staff member will cease employment at the conclusion of the six-
month period of further employment.  However, if the staff member requests, and if the 
University agrees, the Vice-Chancellor may waive all or part of the six-month period of 
further employment, in which case, the staff member will receive payment of the balance or 
four weeks’ pay, whichever is the lesser. 
 
Benefit option 2 
 
The amount paid under benefit option 2 will consist of the following components: 
• severance pay at the rate of three weeks’ pay for each completed year of service, (4 

weeks if total service is at least one year but less than 2 years) to a maximum of 60 
weeks, and 

• accumulated entitlements in the form of accrued annual leave and long service leave. 
 

Under benefit option 2, the final date of employment will be determined by the Dean but will 
not be earlier than one week nor later than six weeks from the date on which the staff 
member receives written advice that the application is approved. Where the final date of 
employment is less than six weeks, the staff member will receive payment in lieu of the 
balance of the six-week period. 

 
53.6.2 All payments under sub-clause 53.6.1 will be calculated on a pro rata basis. 
 
53.6.3 The benefits under sub-clause 53.6.1 are in lieu of any notice period, access to a scheme of 

redeployment or other redundancy benefit. 
 
Retrenchment 
 
53.7 Following the close of the period for application referred to in sub-clause 53.4 the Vice-

Chancellor may formally advise in writing any staff member who was invited to apply for 
voluntary separation but who did not make application that the staff member is an excess 
staff member. In reaching such a decision the Vice-Chancellor will give due regard to any 
criteria determined under sub-clause 53.2.2(c) and advise the staff member that their 
employment will be terminated. The staff member will then receive the benefits as provided 
at Benefit option 2 at sub clause 53.6.1. 

 
53.8 Review 
 
53.8.1 Where a staff member has been formally advised under sub-clause 53.7 that she/he is an 

excess staff member, she/he may lodge with the Vice-Chancellor an application for review of 
the decision.  The staff member must lodge such an application within seven days of 
receiving the Vice-Chancellor’s advice. 

 
53.8.2 Within five working days of a staff member lodging an application for review in accordance 

with sub-clause 53.8.1 a Committee will be appointed [refer to Clause 52, Review 
Committees].  The role of the Committee will be to determine whether the process in sub-
clause 53.2 was followed or whether a genuine redundancy decision has been made by the 
University. 

 
53.8.3 Within five working days (or longer period as agreed between the Committee Chair, the Vice-

Chancellor and the staff member) of completing the process under sub-clause 53.8.2, the 
Committee will provide a report to the Vice-Chancellor and the staff member. 
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53.8.4 If the Committee finds that the University has acted appropriately in terms of its process, the 

Vice-Chancellor’s determination will stand.  
 
53.8.5 If the Committee decides that fair process was not observed it will report this fact to the Vice-

Chancellor setting out its reasons, specifically identifying what failures of the process had 
taken place. 

 
53.8.6 If the Vice-Chancellor receives a report to the effect that the process was not observed, the 

Vice-Chancellor will reconsider his/her decision in light of the Committee’s report but may 
first take steps to remedy the perceived unfairness as seem to him/her reasonable. 

 
53.8.7 The action of the Vice-Chancellor under this Clause will be final.  However, the provisions of 

this Clause do not exclude the jurisdiction of any external tribunal that would be competent to 
deal with the matter. 

 
53.9 Leave and expenses 
 

A staff member who is granted voluntary separation or is retrenched will be entitled to up to 
one day’s time off with full pay per week for the purpose of seeking other employment 
including attendance at employment interviews.  Where expenses to attend such interviews 
are not met by the prospective employer, the staff member will be entitled to local travel and 
other incidental expenses incurred in attending such interviews as determined by the Dean. 

 
 
54 SEPARATION FROM EMPLOYMENT ON MEDICAL GROUNDS 
 
Application 
 
54.1 The procedures outlined in this Clause apply to all staff covered by this Agreement, 

excluding casuals.  Nothing in this Clause is intended to preclude a staff member from 
initiating separation from employment on medical grounds or from applying to their 
superannuation fund for ill-health retirement or temporary disability benefit. 

 
Procedures 
 
54.2 If the Vice-Chancellor believes there is doubt regarding a staff member’s capacity to perform 

the duties of their office, the Vice-Chancellor may require the staff member to undergo a 
medical examination.  The University will choose a medical practitioner to conduct the 
medical examination at the expense of the University.  The Vice-Chancellor will provide a 
staff member with written notice of not less than two months, except in exceptional 
circumstances, that a medical examination is required. 

 
54.3 If, within the notice period referred to in sub-clause 54.2, the staff member elects to apply to 

their superannuation fund for ill-health retirement or temporary disability benefit and provides 
the Vice-Chancellor with evidence of the application and co-operates with the 
superannuation fund in the processing of the application, the requirement for a medical 
examination will lapse.  In this case, subject to the provisions of this Clause, the Vice-
Chancellor will take no further action until such time as the superannuation fund has reached 
a decision on the application. 

 
54.4 Where the superannuation fund decides that the staff member, following a period of receipt 

of a temporary disability benefit, is capable of resuming work and the Vice-Chancellor elects 
to dispute this decision, the Vice-Chancellor may proceed to provide the staff member with 
written notice of not less than two months, except in exceptional circumstances, that a 
medical examination is required. 
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Medical report 
 
54.5 Where a medical examination is conducted in accordance with this Clause, the practitioner 

conducting the examination will be asked to advise whether the staff member is unable to 
perform his or her duties and is unlikely to be able to resume those duties within a 
reasonable time, being not less than 12 months.  A copy of the medical practitioner’s report 
will be made available to the Vice-Chancellor.  The Vice-Chancellor will supply a copy of the 
report to the staff member, together with written advice that an application to refer the report 
to a panel of medical practitioners for confirmation may be made within 14 days of the 
medical report being supplied to the staff member. 

 
54.6 A staff member (or person acting on their behalf) may request that the findings of the 

medical examination referred to in sub-clause 54.5 be confirmed by a panel of medical 
practitioners in accordance with sub-clause 54.8 below.  The Vice-Chancellor must receive 
such a request within 14 days of the medical report being supplied to the staff member. 

 
54.7 If such a request is received, the Vice-Chancellor will not terminate the employment of the 

staff member unless and until the panel confirms the findings of the report. 
 
54.8 Where a request pursuant to sub-clause 54.6 is received, the required panel will consist of 

three medical practitioners, as follows: 
 

(a) one medical practitioner appointed by the University 
(b) one medical practitioner appointed by the staff member or a person acting on his/her 

behalf; and 
(c) one medical practitioner appointed by the President of the New South Wales Branch 

of the Australian Medical Association. 
 

This panel will not include the practitioner who made the initial report.  Every effort will be 
made to appoint a panel no later than seven days from the staff member's request being 
received by the Vice-Chancellor. 

 
54.9 In making an assessment as to whether or not a staff member is unable to perform his/her 

duties and is unlikely to be able to resume them within twelve months, the medical 
practitioner or panel of practitioners, as far as possible, will apply the same standards of 
permanent incapacity as contained in the trust deeds of the staff member's superannuation 
scheme, if any, in determining qualification of a disablement pension or other similar benefit. 

 
Separation from employment 
 
54.10 If the medical examination reveals that the staff member is unable to perform his or her 

duties and is unlikely to be able to resume them within 12 months, and a request pursuant to 
sub-clause 54.6 has not been received, the Vice-Chancellor may terminate the staff 
member’s employment. In this case, the University will provide six months’ notice or pay in 
lieu thereof. 

 
54.11 The University may, at its option, pay compensation in lieu of notice equal to the total 

amounts that the University would have been liable to pay to the staff member if the staff 
member’s employment had continued until the end of the required period of notice.  Prior to 
taking action to terminate the employment of a staff member, the Vice-Chancellor may offer 
the staff member the opportunity to submit a resignation. If a resignation is offered, the Vice-
Chancellor will accept it immediately and will not proceed with action to terminate 
employment. 

 
54.12 The Vice-Chancellor may construe a failure by a staff member to undergo a medical 

examination as prima facie evidence that a medical examination would have found the staff 
member unable to perform their duties and unlikely to be able to resume them within 12  
months.  In this case, the Vice-Chancellor may act in accordance with sub-clause 54.10.  
However, such a failure by a staff member in these circumstances will not constitute 
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misconduct nor lead to any greater penalty or loss of entitlements than would have resulted 
from an adverse medical report. 

 
Other matters 
 
54.13 These provisions will not displace or override any existing workers' compensation schemes 

or awards whether State or Federal, including WorkCover, or the provisions contained in any 
workers' compensation or relevant discrimination legislation that may be enacted. 

 
54.14 Medical records shall be provided to the Director, HRU for appropriate confidential filing. 
 
 
55 TERMINATION OF EMPLOYMENT  
 
55.1 Action by the University to terminate the employment of a staff member will only be in 

accordance with the following relevant provisions of this Agreement: 

• Clause 36 (Probation) 
• Clause 44 (Casual Academic Employment ie for termination of casual academic 

employment) 
• Clause 50 (Managing unsatisfactory performance) 
• Clause 51 (Disciplinary action for misconduct/ serious misconduct) 
• Clause 53 (Redundancy ie voluntary separation or retrenchment) 
• Clause 54 (Separation of employment on medical grounds). 

 
55.2 Notice Periods 
 
55.2.1 Where the Vice-Chancellor makes a decision to terminate the employment of a staff member 

in accordance with Clauses 50 or 51, notice or payment in lieu will be as provided in sub-
clauses 55.2.2 to 55.2.5. 

 
55.2.2 The staff member will receive the following minimum period of notice of their last day of duty 

as follows: 
 

Period of continuous service Period of notice 
 

One year or less one week 
Over one year and up to the completion of three years two weeks 
Over three years and up to the completion of five years three weeks 
Over five years of completed service four weeks 

 
55.2.3 In addition to this period of notice, staff who are over 45 years of age at the time of giving 

notice and who have at least two years continuous service with the University will receive an 
additional one week of notice. 

 
55.2.4 Payment instead of notice will be made if the University does not require the person to work 

out the notice period.  Where the staff member is only required to work part of the notice 
period, the University will pay out the remainder of the notice period. 

 
55.2.5 Any payments in lieu of notice will be based on the staff member’s salary at the date of 

cessation of employment. 
 
55.2.6 In instances of termination as a result of misconduct involving suspension without pay, there 

will be no requirement for the notice prescribed in this Clause. 
 
55.3 A staff member is required to provide the University with notice of resignation or retirement in 

accordance with University guidelines.  
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SCHEDULE 1: RATES OF PAY – FULL-TIME ACADEMIC STAFF 

 
Notes: 

Any Level A who is required to carry out full subject coordination duties as part of his or her normal duties, or who on appointment holds or during 
appointment gains a relevant doctoral qualification, will be paid a salary no lower than this point. 

 
#  All salary increases are effective from the first full pay period commencing on or after the date indicated in the table below. 

Classification Step 1.25% # 1.5% # 1.5% # 1.5% # 1.5% # 1.5% # 1.5% #1.5% 
Paid 8/11/13 via 
administrative 

action 

1 May 2014 1 November 
2014 

1 May 2015 1 November 
2015 

1 May 2016 1 November 
2016 

1 May 2017 

per annum per annum 
 

per annum per annum per annum per annum per annum per annum 

Level A 
(Associate 
Lecturer) 
 

1 67,685      68,700       69,731       70,777       71,839       72,916       74,010  75,120 
2 71,156      72,224       73,307       74,407       75,523       76,656       77,806  78,973 

3 (i) 76,798      77,950       79,119       80,306       81,510       82,733       83,974  85,234 
4 82,436      83,673       84,928       86,202       87,495       88,807       90,139  91,491 

Level B 
(Lecturer) 

Step 1 Eliminated from 1 November 2010   
Step 2 90,034      91,385       92,755       94,147       95,559       96,992       98,447  99,924 
Step 3 93,283      94,682       96,102       97,544       99,007     100,492     101,999  103,529 
Step 4 96,543      97,991       99,461     100,952     102,467     104,004     105,564  107,147 
Step 5 99,783    101,290     102,809     104,351     105,916     107,505     109,118  110,755 
Step 6 103,026    104,571     106,140     107,732     109,348     110,988     112,653  114,343 

Level C (Senior 
Lecturer) 

Step 1 Eliminated from 1 November 2010  
Step 2 109,447    111,089     112,755     114,447     116,163     117,906     119,674  121,469 
Step 3 112,658    114,348     116,063     117,804     119,571     121,365     123,185  125,033 
Step 4 115,869    117,607     119,371     121,161     122,979     124,824     126,696  128,596 
Step 5 119,076    120,862     122,675     124,516     126,383     128,279     130,203  132,156 
Step 6 122,292    124,126     125,988     127,878     129,796     131,743     133,719  135,725 

Level D 
(Associate 
Professor) 

Step 1 Eliminated from 1 November 2010  
Step 2 131,921    133,900     135,908     137,947     140,016     142,116     144,248  146,412 
Step 3 136,204    138,247     140,321     142,426     144,562     146,731     148,931  151,165 
Step 4 140,484    142,591     144,730     146,901     149,105     151,341     153,611  155,915 

Level E 
(Professor)  

Step 1 
164,035 166,496 168,993 171,528 174,101 176,712 179,363 182,053 
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SCHEDULE 2: RATES OF PAY - CASUAL ACADEMIC STAFF 
(Refer to Schedule 4 for full description of each activity) 

 
(a) # All salary increases are effective from the first full pay period commencing on or after the date indicated in the table below. 
(b) The rates of pay include a casual loading of 25%. 
(c) The hourly rate of pay will be derived from the following formula – “relevant full-time salary” / 52 / 37.5 + (loading).  Refer to the notes at the end of the 

schedule for the “relevant full-time rate”.  See (b) above for details of increases to casual loading. 
(d) Marking - All marking by a casual academic (except in the case of marking which takes place during a lecture, tutorial, or clinical session) will be paid 

according to the rates in the table below. 
 

Classification Step 1.25% # 1.5% # 1.5% # 1.5% # 1.5% # 1.5% # 1.5% # 1.5% 

8/11/13 Paid via 
administrative 

action 

1 May 2014 1 November 
2014 

1 May 
2015 

1 November 
2015 

1 May 2016 1 November 
2016 

1 May 2017 

per hour per hour per hour per hour per hour per hour per hour  

Lecturing 
Specialised (3) 288.57 292.90 297.29 301.75 306.28 310.87 315.54 320.27 

Developed (3) 230.86 234.32 237.83 241.40 245.02 248.70 252.43 256.22 

Basic (3) 173.14 175.74 178.38 181.05 183.77 186.52 189.32 192.16 

Repeat (3) 115.43 117.16 118.92 120.70 122.51 124.35 126.21 128.10 
Tutoring 

Normal (1) 123.49 125.34 127.22 129.13 131.07 133.03 135.03 137.06 

Repeat (1) 82.33 83.56 84.81 86.09 87.38 88.69 90.02 91.37 

Normal - 
PhD/Coord.(2) 147.69 149.90 152.15 154.43 156.75 159.10 161.49 163.91 

Repeat - 
PhD/Coord.(2) 98.46 99.94 101.43 102.96 104.50 106.07 107.66 109.27 

Other academic 
activity Other activity (1) 41.16 41.78 42.41 43.04 43.69 44.34 45.01 45.69 

Other activity - PhD 
(2) 49.23 49.97 50.72 51.48 52.25 53.03 53.83 54.64 
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Classification Step 1.25% # 1.5% # 1.5% # 1.5% # 1.5% # 1.5% # 1.5% # 1.5% 

8/11/13 Paid via 
administrative 

action 

1 May 2014 1 November 
2014 

1 May 
2015 

1 November 
2015 

1 May 2016 1 November 
2016 

1 May 2017 

per hour per hour per hour per hour per hour per hour per hour  

Other activity – 
subject coordination 
(3) 

57.71 58.58 59.46 60.35 61.26 62.17 63.11 64.06 

Marking 
Standard (1) 41.16 41.78 42.41 43.04 43.69 44.34 45.01 45.69 

Standard - 
PhD/Coord.(2) 49.23 49.97 50.72 51.48 52.25 53.03 53.83 54.64 

Higher level(3) 57.71 58.58 59.46 60.35 61.26 62.17 63.11 64.06 
Undergraduate 
Clinical Nurse 
Education 

Normal prep. (1) 82.33 83.56 84.81 86.09 87.38 88.69 90.02 91.37 

Little prep. (1) 61.74 62.67 63.61 64.56 65.53 66.52 67.51 68.52 

Normal prep. - 
PhD/Coord.(2) 98.46 99.94 101.43 102.96 104.50 106.07 107.66 109.27 

Little prep. - 
PhD/Coord.(2) 73.84 74.95 76.08 77.22 78.38 79.55 80.74 81.95 

 
(1)  These casual rates of pay are calculated using the Level A (Associate Lecturer) Step 2 rate operative immediately prior to certification of the Enterprise Agreement 

(Academic Staff) 2004.  The University will continue to recognise this rate as the base for the calculation of these casual rates for the life of the Agreement.  The annual 
base rate will be adjusted by the salary increases as follows: 

 
Commencing 

rate, per annum 
1.25% 1.5% 1.5% 1.5% 1.5% 1.5% 1.5% 1.5% 

8/11/13 Paid via 
administrative action  

1 May 
2014 

1 November 
2014 

1 May 
2015 

1 November 
2015 

1 May 
2016 

1 November 
2016 

1 May 2017 

$63,421 $64,214 65,177 66,154 67,146 68,153 69,175 70,212 71,265 

 
(2) These casual rates are calculated using Level A Step 3 
(3) These casual rates are calculated using Level B Step 2 
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SCHEDULE 3: MINIMUM STANDARDS FOR ACADEMIC LEVELS (MSALs) 
 

 
INTRODUCTION 
 
Minimum standards for levels of academic staff, other than a casual, are set out in this Schedule - 
Minimum standards for academic levels (MSAL). The levels are differentiated by level of complexity, 
degree of autonomy, leadership requirements of the position and level of achievement of the 
academic. The responsibilities of academic staff may vary according to the specific requirements of 
the institution to meet its objectives, to different discipline requirements and/or to individual staff 
development. 
 
An academic appointed to a particular level may be assigned and may be expected to undertake, 
responsibilities and functions of any level up to and including the level to which the academic is 
appointed or promoted. In addition, an academic may undertake elements of the work of a higher level 
in order to gain experience and expertise consistent with the requirements of an institution’s promotion 
processes. 
 
MSAL will not be used as a basis for claims for reclassification. 
 
TEACHING AND RESEARCH ACADEMIC STAFF 
 
Level A 
 
A Level A academic will work with the support and guidance from more senior academic staff and is 
expected to develop his or her expertise in teaching and research with an increasing degree of 
autonomy. A Level A academic will normally have completed four years of tertiary study or equivalent 
qualifications and experience and may be required to hold a relevant higher degree. 
 
A Level A academic will normally contribute to teaching at the institution, at a level appropriate to the 
skills and experience of the staff member, engage in scholarly, research and/or professional activities 
appropriate to his or her profession or discipline, and undertake administration primarily relating to his 
or her activities at the institution. The contribution to teaching of Level A academics will be primarily at 
undergraduate and graduate diploma level. 
 
Level B 
 
A Level B academic will undertake independent teaching and research in his or her discipline or 
related area. In research and/or scholarship and/or teaching a Level B academic will make an 
independent contribution through professional practice and expertise and coordinate and/or lead the 
activities of other staff, as appropriate to the discipline. 
 
A Level B academic will normally contribute to teaching at undergraduate, honours and postgraduate 
level, engage in independent scholarship and/or research and/or professional activities appropriate to 
his or her profession or discipline. He or she will normally undertake administration primarily relating to 
his or her activities at the institution and may be required to perform the full academic responsibilities 
of and related administration for the coordination of an award program of the institution. 
 
Level C 
 
A Level C academic will make a significant contribution to the discipline at the national level. In 
research and/or scholarship and/or teaching he or she will make original contributions, which expand 
knowledge or practice in his or her discipline. 
 
A Level C academic will normally make a significant contribution to research and/or scholarship and/or 
teaching and administration activities of an organisational unit or an interdisciplinary area at 
undergraduate, honours and postgraduate level. He or she will normally play a major role or provide a 
significant degree of leadership in scholarly, research and/or professional activities relevant to the 
profession, discipline and/or community and may be required to perform the full academic 
responsibilities of and related administration for the coordination of a large award program or a 
number of smaller award programs of the institution. 
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Level D 
 
A Level D academic will normally make an outstanding contribution to the research and/or scholarship 
and/or teaching and administration activities of an organisational unit, including a large organisational 
unit, or interdisciplinary area. 
 
A Level D academic will make an outstanding contribution to the governance and collegial life inside 
and outside of the institution and will have attained recognition at a national or international level in his 
or her discipline. He or she will make original and innovative contributions to the advancement of 
scholarship, research and teaching in his or her discipline. 
 
Level E 
 
A Level E academic will provide leadership and foster excellence in research, teaching and policy 
development in the academic discipline within the institution and within the community, professional, 
commercial or industrial sectors. 
 
A Level E academic will have attained recognition as an eminent authority in his or her discipline, will 
have achieved distinction at the national level and may be required to have achieved distinction at the 
international level. A Level E academic will make original, innovative and distinguished contributions to 
scholarship, researching and teaching in his or her discipline. He or she will make a commensurate 
contribution to the work of the institution. 
 
 
RESEARCH ACADEMIC STAFF (INCLUSIVE OF CREATIVE DISCIPLINES) 
 
Level A 
 
A Level A research academic will typically conduct research/scholarly activities under limited 
supervision either independently or as a member of a team and will normally hold a relevant higher 
degree. 
 
A Level A research academic will normally work under the supervision of academic staff at Level B or 
above, with an increasing degree of autonomy as the research academic gains skills and experience.  
A Level A research academic may undertake limited teaching, may supervise at undergraduate levels 
and may publish the results of the research conducted as sole author or in collaboration. He or she will 
undertake administration primarily relating to his or her activities at the institution. 
 
Level B 
 
A Level B research academic will normally have experience in research or scholarly activities, which 
have resulted in publications in refereed journals or other demonstrated scholarly activities. 
 
A Level B research academic will carry out independent and/or team research. A Level B research 
academic may supervise postgraduate research students or projects and be involved in research 
training. 
 
Level C 
 
A Level C research academic will make independent and original contributions to research, which 
have a significant impact on his or her field of expertise. 
 
The work of the research academic will be acknowledged at a national level as being influential in 
expanding the knowledge of his or her discipline. This standing will normally be demonstrated by a 
strong record of published work or other demonstrated scholarly activities. 
 
A Level C research academic will provide leadership in research, including research training and 
supervision. 
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Level D 
 
A Level D research academic will make major original and innovative contributions to his or her field of 
study or research, which are recognised as outstanding nationally or internationally. 
 
A Level D research academic will play an outstanding role within his or her institution, discipline and/or 
profession in fostering the research activities of others and in research training. 
 
Level E 
 
A Level E research academic will typically have achieved international recognition through original, 
innovative and distinguished contributions to his or her field of research, which is demonstrated by 
sustained and distinguished performance. 
 
A Level E research academic will provide leadership in his or her field of research, within his or her 
institution, discipline and/or profession and within the scholarly and/or general community. He or she 
will foster excellence in research, research policy and research training. 
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SCHEDULE 4: ACTIVITY DESCRIPTORS – CASUAL ACADEMIC STAFF 

 
 
Presently, the primary categories of casual academic activity at UTS are: 
 

• lecturing 
• tutoring 
• other academic activity 
• marking 
• undergraduate clinical nurse education. 

 
A description of each category of casual academic activity and the circumstances under which each of 
the rates within the category should be applied is provided below. 
 
The UTS Learning 2020 model of student-centered learning may require changes to the nature of 
academic activity. In transitioning to the new model of learning, changes may be required to the 
activity descriptors and to the associated rates of pay. The parties agree therefore to reopen 
discussions concerning these descriptors and the associated rates when the University seeks to make 
changes necessary to implement more fully the Learning 2020 model. 
 
1. CASUAL LECTURING 
 
A casual staff member employed to provide a lecture (or equivalent delivery through other than face-
to-face teaching mode) will be paid for each hour of lecture delivered according to the rates in the 
table below. The hourly rates for lecturing include directly associated non-contact duties as specified 
in sub-clause 44.5. 
 
Currently, a ‘Lecture’ means educational delivery described as a lecture in a course or subject outline 
that is a primary form of education delivery where information on the subject topic is delivered to the 
students for the first time. 
 
ACTIVITY DESCRIPTION 

 
Specialised lecture one hour of delivery and four hours of associated non-contact 

duties.  
Developed lecture one hour of delivery and three hours of associated non-contact 

duties. 
Basic lecture one hour of delivery and two hours of associated non-contact 

duties. 
Repeat lecture one hour of delivery and one hour of associated non-contact 

duties. The hourly rate for a repeat lecture applies to a second or 
subsequent delivery of substantially the same lecture in the 
same subject matter within a period of seven days. 

 
2. CASUAL TUTORING 
 
A casual staff member employed to provide a tutorial (or equivalent delivery through other than face-
to-face teaching mode) will be paid for each hour of tutorial delivered according to the rates in the 
table below. The hourly rates for tutoring include directly associated non-contact duties as specified in 
sub-clause 44.7. 
 
Currently, a ‘Tutorial’ means educational delivery described as a tutorial, session, design studio or 
seminar in a course or subject outline that is a supplementary form of education delivery which is a 
facilitated discussion where matters already covered elsewhere in a program are discussed, clarified 
or elaborated. 
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ACTIVITY DESCRIPTION 

 
Normal tutorial one hour of delivery and two hours of associated non-contact 

duties. 
Repeat tutorial one hour of delivery and one hour of associated non-contact 

duties. The hourly rate for a repeat tutorial applies to a second or 
subsequent delivery of substantially the same tutorial in the 
same subject matter within a period of seven days. 

Normal tutorial 
(performs subject coordination 
or possesses PhD 
qualification) 

one hour of delivery and two hours of associated non-contact 
duties where the staff member holds a relevant doctoral 
qualification or where full subject coordination duties are included 
as part of normal duties. 

Repeat tutorial 
(performs subject coordination 
or possesses PhD 
qualification) 

one hour of delivery and one hour of associated non-contact 
duties where the staff member holds a relevant doctoral 
qualification or where full subject coordination duties are included 
as part of normal duties. The hourly rate for a repeat tutorial 
applies to a second or subsequent delivery of substantially the 
same lecture in the same subject matter within a period of seven 
days. 

 
3. OTHER ACADEMIC ACTIVITY 
 
ACTIVITY DESCRIPTION 

 
Other academic activity Includes all other work that is required to be performed, being 

work in the nature of, but not limited to: 
 
• the conduct of practical classes, demonstrations, workshops, 

student field excursions; 
• the conduct of clinical sessions other than clinical nurse 

education;  
• consultation with students, including being available on-line 

for student enquiries; 
• supervision;  
• attendance at lecturers or other teaching activities of other 

staff as required; 
• attendance at departmental and/or Faculty meetings and 

meetings and briefings with staff as required. 
 
This list is not intended to be exhaustive, but is provided by way 
of examples and guidance. 
 

Other academic activity 
(possesses PhD qualification) 

As for ‘other academic activities’ where the staff member holds a 
relevant doctoral qualification. 
 

Other academic activity 
(subject coordination) 

As for ‘other academic activities’ where subject coordination 
duties are required.  Subject coordination duties may include the 
development of teaching and subject materials such as the 
preparation of subject guides, reading lists. The hours allocated 
will be agreed based on the number of students involved and the 
complexity of the task. 
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4. CASUAL MARKING 
 
All marking by a casual academic (except in the case of marking which takes place during a lecture, 
tutorial, or clinical session) will be paid according to the rates in Schedule 2.  The hours allocated will 
be agreed based on the number of students involved and the complexity of the task. 
 
ACTIVITY DESCRIPTION 

 
Standard marking  
Standard marking 
(performs subject coordination 
or possesses PhD 
qualification) 

Standard marking, where the staff member holds a relevant 
doctoral qualification or where full subject coordination duties are 
required as part of normal duties. 

Higher level marking Marking as a supervising examiner or marking requiring a 
significant exercise of academic judgment appropriate to an 
academic at Level B status. 

 
5. UNDERGRADUATE CLINICAL NURSE EDUCATION 
 
A casual academic employed to provide undergraduate clinical nurse education will be paid for each 
hour of delivery according to the rates in the table below. The hourly rates for undergraduate clinical 
nurse education include directly associated non-contact duties as specified in sub-clause 44.7. 
 
‘Undergraduate clinical nurse education’ means the conduct of undergraduate nurse education in a 
clinical setting. 
 
ACTIVITY DESCRIPTION 

 
Clinical nurse education –  
normal preparation 

one hour of delivery and one hour of associated non-contact 
duties. 

Clinical nurse education –  
little preparation 

one hour of delivery and 0.5 hour of associated non-contact 
duties. 

Clinical nurse education –  
normal preparation 
(performs subject coordination 
or possesses PhD 
qualification) 

one hour of delivery and one hour of associated non-contact 
duties where the staff member holds a relevant doctoral 
qualification or where full subject coordination duties are included 
as part of normal duties. 

Clinical nurse education –  
little preparation 
(performs subject coordination 
or possesses PhD 
qualification) 

one hour of delivery and 0.5 hour of associated non-contact 
duties where the staff member holds a relevant doctoral 
qualification or where full subject coordination duties are included 
as part of normal duties. 
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SIGNATURES 
 
 
 
 
Signed for and on behalf of the 
National Tertiary Education Industry Union  
as employee bargaining representative 
 
Full name: 
 
Authority: 
 
Address: 
 
 
 
In the presence of 
 
Full name:  
 
Dated:  
 
 
 
 
 
 
 
Signed for and on behalf of the 
University of Technology, Sydney  ..........................................................  
 
Full name: Professor Attila Brungs 
 
Authority: Vice-Chancellor 
 
Address: University of Technology Sydney 
 PO Box 123 
 Broadway NSW 2007 
 
 
In the presence of 
 
Full name:  ..........................................................  
 
Dated:  ..........................................................  
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