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DEPUTY PRESIDENT YOUNG MELBOURNE, 18 SEPTEMBER 2019

Application for approval of the Queensland University of Technology Enterprise Agreement 
(Professional Staff) 2018 - 2021.

[1] Queensland University of Technology (the Employer) has made an application for 
approval of an enterprise agreement known as the Queensland University of Technology 
Enterprise Agreement (Professional Staff) 2018 – 2021 (the Agreement) pursuant to s 185 of 
the Fair Work Act 2009 (the Act). The Agreement is a single-enterprise agreement.

[2] The Employer has provided written undertakings. A copy of the undertakings is 
attached at Annexure A. I am satisfied that the undertakings will not cause financial detriment 
to any employee covered by the Agreement and the undertakings will not result in substantial 
changes to the Agreement. The undertakings are taken to be a term of the agreement.

[3] Subject to the undertakings referred to above, and on the basis of the material 
contained in the application, and the accompanying statutory declaration, I am satisfied that 
each of the requirements of ss 186, 187, 188 and 190 as are relevant to this application for 
approval have been met. 

[4] Pursuant to s 205(2) of the Act, the model consultation term prescribed by the Fair 
Work Regulations 2009 is taken to be a term of the Agreement.

[5] The National Tertiary Education Industry Union, the Australian Municipal, 
Administrative, Clerical and Services Union and United Voice, being bargaining 
representatives for the Agreement, have given notice under s 183 of the Act that they seek to 
be covered by the Agreement.  In accordance with s 201(2) and based on the statutory 
declarations provided by the organisations, I note that the Agreement covers the 
organisations.
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[6] The Agreement was approved on 18 September 2019 and, in accordance with s 54, 
will operate from 25 September 2019. The nominal expiry date of the Agreement is 31 
December 2021.

DEPUTY PRESIDENT

Printed by authority of the Commonwealth Government Printer

<AE505348  PR712502>
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PART A – AGREEMENT FORMALITIES 

1.0 TITLE 

This Agreement will be known as the Queensland University of Technology Enterprise 
Agreement (Professional Staff) 2018 – 2021. 

2.0 ARRANGEMENT 

Part A – Agreement Formalities 

Part B – Classification and Remuneration 

Part C – Hours and Patterns of Work 

Part D – Leave 

Part E – Other Conditions 

3.0 APPLICATION OF THE AGREEMENT 

This Agreement has been negotiated between the University and the unions listed below and 
will be binding according to its terms upon:  

 Queensland University of Technology (QUT);  

 Professional staff employed at QUT in classification levels HEW 1 to HEW 10 inclusive, 
and professional staff employed as trainees; 

 Australian Municipal, Administrative, Clerical and Services Union (ASU/ Together); 

 United Voice Union; and  

 National Tertiary Education Industry Union (NTEU). 

4.0 DATE AND PERIOD OF OPERATION 

This Agreement will operate from seven (7) days after the date it is approved by the Fair 
Work Commission and has a nominal expiry date of 31 December 2021. 

The University and the Unions agree to commence negotiations for a replacement 
agreement at a date agreed by the parties to this Agreement. The University and the Unions 
will endeavour to provide each other with an initial set of claims at the commencement of 
the negotiations. 

5.0 STATUS OF THIS AGREEMENT 

The status of this Agreement in relation to other industrial instruments and conditions of 
employment is as follows: 

5.1 Relationship with previous Agreements 

This Agreement replaces and prevails over any other Agreement that might otherwise apply 
to staff covered by this Agreement. 

5.2 Relationship with Awards 

This Agreement displaces all relevant awards that might otherwise apply to staff covered by 
this Agreement. 
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5.3 Relationship with University Policies 

The negotiated terms and conditions of employment for professional staff are outlined in this 
Agreement. Policies for other conditions and benefits affecting employment are contained in 
the Queensland University of Technology Manual of Policies and Procedures (‘Manual of 
Policies and Procedures’) and, subject to the following paragraph, may be changed from time 
to time by the University. These policies do not form part of this Agreement. 

The University agrees that no substantive changes will be made to existing University 
policies which directly affect the employment conditions of professional staff without 
reasonable notice and prior consultation with affected staff and Unions. 

5.4 Relationship with National Employment Standards 

No term in this Agreement is to be interpreted in a way that is detrimental to an employee 
in any respect when compared to the National Employment Standards. 

5.5 Reference to Organisational units or Position Titles 

Reference to an area such as Business Unit, Department, School, Discipline, Institute or 
equivalent includes any subsequent or alternative entity undertaking those functions. 
Reference to a position title includes any changed title performing similar functions. 

6.0 DEFINITIONS 

6.1 ‘Authorising Officer’  

Authorising Officer means the Vice-Chancellor and President, Vice-President 
(Administration) and University Registrar, head of the relevant organisational area, usually 
the Head of Division or Executive Dean of Faculty or nominee. 

6.2 ‘Consultation’ 

Consultation means conferring between the University and the affected staff member(s) and 
the Union(s), in such a way that the participants could have the opportunity to contribute to 
and influence the decision. At the request of the staff member(s) or the Union, consultation 
will also occur at the Professional Staff Consultative Committee (PSCC).  

6.3 ‘Continuous Service’  

Continuous Service means a period of service, which is unbroken. A staff member’s service 
will be deemed to be unbroken provided that the time between ceasing employment and 
recommencing employment with the University does not exceed three (3) months. 

6.4 ‘Disciplinary Action’ 

Disciplinary Action means: 

(a) in relation to misconduct and/or unsatisfactory performance, action by the University to 
discipline a staff member and is defined as: 

(i) formal censure or reprimand; 

(ii) withholding of an increment; 

(iii) demotion; 

(iv) suspension with, or without pay;  

(v) reallocation of duties; and 
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(b) in relation to unsatisfactory performance and serious misconduct, action by the 
University to discipline a member of staff including one or more of the ways referred to 
in subclause 6.4(a), and termination of employment with notice, or in relation to serious 
misconduct with or without notice. 

6.5 ‘Family’  

Family includes:  

 spouse (including a current or former spouse, de facto spouse, or partner, regardless of 
gender identity or sexuality) of the staff member; 

 a child (including an adult child, adopted child, step child and ex nuptial child), parent or 
step parent, grandparent, grandchild or sibling of either the staff member or their 
spouse; and 

 a person, who due to kinship, cultural or religious beliefs is considered a member of the 
staff member’s family. 

6.6 ‘Executive Director, Human Resources’  

Executive Director, Human Resources means the person appointed  to be the Executive 
Director, Human Resources of the University and includes anyone fulfilling that role on a 
temporary basis or any nominee of the Executive Director, Human Resources. 

6.7 ‘Household member’  

Household member is someone with whom the staff member lives and for whom the staff 
member has responsibility. 

6.8 ‘Misconduct’  

Misconduct means conduct that is unsatisfactory but which is not so serious as to justify the 
possibility of termination of employment. 

6.9 ‘Negotiation’  

Negotiation means holding discussions and making genuine efforts to resolve differences and 
reach agreement. 

6.10 ‘Partner’ 

Partner means spouse including a current or former spouse, de facto spouse, or partner, 
regardless of gender identity or sexuality. 

6.11 ‘Primary Carer’  

Primary Carer shall mean a person who assumes the principal role of having responsibility of, 
and providing care to a child. 

6.12 ‘Professional Staff’ 

Professional staff means a staff member employed by the University as defined in clause 3 of 
this Agreement. 

6.13 ‘Representative’  

Representative means a person chosen by an affected staff member or the University to 
assist or represent them. At the choice of the staff member this person may be a union 
officer or official. 

This excludes a person who is currently practising as a solicitor or barrister. 
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6.14 ‘Serious Misconduct’  

Serious Misconduct is misconduct of a serious and wilful nature which is conduct of a type 
that would make it unreasonable to require the University to continue employment of the 
staff member concerned and is normally limited to: 

 theft from the University, or from staff or students; 

 assault involving another staff member, or student, or which is occasioned on campus or 
at a work related function or activity; 

 fraudulent conduct; 

 conduct of a kind which constitutes a significant impediment to the carrying out of a staff 
member’s duties or to the staff member’s colleagues carrying out their duties; 

 conviction by a court of an offence or judgment entered in a court or tribunal which 
constitutes a serious impediment of the kind referred to in 6.14(d); 

 conduct of a serious or repeated nature which in the reasonable opinion of the Vice-
Chancellor and President breaches the University's Code of Conduct; 

 serious dereliction of the duties required of the staff member’s position;  

 wilful conduct in bad faith which is reasonably likely to significantly damage the 
University’s reputation; 

 refusing to carry out a lawful and reasonable instruction that is consistent with the 
employee’s contract of employment; 

 conduct that causes serious or imminent risk to the health or safety of a person; or 

 being intoxicated when performing work activity. An employee is taken to be intoxicated 
if the staff member is under the influence of intoxicating alcohol or a drug (except where 
administered by, or taken in accordance with the direction of, a person lawfully 
authorised to administer the drug).    

6.15 ‘Significant consequences’ 

Significant consequences referred to in clause 11 include but are not limited to: 

 substantial changes in the composition, operation or size of the University workforce or 
in the skills required; 

 the restructuring of organisational units; 

 variation to the delivery of University services which impact on its staffing structure; or 

 any changes likely to lead to job losses. 

6.16 ‘Staff member’ 

Staff member means a professional staff member employed by the University as defined in 
subclause 6.12 of this Agreement. 

6.17 ‘Supervisor’  

Supervisor means a staff member whose position (consistent with the Classification 
Descriptions contained in Schedule One) requires them to be responsible for the 
supervision of a professional staff member(s). A supervisor may be an academic member of 
staff. 

6.18 ‘The University’  

The University means the Queensland University of Technology as the employer. 
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6.19 ‘The University Registrar’  

The University Registrar means the person appointed to be the Vice-President 
(Administration) and University Registrar of the University and includes anyone acting in that 
role on a temporary basis, or any nominee of the Vice-President (Administration) and 
University Registrar. 

6.20 ‘The Union(s)’  

The Union(s) means the Union(s) referenced in clause 3 of this Agreement. 

6.21 ‘Vice-Chancellor and President’  

Vice-Chancellor and President means the person appointed to be the Vice-Chancellor and 
President of the University, and includes anyone acting in that role on a temporary basis, or 
any nominee of the Vice-Chancellor and President. 

7.0 OBJECTIVES OF THIS AGREEMENT 

The objectives of the Agreement are to: 

 Create and maintain harmonious industrial relations at the University; 

 Provide competitive pay and conditions in recognition of the contribution made by 
professional staff and to strengthen the University’s ability to attract and retain staff of 
the highest quality; 

 Provide for the participation of staff in the implementation of changes to support the 
University’s mission while minimising adverse impacts on staff; 

 Support strategies that enhance the University’s position as a leading tertiary education 
and research provider; 

 Strengthen the University’s competitive advantage through improvements in 
productivity, efficiency, effectiveness, quality, flexibility and equity through the 
contribution of professional staff; and 

 Foster the development of a positive, safe and productive workplace culture 
underpinned by co-operative and consultative approaches to work. 

8.0 PROFESSIONAL STAFF CONSULTATIVE COMMITTEE 

8.1 The Professional Staff Consultative Committee (PSCC) will comprise of: one (1) 
representative and one (1) official from each of the Unions, and up to an equivalent number 
of, but not less than, three (3) University representatives. 

8.2 The PSCC is a consultative body in relation to workplace reform and other significant 
employee relations issues. The PSCC will act as a forum for discussion and consultation on 
implementation of this Agreement and various workplace relations issues. 

8.3 The PSCC will determine its own procedures of operation however meetings of the PSCC 
can be convened at the request of the University or the Union(s). There will be meetings at 
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least every two (2) months between February and November each year, unless otherwise 
agreed by the PSCC. 

9.0 UNION PARTICIPATION AND RESOURCES 

The University recognises the contribution of effective union organisation to productive 
workplace relations as well as assisting staff in understanding their terms and conditions of 
employment, and their entitlements contained within the provisions of this Agreement. To 
facilitate this, the following arrangements are available:  

9.1 Union Delegates  

 Union delegates may meet with staff they represent in the workplace and will be 
provided with reasonable time during normal working hours and as part of their normal 
duties for the purposes of holding discussions, reporting on matters relevant to the 
Agreement or ascertaining staff members’ views or concerns. 

 Union delegates will be provided with time off during normal working hours to attend 
one (1) delegate meeting per month for one (1) hour and fifteen (15) minutes on each 
occasion which may occur in conjunction with a lunch break to provide for a maximum 
meeting duration of two (2) hours plus any necessary travel time.  

Unions shall provide the Executive Director, Human Resources with a list of names of staff 
recognised as Union delegates. 

9.2 Union Meetings  

 Staff members covered by this Agreement may attend paid time meetings conducted by 
Unions. These meetings may be of up to two (2) hours duration, held one (1) hour 
either side of the lunch period, up to four (4) times per year. Such meetings will not 
disrupt normal work programs and activities.  

 Unions will provide no less than twenty-four (24) hours notice of the intention to hold 
such meetings to the relevant head of organisational area, and to the Executive Director, 
Human Resources where the meeting involves staff from more than one (1) area. Unions 
will ensure such meetings do not interfere with the performance of duties of staff and 
will, as far as possible, be held in meal breaks or other breaks.  

9.3 Union Resources 

 The University will provide the facility for the deduction of union dues from salary with 
an appropriate administration fee charged to the union as determined by the University.  

 Unions may use a designated email address and internal mail systems to communicate on 
industrial issues with the members of staff they represent.  

 The University will provide at least one (1) fully equipped office for the use of the 
Unions.  

 Unions will be provided with access to designated notice boards within the University to 
display Union material.  

 Staff members who are members of the Union may access Trade Union Leave, as per 
clause 39.  

 The activities of staff members involved in the PSCC will be recognised as part of their 
University duties for the purposes of workload management. The relevant supervisor 
will be advised of the staff member’s involvement, in writing, including prior notice of 
PSCC commitments. 
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10.0 JOB SECURITY 

10.1 The University reaffirms that it highly values its professional staff as a critical element in the 
provision of quality service. The University is committed to providing the greatest possible 
degree of job security and, wherever possible, to retaining the services of, and offering 
ongoing opportunities to, current staff members.  

10.2 The University will strenuously explore options to avert job reductions and wherever 
possible, widespread redundancies will be avoided. Involuntary redundancies will be used as 
a last resort and should be avoided if possible. Any job reductions will occur, in the first 
instance, through natural attrition and voluntary measures, which may include part-time 
work, redeployment, retraining and voluntary redundancy. Following such attempts, the 
following measures shall be implemented: 

 Voluntary Redundancy Packages may be offered as outlined in clause 58; 

 Redeployment procedures shall be undertaken in accordance with clause 59. 

11.0 MANAGING CHANGE 

11.1 The effective management of workplace change requires the involvement of people who will 
be directly affected by that change. 

11.2 Following a decision by the University that changes are required in organisation, structure or 
technology which may have Significant Consequences as defined in subclause 6.15, the 
University will develop a change proposal including an implementation plan and consult with 
affected staff and the relevant Union(s) about the proposed changes, the need for the change 
and the proposed implementation plan for the change, and strategies and process to be 
followed where there is a possibility that staff members may be made redundant (clause 58 
Voluntary and Involuntary Redundancy).  

11.3 The consultation will have the aim of reaching agreement where possible about the impact of 
that change on the work or conditions of staff and will include the timetable for change, 
consideration of alternative ways of introducing change and means of avoiding detrimental 
outcomes for staff. Consultation will normally be for a period of twenty (20) working days 
or other period by mutual agreement with the relevant Union(s). At least one (1) meeting 
will be offered to the relevant Union(s) during the twenty (20) working day consultation 
period to respond to feedback and/or provide clarification of information. 

This consultation will provide sufficient time for affected staff members and the relevant 
Union(s) to have meaningful input into the final decision about the proposed change, the 
development of a change process and the implementation of the change process. 

11.4 When there is a possibility of redundancy the proposed change proposal and implementation 
plan will include consideration of measures to achieve job reductions without increasing the 
average workload of organisational units and ensuring that any job losses are genuine 
redundancies, and the consultation will include consultation about those measures with the 
aim of reaching agreement on the implementation plan. 

The proposed implementation plan will also include: 

 the reduction to be achieved in terms of either staffing costs or number of staff; 

 the timetable for achieving staff reductions; 
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 the preferred measures for achieving staff reductions, including natural attrition if 
relevant;  

 consideration of all measures to avoid redundancy including retraining and 
redeployment, voluntary flexible working arrangements, consideration of job swap 
arrangements, and one (1) or more rounds of voluntary redundancy; 

 objective criteria to be used to determine proposed redundancies (if required); 

 work no longer required to be performed and/or where work will be undertaken 
elsewhere. 

All relevant information and data will be provided to assist in consultations. In any 
discussions, the University will not be required to disclose information that would be 
adverse to the University’s interests. 

11.5 Following the consultation process contemplated by this clause as per 11.3, the University 
will finalise its change decision including the implementation plan taking into account matters 
raised during the consultation. 

11.6 Any proposed job losses resulting from change will be handled in accordance with clause 58 
(Voluntary and Involuntary Redundancy). 

11.7 A review of the implemented change may be conducted as required, following a relevant 
period of time such as twelve (12) to eighteen (18) months following full implementation. 

12.0 OUTSOURCING 

12.1 Consistent with clause 11, where the University proposes new outsourcing arrangements or 
new outsourced functions or services (including contracting out of an entire and/or partial 
function or service currently being undertaken by University staff), the University will initiate 
consultation with affected staff members and the relevant Union(s). Such consultation will 
occur prior to any final decision by the University to take any steps to outsource the 
function or service. 

12.2 For the purposes of this clause, “new outsourcing arrangements” does not include existing 
outsourcing arrangements in place on the operative date of this Agreement. 

12.3 The University will provide all relevant documentation and information on the proposal 
including why it considers contracting out to be necessary and shall consult in good faith 
about whether the work should be contracted out and alternatives to contracting out to 
minimise any possible impact on existing staff members. 

12.4 The University will report to the PSCC on the outcome of the consultation process and the 
rationale for the decision made. 

12.5 Post implementation review 

A review of any outsourcing arrangement will be conducted by the University prior to the 
renewal of the outsourcing contract. The review report will be provided to the PSCC.  
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13.0 AGREEMENT TO BE DISPLAYED 

13.1 A copy of this Agreement will be available on the University’s web site and on request from 
the Human Resources Department. 

14.0 DISPUTES ARISING FROM THIS AGREEMENT 

14.1 Scope 

 This procedure applies to disputes arising out of this Agreement or arising in relation to the 
National Employment Standards. 

 Grievances that do not relate to the interpretation or implementation of this Agreement, 
such as individual grievances, can be dealt with under the Staff Complaints Policy as 
contained in Chapter B of the Manual of Policies and Procedures. 

14.2 Internal Dispute Resolution Processes 

 The University, staff member(s) directly affected by the matters in dispute or a Union 
(parties to the dispute) will refer a dispute to the Executive Director, Human Resources. 
The Executive Director, Human Resources may: 

 discuss the matter privately with the parties to the dispute; and/or 

 seek advice and/or clarification concerning the matters in dispute from the parties to the 
dispute or other person(s); and/or 

 at any time, and if required by a party to the dispute, arrange a conference of the parties 
to the dispute in order to discuss and seek to resolve the dispute. 

 The Executive Director, Human Resources may propose a basis for resolution in writing to 
the parties to the dispute.  

 The parties to the dispute will take all reasonable steps to undertake the processes required 
by subclause 14.2.1 and 14.2.2 normally within ten (10) working days (unless the parties 
agree otherwise) of the matter being referred to the Executive Director, Human Resources. 

 A resolution reached under subclause 14.2 will only be binding on the University if accepted 
in writing by the Executive Director, Human Resources on behalf of the University and by 
the other party / parties to the dispute. 

14.3 Resolution by the Fair Work Commission 

 If a dispute is not resolved pursuant to subclause 14.2, a party to the dispute may refer the 
matter to the Fair Work Commission for resolution by conciliation and/or arbitration. 

 If the matter is resolved following a reference to the Fair Work Commission then: 

 subject to any right of appeal, the resolution will be binding on the parties to the dispute; 

 the parties to the dispute must take immediate steps to implement the resolution, 
including where necessary by making any changes required to work arrangements or the 
organisation of work required by the resolution. 

14.4 Arrangements while Dispute Resolution Procedures are being followed 

Until the procedures set out in subclauses 14.2 and 14.3 are exhausted: 

 work shall continue in the normal manner (other than with respect to bona fide health 
and safety issues); 

 no industrial action shall be taken by a party to the dispute; 
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 management shall not change work, staffing or the organisation of work if such is the 
subject of the dispute; and 

 parties to the dispute shall not take any other action likely to exacerbate the dispute. 

14.5 Representation 

The parties to the dispute may be represented or assisted by a person of their choosing at 
any stage during this process. 

14.6 Obligation to act in good faith 

Parties to a dispute will comply with the following when utilising this Dispute Resolution 
Procedure: 

 disputes dealt with under this Disputes Resolution Procedure must be genuine disputes 
which are sought to be resolved in good faith; 

 disputes will not be raised or progressed for any purpose other than the effective 
resolution of the specific dispute; 

 all parties to a dispute will cooperate to ensure that disputes are resolved as quickly and 
efficiently as possible; 

 the requirements of subclause 14.4 will not be invoked by any party to a dispute in a way 
which unreasonably or unnecessarily obstructs the organisation or operational affairs of 
the University or any part of it, and, where appropriate, parties to a dispute will 
negotiate in good faith to reach an agreement on how the requirements of subclause 
14.4 are to be applied to meet this objective. 

15.0 NO EXTRA CLAIMS 

The parties covered by this Agreement agree not to pursue any further claims in respect of 
enterprise bargaining other than in relation to clause 4 prior to the nominal expiry date of 
this Agreement. 
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PART B – CLASSIFICATION AND REMUNERATION 

16.0 CLASSIFICATION DESCRIPTIONS 

The classification descriptions for professional staff positions (Higher Education Workers 
HEW Levels 1‒10 excluding research assistants and senior research assistants) are contained 
in Schedule One. The classification descriptors outline broad categories of required 
responsibilities and skill level for professional staff positions and are utilised to inform the job 
evaluation process. 

17.0 INCREMENTAL PROGRESSION 

17.1 Incremental progression 

 Incremental progression is available for staff classified at HEW Levels 1‒10 inclusive, 
excluding casual staff and those staff at the top salary point of the relevant HEW Level (2 to 
10). 

 Subject to satisfactory performance as assessed through Performance Planning and Review 
for Professional Staff (PPR-PS) and on completion of twelve (12) months satisfactory service 
on the highest increment of HEW 1 an eligible staff member will progress to the first 
increment of HEW 2 . Incremental progression will then be available through HEW 2 in 
accordance with the provisions of this clause. 

 Subject to satisfactory performance as assessed through Performance Planning and Review 
for Professional Staff (PPR-PS) and on completion of twelve (12) months satisfactory service, 
a staff member will progress to the next increment within the salary scale unless a 
recommendation to withhold the increment is received by the Executive Director, Human 
Resources at least four (4) weeks prior to the increment falling due. 

17.2 Withholding an increment 

 An increment may only be withheld where a staff member has been informed in writing of 
unsatisfactory performance as per subclause 53.2. 

 Where withholding an increment is recommended to the Executive Dean/Executive 
Director of Institute/Head of Division or nominee, the staff member and the Executive 
Director, Human Resources, will be advised in writing. 

Where unsatisfactory performance, as per subclause 53.2, has been invoked and is 
subsequently resolved satisfactorily as per subclause 53.2.3(a), the staff member’s increment 
will be effective from the date the decision was made the staff member’s performance was 
no longer unsatisfactory. 

18.0 JOB FLEXIBILITY  

Staff members are required to perform duties as nominated by the University consistent 
with the classification descriptions detailed in Schedule One. Staff performing new duties will 
receive training where appropriate and/or instruction prior to commencing such tasks. Staff 
may be required to participate in job rotation or multi-skilling in consultation with their 
supervisor. 
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19.0 JOB EVALUATION 

19.1 A job evaluation process is used to determine the appropriate classification level for 
professional staff positions that: 

 are new; or 

 the current classification does not accurately reflect the ongoing work required to be 
performed. 

This process will be conducted as efficiently and expeditiously as possible. 

19.2 Guidelines are located on the Human Resources web site and do not form part of the 
Agreement. 

19.3 Review of unsuccessful application for a job evaluation 

Where the supervisor and/or Head of School, Division, Faculty or Institute does not 
approve that a job evaluation process should commence, the staff member may submit an 
application for review to the Executive Director, Human Resources who will make a 
decision on whether the application should proceed. 

19.4 Review of job evaluation assessment outcome 

Where the staff member is dissatisfied with the outcome of the job evaluation assessment by 
the Human Resources Department, the staff member may submit an application for review 
to the Executive Director, Human Resources who will convene a Review Panel. 

The Review Panel will consist of: 

(a) One (1) University nominee; and 

(b) One (1) Union nominee. 

Nominees will be selected from a pool of four (4) staff, comprising of two (2) University 
nominees and two (2) Union nominees, trained in job evaluation. 

The Panel will review the application and report to the Executive Director, Human 
Resources who will make a decision. 

19.5 Date of effect 

Where the outcome of the job evaluation process is reclassification to a higher level, the 
new classification level will take effect from the date the completed application is received by 
the Human Resources Department, or earlier date as approved by the Executive Director, 
Human Resources. 

20.0 LINKED CLASSIFICATIONS 

20.1 The Linked Classification Guidelines are located on the Human Resources web site and do 
not form part of the Agreement. 

20.2 The Linked Classification Scheme – Professional Staff facilitates the linking of two (2) or 
more HEW classification levels to meet the strategic and operational needs of an 
organisational area. 

20.3 The position description for a linked position will include a description of the range of duties 
and/or accountabilities for the position at each classification level consistent with the 
descriptors. Where the organisational area requires the advanced skills, knowledge and 
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experience of a higher level to be performed, a staff member will be appointed to a 
classification level consistent with the range of duties and accountabilities to be undertaken, 
and their skills and experience. 

20.4 Progression from the lower to the higher classified level will occur if all the requirements for 
advancement (see Guidelines) to the higher level are met. Consideration of and planning for 
advancement should occur through the PPR-PS process. 

20.5 In exceptional circumstances a staff member in a linked position may meet the criteria of the 
higher level position before reaching the highest increment step of the base position. In such 
a situation the position holder may be considered for advancement to the level of 
classification of the work they are performing. 

21.0 SALARY INCREASES AND RATES OF PAY 

21.1 Salary increases 

The Agreement provides for increases in salary rates as follows: 

2.25% from the first full paid period on or after 1 December 2018; 

2% from the first full paid period on or after 1 December 2019; 

2% from the first full paid period on or after 1 December 2020; and 

2% from the first full paid period on or after 1 December 2021. 

21.2 Minimum payable rates of pay 

Schedule Two sets out the salary scale of minimum pay rates for full-time professional staff. 

21.3 Apprentice rates of pay 

Apprentices will be appointed to step 1 of the HEW Level 2 classification salary rate and are 
eligible to increment after twelve (12) months satisfactory Continuous Service. 

21.4 Trainee rates of pay 

The University may employ trainees pursuant to a training contract registered with the 
relevant State Training Authority. Trainees will be paid in accordance with the National 
Training Wage provisions in the Higher Education Industry – General Staff – Award 2010 (or 
successor award). 

21.5 Better off overall review 

If, as a result of roster arrangements from time to time, any member of the QUT Precinct 
staff earns less remuneration in any four (4) week period under this Enterprise Agreement 
than they would have earned if employed under the terms of the Higher Education Industry – 
General Staff – Award 2010 (MA0000007), the University will pay the staff member the 
amount required to ensure that they are better off overall under the terms of this 
Enterprise Agreement. 
 

22.0 ALLOWANCES 

22.1 Allowance increases 

This Agreement provides allowance increases in accordance with subclause 21.1, as set out 
in Schedule Two. 
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22.2 Meal allowances during overtime 

The provisions relating to meal allowances during overtime are contained in subclauses 
33.7.1, 33.7.2 or 33.7.3, whichever is applicable to the relevant staff member. 

22.3 Higher duties allowance 

 When a full-time or part-time staff member is requested and has agreed to temporarily 
perform duties of a higher classified position (e.g. acts in a vacant position or replaces a staff 
member on leave) for five (5) consecutive working days or more, the staff member will be 
paid an allowance equivalent to the difference between their own salary and the minimum 
salary of the higher classification. 

 On completion of twelve (12) months satisfactory service in a higher position the staff 
member will receive an incremental progression to the next step on the acting HEW Level. 

 A higher duties allowance may be paid in full or in part. Where the full duties of the higher 
classified position are required to be performed, the allowance will be paid at 100%. Where 
a staff member is not required to perform the full range of duties of the position being 
relieved, higher duties will be paid on a pro-rata basis equivalent to the percentage of duties 
required to be performed. 

 Recreation leave taken during a period of higher duties will be paid at the higher duties rate, 
provided that the staff member is acting in the higher position both immediately before and 
after the period of recreation leave. Recreation leave taken immediately at the end of a 
period of higher duties will be paid at the higher duties rate where immediately prior to the 
taking of recreation leave the staff member has received higher duties for a minimum of eight 
(8) weeks. 

 Superannuation contributions to the UniSuper scheme are paid based on the higher duties 
salary from the first day of the period of higher duties exceeding twelve (12) months. 
Superannuation contributions to the QSuper Defined Benefit Plan, are paid based on the 
higher duties salary from 1 July of each year if the period of higher duties has been 
continuous from at least the 1 July of the previous year. 

22.4 First aid allowance 

 Full-time and part-time staff eligible for first aid allowance will be paid per fortnight. 

 Security officers are required as part of their normal duties to be First Aid Officers and will 
be paid a first aid allowance. The University will fund the obtaining and renewal of first aid 
certificates to security officers. 

 Where an eligible staff member (who is not a security officer) is designated as a First Aid 
Officer and the staff member agrees in writing to undertake the role of a First Aid Officer 
the University will: 

 Fund the obtaining and renewal of first aid certificates; and 

 Pay an allowance per fortnight in addition to the staff member’s ordinary rate of pay. 

22.5 Sanitary allowance 

An allowance per fortnight is payable to a staff member required to clean toilets connected 
with septic tanks or sewerage, in addition to the normal rate of pay. 

22.6 Tool allowance 

A tool allowance per fortnight will be paid to Electrical Trades and Building Trades staff who 
are required to supply and use their own tools. 
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22.7 Field trip allowances 

Staff who are required to participate in field trip programs and camp out overnight in 
accommodation other than hotels, motels or registered lodging houses, and who are not 
supplied with complimentary accommodation and meals, will be paid an allowance per night. 

22.8 Language allowance 

The provisions relating to language allowance eligibility are contained in subclause 45.3. 

23.0 SUPERANNUATION 

23.1 The University will make and maintain contributions for eligible staff, including new staff, at 
the relevant level of contribution in effect at QUT at the date of approval of this Agreement, 
for the life of this Agreement. For previously ineligible fixed-term staff, the University will 
increase contributions to the rate applicable to ongoing staff from the first full pay period on 
or after 1 July 2021 as agreed between the parties to this Agreement in section 6 of the 
Letter of Understanding dated 27 March 2019.  Where legislation requires an increase to the 
level of contributions, QUT will pay in line with legislative requirements. 

23.2 Contributions will be made to the UniSuper fund for all staff, except that staff who are 
members of QSuper and have their University contributions directed to that fund at the 
commencement of this Agreement may continue to have contributions under this 
Agreement made to that fund. 

23.3 During the life of this Agreement, the University will consult with affected staff and the 
Unions over any amendments to relevant legislation or to the Trust Deeds of the relevant 
funds which impact upon the funds, including the increase to superannuation contributions 
for previously ineligible fixed-term staff above.  

24.0 FLEXIBLE REMUNERATION SCHEME 

24.1 The flexible remuneration scheme is available to all ongoing and fixed-term staff members, 
provided that the fixed-term appointment is for a minimum period of twelve (12) months. 

24.2 Details of the scheme are outlined in University policy. 

24.3 The scheme provides for staff members to package gross salary up to a maximum of 50% of 
their total employment cost, in return for non-cash benefits offered by the University. Staff 
members are required to meet the full cost of the provision of such benefits and associated 
taxation and administration costs. Total employment cost means current gross salary, plus 
loadings, plus superannuation and payroll tax. 

24.4 Participation in the flexible remuneration scheme is voluntary and reviewed annually. 
Participants are encouraged to seek financial advice prior to participating in the scheme. Staff 
will be required to sign a release form if they decline to seek financial advice. 

24.5 Allowances and/or payments not paid as part of base salary such as overtime, field trip 
allowance, meal allowance or higher duties allowance are not to be considered as part of 
gross salary for the purposes of flexible remuneration. 
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PART C – HOURS AND PATTERNS OF WORK 

25.0 WORK CYCLE 

25.1 Professional staff 

Full-time staff are appointed to work 145 hours over a four (4) week cycle. 

25.2 Research Assistants and Senior Research Assistants 

Full-time research assistants and senior research assistants work 145 hours over a four (4) 
week cycle in accordance with the flexible hours arrangements as prescribed in subclauses 
32.4, 32.5 and clause 33 only. 

25.3 Hours of duty for staff covered by subclauses 25.1 and 25.2 are not to exceed ten (10) 
consecutive hours in any one (1) day (excluding overtime and unpaid meal breaks). Part-time 
and casual staff will work the contracted hours over a four (4) week cycle, within the limits 
prescribed in subclauses 43.2 (for part-time staff) and 41.3.2 (for casual staff). 

26.0 PATTERNS OF WORK 

26.1 The University has three different work patterns within the work cycle defined in subclause 
25.1 for fixed-term and ongoing professional staff as follows:  

 A span of hours (refer clause 27) 

 Shift work (refer clause 31) 

 A flexible hours arrangement whereby the span of hours is agreed between the staff 
member and the supervisor (refer clause 32) 

27.0 HOURS OF WORK 

(excluding shift workers / research assistants and senior research assistants / casuals) 

27.1 Span of hours 

Staff will be required by the University to work within the span of hours in accordance with 
the category in which the staff member is employed except where a flexible hours 
arrangement is introduced (see clause 32). 

27.2 The span of hours for each category of fixed-term and ongoing staff is as follows: 

Category of Staff (excluding 
shift workers) 

Days Span of Hours 

All Library Staff 
Book Shop Staff 

Monday to Sunday 

Open Span 

QUT Precinct Staff (Technicians, 
IT, Events, Public Program, and 
Visitor Service staff)  

Open Span 

Learning Environments and 
Technology Services (Technology 
support staff) 

6am to 10pm 

QUT Printing Services 6am to 10pm 
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Security Officers (excluding shift 
workers), Parking Officers 

6am to 6pm 

Health Clinics 
Monday to Friday 

Saturday 
7am to 9pm 
7am to 2pm 

Clerical & Administrative Staff, 
Laboratory Assistants, Technicians, 
Technologists, Computing Staff, 
HiQ Staff  

Monday to Friday 

8am to 6pm 

Building Officers, Forepersons, 
Groundstaff, Attendants, Electrical 
Trades Staff, Building Trades Staff, 
Caretakers 

6am to 6pm 

Cleaning Staff 5am to 6pm 

Demonstrators/Instructors Open Span* 

 
* Provided that all time worked after 6pm actually engaged in teaching will be counted at 
time and one-half for the purpose of calculating the number of hours worked in that week. 

27.3 Open Span 

Open Span means staff can be rostered to start and finish during the twenty-four (24) hour 
cycle over any five (5) consecutive days (or otherwise as agreed by the staff member in 
exceptional circumstances) from Monday to Sunday. 

28.0 NON-CUMULATION OF PENALTIES 

Penalty rates (shift, overtime, weekend, public holiday) are not cumulative. Where a staff 
member is entitled to more than one (1) penalty, the staff member will be entitled to only 
the higher of these. 

29.0 WEEKEND WORK 

29.1 Weekend work for fixed-term and ongoing staff 

Subject to the exceptions listed below, all time worked on a Saturday will accrue or be paid 
at 150% of the ordinary rate of pay for the first three (3) hours and 200% for hours worked 
thereafter. All time worked on a Sunday will accrue or be paid at 200% of the ordinary rate 
of pay. 

 Exception – Security officers and parking officers (non-shift workers) 

All time worked on a Saturday will accrue or be paid at 150% of the ordinary rate of pay. 
All time worked on a Sunday will accrue or be paid at 200% of the ordinary rate of pay. 

 Exception – Cleaning staff 

All time worked on a Saturday will accrue or be paid at 150% of the ordinary rate of pay. 
All time worked on a Sunday will accrue or be paid at 175% of the ordinary rate of pay. 

 Exception – Health Clinics 

All time worked on a Saturday will accrue or be paid at 125% of the ordinary rate of pay. 
All time worked on a Sunday will accrue or be paid at 200% of the ordinary rate of pay. 

 Exception – QUT Precinct staff 

All time worked on a Saturday and Sunday will be paid at the ordinary rate of pay. 
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29.2 Weekend work for casual staff 

Subject to the exceptions listed below in subclauses 29.2.1 and 29.2.2, all time worked on a 
Saturday will accrue or be paid at 150% of the ordinary rate of pay. All time worked on a 
Sunday will accrue or be paid at 200% of the ordinary rate of pay. 

 Exception – Health Clinics; QPS; Student Ambassador (and equivalent) roles; IT Help Desk. 

All time worked on a Saturday and Sunday will accrue or be paid at 125% of the ordinary 
rate of pay. 

 Exception – QUT Precinct staff 

All time worked on a Saturday and Sunday will be paid at the ordinary rate of pay in 
compliance with clause 21.5.  

30.0 ROSTER CHANGE CONSULTATION 

30.1 The University will make all reasonable efforts to ensure roster arrangements are filled on a 
voluntary basis. 

30.2 Where the University proposes to change the regular roster or ordinary hours of work of 
staff members (excluding staff members who have irregular, sporadic or unpredictable 
working hours), it will consult with the affected staff member. 

30.3 For the purposes of this clause, consultation means: 

 providing affected staff with information about the nature of the change and the likely 
effects of the change; 

 requesting feedback from affected staff about the impact of the change (including any 
impact in relation to family or caring responsibilities, security concerns or transport 
arrangements); 

 giving prompt and genuine consideration to the staff member’s feedback; and 

 where requested by an affected staff member, allowing the staff member to be 
represented as per clause 6.13. 

31.0 SHIFT WORK 

31.1 Application 

This clause applies to the following staff who work a rostered shift arrangement: 

 security staff, night cleaning staff, library staff, parking officers, LETS (Technology support 
staff), QPS; and 

 laboratory assistants (or equivalent) employed in Faculties and Institutes. 

31.2 Shift penalty 

A 15% shift penalty is payable to a shift worker under the following circumstances: 

Category of staff Circumstances under which shift penalty to apply 

Security officers 
where the majority of the shift is worked between 4pm and 
8am 

Night cleaners 
where the shift commences at or after 10pm and before 
6am 
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Library, QPS, LETS (Technology 
support staff) staff 

where the majority of the hours are worked after 4pm 

Laboratory assistants (or 
equivalent) 

where the majority of the hours are worked after 4pm  

Parking officers where the shift concludes after 6pm 
 

31.3 Weekend penalty rates 

A shift worker working between midnight on Friday and midnight on Saturday during an 
ordinary shift will be paid at 150% of the ordinary rate of pay. All time worked between 
midnight on Saturday and midnight on Sunday during an ordinary shift will be paid at 200% of 
the ordinary rate of pay. 

31.4 Notification of rosters and changes to rosters for shift workers 

 Staff members will be notified one (1) week in advance of the roster provided that 
notification by 1.00pm on Monday will be sufficient notice for the week commencing on the 
following Monday. 

 Changes within a roster will be by agreement between the University and the staff member 
concerned, but, failing agreement, twenty-four (24) hours notice of a change to a roster will 
be given or double time will be paid for the next shift. 

32.0 FLEXIBLE HOURS ARRANGEMENTS 

32.1 Definition 

 These provisions allow for the option of varying existing span of hours working 
arrangements in response to the operational needs of the organisational unit and/or in 
response to the needs of staff within it. 

 All research assistants and senior research assistants will work flexible hours arrangements 
as detailed in subclause 32.4. For all other professional staff this arrangement can only be 
introduced following consultation with, and agreement by, the supervisor of the 
organisational unit and each staff member affected. The provisions of this clause exclude staff 
whose working patterns are primarily of a shift work nature (refer clause 31). 

 Agreement of a flexible hours arrangement will not be sought through the exertion of undue 
pressure or intimidation. 

32.2 Hours of duty  

A flexible hours arrangement is a change to the existing span of hours worked by a staff 
member(s) (subclause 27.2). Hours of duty for a full-time staff member under a flexible work 
arrangement will be 145 hours over a four (4) week cycle with such hours worked on no 
more than five (5) days in any seven (7) days. A staff member will normally receive two (2) 
consecutive days off in any seven (7) days. These designated days off will be recorded in the 
flexible hours agreement. If a staff member is required to work on a designated day off, they 
will be paid according to the provisions of subclause 33.5.1, unless otherwise mutually 
agreed. 
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32.3 Provisions relating to the making and varying of a flexible hours arrangement will be in 
accordance with University policy in the Manual of Policies and Procedures. The University 
will consult with the Unions prior to any proposed changes to this policy. 

32.4 Research assistants and senior research assistants 

 All research assistants and senior research assistants will work flexible hour arrangements. 
Each arrangement will be determined to suit the specific needs of the research project and 
hours may be of an irregular nature. The arrangement will be recorded in writing. 

 Hours may be worked on more than five (5) out of seven (7) days and days taken off by the 
staff member may be taken as single days. Conditions prescribed in subclause 32.5 and clause 
33 apply to research assistants and senior research assistants. 

32.5 Rates of pay for staff working flexible hours arrangements 

The working of a flexible hours arrangement under this clause will not be deemed to be the 
working of a shift for the purposes of accruing a shift penalty (as defined in subclause 31.2). 
Ordinary rates of pay will apply to all normal hours worked under this arrangement, 
including normal hours of work performed on Saturdays and Sundays. 

33.0 OVERTIME 

33.1 Eligibility for overtime 

 The University can require a staff member to work reasonable overtime at overtime rates. 

 Staff under provisions in subclause 27.1 and staff working flexible hours arrangements 
classified up to and including HEW 7 are eligible for paid overtime or time off in lieu in 
accordance with this clause. Staff classified above HEW 7 are not normally eligible for paid 
overtime but are eligible for time off in lieu of the equivalent amount of overtime. Under 
special circumstances, the supervisor may make a case to the head of the organisational area 
for the payment of overtime for staff classified above HEW 7. 

 All shift workers as defined in subclause 31.1 are eligible for overtime. 

33.2 When overtime occurs 

 Full-time staff members:- 

 When a staff member (excluding shift, and flexible hours workers) is required to work, 
outside of the normal span of hours as defined in subclause 27.1; or more than ten (10) 
hours in any one (1) day; or more than 145 hours in the four (4) week cycle. 

 For shift workers and flexible hour arrangements overtime occurs when required to 
work more than ten (10) hours in any one (1) day; or more than 145 hours in the four 
(4) week cycle. 

 Part-time staff members:- 

 When a staff member (excluding shift, and flexible hours workers) is required to work, 
outside of the normal span of hours as defined in subclause 27.1; or more than ten (10) 
hours in any one (1) day; or in excess of the total number of normal hours in their four 
(4) week cycle. 

 For shift workers and flexible hour arrangements overtime occurs when required to 
work more than ten (10) hours in any one (1) day; or in excess of the total number of 
normal hours in their four (4) week cycle. 

 Casual staff:- When the staff member works in excess of ten (10) hours in any one (1) day. 
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 Overtime only occurs where work cannot reasonably be performed during normal rostered 
hours, except where the staff member and supervisor have agreed to other arrangements in 
respect of the excess time worked and for staff working flexible arrangements where work 
cannot be reasonably performed during ordinary hours. For the purposes of calculating 
overtime payments, overtime will be rounded to the nearest quarter of an hour. 

33.3 Approval of overtime 

Overtime or time off in lieu of overtime is not permitted without prior approval of the 
supervisor. 

33.4 Call back 

A staff member called back to work overtime which is not continuous with their ordinary 
hours of duty must be paid a minimum of two (2) hours at the appropriate overtime rate, 
inclusive of travel time. This minimum payment applies only to the first call back for that day. 
A staff member will be entitled to a rest break according to subclause 37.5. 

33.5 Rates payable for overtime 

 Staff under provisions in clause 27 and flexible hours arrangements 

The rates of pay for overtime worked will be 150% of the staff member’s ordinary rate of 
pay for the first three (3) consecutive hours and 200% of the ordinary rate of pay for the 
rest of the overtime where more than three (3) hours overtime is worked on one (1) 
occasion. 

 Shift workers 

 Overtime will accrue or be paid for at the rate of 150% of the staff member’s ordinary 
rate of pay for the first three (3) hours and 200% thereafter Monday to Saturday, and 
200% on Sunday. A shift worker regularly rostered to work according to a roster 
providing for more than one (1) shift per day will be paid for overtime at the rate of 
200%, calculated on the ordinary rate of pay in addition to any applicable shift penalty 
rate. This does not apply to library staff, QPS, LETS (Technology support staff) or 
laboratory assistants (or equivalent). 

 All time worked on a shift worker’s rostered day off will be paid for at 200% of the staff 
member’s ordinary rate of pay and all overtime worked on Saturday and Sunday will be 
paid for with a minimum payment as for two (2) hours work. 

 Shift workers who are required to work more than one (1) shift per day or who are 
recalled to duty more than two (2) hours after completing or no less than two (2) hours 
prior to commencing an ordinary shift will be paid at the rate of 200% of the staff 
member’s ordinary rate of pay for the shift to be worked. 

 Time off in lieu provisions are in clause 34. 

33.6 Minimum break following overtime 

 A staff member who has worked overtime will, wherever reasonably possible, be given a 
minimum break of ten (10) consecutive hours between the work of successive days/shifts. 
No deduction will be made from a staff member’s pay because of ordinary working time lost 
whilst on this break. 

 A staff member not provided with a ten (10) hour break will be paid at twice the staff 
member’s ordinary rate of pay for all time worked until a break of not less than ten (10) 
hours has been received. 

 This provision does not apply to a staff member recalled to perform additional duties in 
accordance with clause 37 and subclause 33.4. 
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33.7 Meal allowance during overtime 

 A staff member is entitled to be paid a meal allowance (meal allowance 1) in addition to any 
payment for overtime where the staff member is required to work overtime for more than 
one (1) hour before or after the staff member’s normal starting or ceasing times and they 
cannot reasonably be expected to return to their residence for a meal. 

Where a staff member continues or resumes duty for more than one (1) hour after their 
ordinary ceasing time and cannot reasonably be expected to return to their residence for a 
meal and has an unpaid meal break of at least forty-five (45) minutes before the completion 
of overtime a meal allowance (meal allowance 2) is paid. 

 On ordinary days of work – Flexible hours arrangements 

A staff member is entitled to be paid a meal allowance in addition to any payment for 
overtime where the staff member is required to work more than ten (10) hours in any one 
(1) day and they cannot reasonably be expected to return to their residence for a meal. 

 Weekends or Public Holidays 

These provisions also apply to flexible hours arrangements on days normally rostered off. 

Where a staff member is required to work overtime for more than four (4) hours, a meal 
allowance (meal allowance 1) is paid. 

Where a staff member continues or resumes duty for more than one (1) hour after 
completing four (4) hours overtime and cannot reasonably be expected to return to their 
residence for a meal and has an unpaid meal break of at least forty-five (45) minutes prior to 
continuing overtime, a meal allowance (meal allowance 2) is paid. 

34.0 TIME OFF IN LIEU 

The time off in lieu provisions relating to each of the three different work patterns outlined 
in clauses 27 (Span of Hours), 31 (Shift Work) and 32 (Flexible Hours Arrangements) are as 
follows: 

 In accordance with subclause 33.3, a staff member and their supervisor may agree that 
overtime may be taken as time off in lieu of payment. 

 The time off in lieu will accrue at a rate equivalent to the amount of overtime which 
would otherwise have been paid. 

 The supervisor will maintain a record of time accrued and time taken off in lieu for each 
staff member. 

 Accrued time off in lieu will not normally exceed five (5) working days and will be taken 
at a mutually agreed time, normally within thirty (30) days of accrual. In special 
circumstances, where approved in writing by the Authorising Officer a staff member may 
accrue in excess of five (5) days and may take such accrued time off in lieu in block 
periods during non-peak periods.  Time off in lieu must be taken within six (6) months of 
it being accrued, unless the Executive Director, Human Resources agrees that 
exceptional circumstances exist. If no extension is granted, payment of the accrued time 
off in lieu must occur. 

 Where a staff member resigns prior to taking accrued time off in lieu, the University will 
pay the equivalent time in lieu. Payment under these circumstances is limited to time off 
in lieu accrued in the six (6) months prior to the effective date of resignation.  
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35.0 MEAL BREAKS 

No staff member will be required to work more than five (5) consecutive hours without an 
unpaid meal break of at least thirty (30) minutes. Staff required to work overtime are 
entitled to be paid the prescribed meal allowance (refer to subclause 33.7). 

36.0 REST PAUSES 

36.1 Each staff member who works more than seven (7) consecutive hours in any one (1) day 
(excluding any unpaid meal break) is entitled to two (2) ten (10) minute rest pauses each day 
(i.e. one (1) in both the first and second half of their daily work) or one twenty (20) minute 
rest pause each day. Each staff member who works less than seven (7) but more than four 
(4) hours in any one (1) day is entitled to one (1) rest pause of ten (10) minutes duration. 

36.2 Rest pauses must be taken at times that will not interfere with the continuity of work where 
the continuity is necessary in the opinion of the University. 

36.3 The following exception applies to security officers and parking officers – In addition to the 
rest pauses prescribed above, security officers and parking officers employed on a shift basis 
are entitled to a paid meal break of thirty (30) minutes that will be counted as working time. 

37.0 ON-CALL 

37.1 To ensure that the University operates effectively at all times, fixed-term and ongoing staff 
(normally HEW 7 and below) may need to be ‘on-call’ outside normal working hours to 
perform duties relating to the provision of critical services. Areas of critical services include 
computing staff within the Department of Information Technology Services and IT staff and 
technicians in QUT Precincts. Additional critical services will be identified through 
consultation with staff and as outlined in a risk assessment. The University will make all 
reasonable efforts to ensure on-call arrangements are filled on a voluntary basis and having 
regard to a staff member’s personal circumstances including family and/or caring 
responsibilities. 

37.2 ‘On-call’ occurs where a staff member is required to be contactable and on-call to perform 
work outside of the normal span of hours, either at the workplace or elsewhere. On-call is 
not permitted without prior authorisation of the supervisor. Staff will not be required to 
remain on-call for more than two (2) weeks in a four (4) week period, unless otherwise 
agreed. The times during which staff are expected to be on-call will be specified in advance. 

37.3 On-call allowance 

 A staff member in receipt of an on-call allowance must remain fit for work. 

 A staff member who is authorised to be on-call will be paid an allowance for each hour 
during which they are on-call as follows:  

Day Allowance 
Monday to Friday 10% of the ordinary hourly rate of pay 
Saturday 12% of the ordinary hourly rate of pay 
Sunday/Public Holiday 14.5% of the ordinary hourly rate of pay 
  

 Where a staff member in receipt of the on-call allowance is required to perform additional 
duties outside of normal working hours, the payment of the on-call allowance will cease and 
payment of additional duties will apply as below in clause 37.4. 
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37.4 Payment of additional duties 

Staff who are required to perform additional duties outside of normal working hours will be 
entitled to a minimum payment of two (2) hours at the overtime rate of pay. The minimum 
payment applies only to the first call on any one (1) day and does not apply to calls 
immediately prior to, and merging into the staff member’s normal working hours or shift. A 
staff member who is required to perform the additional duties at the workplace will be paid 
at the appropriate overtime rate inclusive of travel. 

37.5 Rest break following on-call 

Where a staff member has performed work of three (3) hours or more duration, the staff 
member shall, where reasonably possible, be given a minimum ten (10) hours break before 
resuming their ordinary working hours on the successive day/shift, except where the work is 
immediately prior to and merges into the commencement of their normal working 
hours/shift. 
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PART D – LEAVE 

38.0 PUBLIC HOLIDAYS 

38.1 Work on Public Holidays 

A staff member required to perform work on a gazetted public holiday will be paid at the 
rate of 250% of the ordinary rate of pay with a minimum payment of four (4) hours unless 
the University and staff member agree to time off in lieu of paid overtime (at the equivalent 
overtime rates) in which case a staff member will receive a minimum of four (4) hours time 
off in lieu. 

38.2 Public holidays falling on a rostered day off (excluding Saturday and Sunday) 

 Where a public holiday falls on a staff member’s rostered day off, the staff member is 
entitled, at the discretion of the University, to either: 

 payment of an extra day’s pay; or 

 time off at a time mutually agreed between the staff member and the University and 
normally within the four (4) week cycle, or at the time the staff member takes 
recreation leave with this extra time not attracting recreation leave loading. 

 Library part-time staff rostered on a rotational basis are paid or given time off on a 
proportional basis. 

39.0 LEAVE ENTITLEMENTS 

The following table sets out the basic entitlements for full-time staff in each of the leave 
categories. Further provisions for the granting and taking of leave and all leave related 
entitlements will be in accordance with the relevant policies in the Manual of Policies and 
Procedures. 

Part-time staff members accrue leave on a proportional basis of the full-time entitlement in 
the following table. 

Leave type Staff Category Entitlement Conditions 

Recreation 
Leave 

Ongoing and fixed-
term (excluding 
continuous shift 
workers) 

4 weeks for each 12 
months of continuous 
service. 
During their 
employment, a staff 
member may seek a 
partial cashing out of 
recreation leave on the 
grounds of 
compassionate or 
financial hardship at the 
discretion of the 
Authorising Officer. 

 Can take leave in unbroken 
periods. 

 Maximum accrual is 2 years 
leave entitlement before a 
staff member may be directed 
to take leave. 

 Leave loading of 17.5% of 
ordinary salary except where 
shift and penalty payment 
would be greater. 

 Can substitute for other 
types of leave for the period 
required in accordance with 
Policy including, for example, 
long service leave, 
compassionate leave, 
personal leave, sick/carer's 
leave or paid parental leave. 

 Accrued leave entitlement 
paid on termination of 
employment for continuing 
staff and for those fixed-term 

Ongoing and fixed 
term continuous shift 
workers 

5 weeks for each 12 
months of continuous 
service. 
During their 
employment, a staff 
member may seek a 
partial cashing out of 
recreation leave on the 
grounds of 
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Leave type Staff Category Entitlement Conditions 
compassionate or 
financial hardship at the 
discretion of the 
Authorising Officer. 

staff who did not have an 
opportunity to take leave. 

 Subject to satisfying 
requirements in policy. 

Sick/ Carer’s 
Leave 

Ongoing and fixed-
term 

10 days (cumulative) per 
annum. 

 Staff employed as on-going or 
fixed-term for at least 
12 months have entitlement 
in advance for first year of 
entitlement. 

 Sick leave entitlement will 
transfer to a further new 
appointment at the University 
provided the break in 
employment is not greater 
than 3 months. 

 On sick/ carer’s leave for 
more than 3 consecutive days 
must provide appropriate 
evidence. 

Casual No entitlement to paid 
sick/ carer’s leave. 

 

Long Service 
Leave 

Ongoing and fixed-
term 

On completion of 7 
years service entitled to 
6.5 days paid leave for 
each year of continuous 
service and a 
proportionate amount 
for part of an 
incomplete year. 
 
During their 
employment, a staff 
member may seek a 
partial cashing out of 
accrued long service 
leave in exceptional 
circumstances on the 
grounds of 
compassionate or 
financial hardship at the 
discretion of the 
Authorising Officer. 

 Leave can be taken for a 
minimum period of 1 day. 

 A staff member who has a 
leave balance in excess of 70 
days may elect to convert all 
or part of the period in 
excess of 70 working days to 
half the leave on double the 
pay. 

 May claim sick leave instead 
of long service leave if ill for 
three or more consecutive 
days, by submitting a medical 
certificate. 

 Recognition of previous 
service subject to policy. 

 Staff with an entitlement to 
accrued long service leave 
will be paid their entitlement 
upon ceasing employment at 
the University. 

 Payment of pro-rata long 
service leave if staff member’s 
employment ceases as a 
result of voluntary or 
involuntary redundancy, 
voluntary early retirement 
due to ill-health. 

Casual Entitlement on 
completion of 7 years 
continuous service. 
Formula: Total hours x 
0.025 x hourly rate. 
Hourly rate is average of 
the hourly rate paid 
during the 12 months 
service prior to taking 
long service leave, or by 
request of the staff 
member, the average of 
the hourly rate paid 
over the 3 years prior 
to taking long service 
leave, or current 
ordinary rate, whichever 
is greater. 
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Leave type Staff Category Entitlement Conditions 

Maternity 
Leave including 
Primary Carer 
Parental Leave 

Ongoing and fixed-
term 

Up to 26 weeks paid 
leave after 12 months 
service: 
 12 weeks paid 

maternity leave; and 
 14 weeks paid 

primary carer 
parental leave 

Up to 12 weeks paid 
leave between 9-12 
months service: 
 6 weeks paid 

maternity leave; and 
 6 weeks paid 

primary carer 
parental leave. 

52 weeks unpaid 
parental leave, less any 
paid leave accessed 
(excluding Federal 
Government Paid 
Parental Leave). 
Nil paid leave less than 9 
months service. 

 Entitled to return to position 
held immediately prior to 
taking parental leave.  

 12 weeks paid leave in special 
circumstances defined in 
Policy. 

 Can use accrued recreation 
leave or long service leave, 
where an entitlement exists, 
in addition to parental leave.  

 Where 2 staff members share 
the primary care of a new 
child, the combined leave 
limit for both parents to 
share is 52 weeks of which 
26 weeks is paid leave. 

 Primary carer parental leave 
only available to staff member 
if they take on the primary 
care giver role, subject to 
satisfying responsibilities 
requirements in policy. 

Casuals – primary 
carer 

52 weeks unpaid leave.  

Partner Leave 
including 
Primary Carer 
Parental Leave 

Ongoing and fixed-
term 

Up to 16 weeks paid 
leave after 12 months 
service: 
 10 days paid partner 

Leave; and  
 14 weeks paid 

primary carer 
parental leave.  

Up to 7 weeks paid 
leave between 9-12 
months service: 
 5 days paid partner 

Leave;  
 6 weeks paid 

primary carer 
parental leave.  

Nil paid leave less than 9 
months service.  
52 weeks unpaid 
parental leave, less any 
paid leave accessed 
(excluding Federal 
Government Paid 
Parental Leave). 

 Partner leave can be taken in 
single days  

 Entitled to return to position 
held immediately prior to 
taking parental leave in 
accordance with policy. 

 Primary carer parental leave 
only available to staff member 
if they take on the primary 
care giver role, subject to 
satisfying responsibilities 
requirements in policy.  

 Primary carer parental leave 
entitlement, is reduced by 
any paid parental leave 
(excluding Federal 
Government Paid Parental 
Leave) accessed by a partner 
who is not a QUT staff 
member, in excess of 12 
weeks. 

Casuals – primary 
carer 

52 weeks unpaid leave.  

Adoption 
Leave 

Ongoing and fixed-
term − primary carer 
* Partner leave as per 
above. 

Up to 26 weeks paid 
adoption leave after 12 
months service.  
Up to 12 weeks paid 
adoption leave between 
9-12 months service.  

Paid adoption leave only available 
to staff member if they take on 
the primary care giver role, 
subject to satisfying 
responsibilities requirements in 
policy. 
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Leave type Staff Category Entitlement Conditions 
Nil paid adoption leave 
less than 9 months 
service.  
52 weeks unpaid 
parental leave, less any 
paid leave accessed 
(excluding Federal 
Government Paid 
Parental Leave). 

Casuals – primary 
carer 

52 weeks unpaid leave.   

Personal Leave 
(including 
unpaid carer’s 
leave) 

Ongoing and fixed-
term 

7 days paid leave each 
12 months. 

Non-cumulative. Where a staff 
member has exhausted their 
personal leave they are further 
entitled to 2 days unpaid carer’s 
leave per occasion 

Casuals 2 days unpaid carer’s 
leave per occasion.  

 

Compassionate 
Leave 

Ongoing and fixed-
term 

2 days paid 
compassionate leave per 
occasion. 

 

Casuals 2 days unpaid 
compassionate leave per 
occasion.  

 

Domestic and 
Family 
Violence Leave 

Ongoing and fixed-
term 

Up to 20 days paid leave 
per annum. 

 Non-cumulative. 
 Subject to satisfying 

requirements in policy. 
 Can use accrued recreation 

leave, long service leave, take 
leave without pay, or apply to 
the Executive Director, 
Human Resources to access 
any unused Personal Leave. 

Casual Up to 20 days paid leave 
per annum. 

 Non-cumulative. 
 Subject to satisfying 

requirements in policy. 

Defence 
Reserve Forces 
Leave 

Ongoing and fixed-
term 

Paid leave.  Only members of Reserve 
Forces.  

 In accordance with Federal 
Government Provisions. 

Jury Service Ongoing and fixed-
term 

Paid leave. Staff can elect to take:  
 unpaid leave - can retain all 

jury fees; or  
 full pay - jury fees must be 

paid to the University. 

State 
Emergency 
Services Leave 

Eligible Staff Paid leave.  Only members of the State 
Emergency Service.  

 Emergency declared by 
authority of the Disaster 
Management Act, or at 
Executive Director, Human 
Resources’ discretion. 

All staff  Unpaid leave.  Only members of a 
recognised emergency 
management body. 
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Leave type Staff Category Entitlement Conditions 
 Voluntary emergency 

management activity or 
eligible community service 
activity (excluding jury 
service). 

Leave Without 
Pay 

All staff Unpaid leave  Recreation leave entitlement 
should be used first.  

 At University discretion.  
 First 10 days recognised as 

service for the purpose of 
leave accrual. 

Trade Union 
Leave 

Ongoing and fixed-
term 

5 days per calendar year 
at ordinary rate of pay. 

Subject to work area not being 
unduly affected or 
inconvenienced.  
 
May be used:  
 by staff members who are 

members of the Union to 
attend union training;  

 by trade union delegates in 
nominated position(s) within 
their Union to attend 
conferences associated with 
their position.  

 
2 weeks notice prior to taking 
leave. 

Aboriginal 
and/or Torres 
Strait Islander 
Cultural and 
Ceremonial 
Leave 

Ongoing and fixed-
term 

3 days paid leave each 
12 months. 

 Available to a staff member 
who identifies as an 
Aboriginal and/or Torres 
Strait Islander and is accepted 
as such by their community 
as defined in subclause 45.1. 

 To be used to fulfil cultural 
and ceremonial obligations.  

 
Non-cumulative. 

Casual No entitlement to paid 
Aboriginal and/or 
Torres Strait Islander 
Cultural and Ceremonial 
Leave. 

 

 

40.0 REDUCED WORKING YEAR SCHEME  

40.1 All staff members (excluding casual staff) are eligible to apply to their supervisor for 
agreement to work a Reduced Working Year. Under the Reduced Working Year, within a 
twelve (12) month period, a staff member is entitled to have up to eight (8) weeks paid leave 
in addition to the normal four (4) weeks recreation leave, with a commensurate reduction in 
total salary rate for the twelve (12) months. The additional leave (up to eight (8) weeks) 
provided to the staff member under the Reduced Working Year will not attract leave 
loading.  

40.2 Staff participation in the scheme is optional and at the request of the staff member. Approval 
by the University to participate in the scheme will depend on balancing operational 
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requirements with increased flexibility options and choice for staff. Performance decisions 
will be based on the proportion of work appropriate to the position.  

40.3 The entitlement will be applied in accordance with the policy in the Manual of Policies and 
Procedures. The University will consult with the Unions prior to any proposed changes to 
this policy. 
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PART E – OTHER CONDITIONS 

41.0 CATEGORIES OF APPOINTMENT 

This clause outlines the employment arrangements that the University may enter into with staff.  

41.1 Ongoing appointment  

An ongoing appointment (either full-time or part-time) is an appointment where the nature 
of the work is ongoing and is made for an indefinite period.  

41.2 Fixed-term appointment  

A fixed-term appointment is an appointment (either on a full-time or part-time basis) that is 
made for a specific period of time or for a specified task or project consistent with one (1) 
or more of the circumstances outlined in subclause 41.2.1. A fixed-term appointment is not 
terminable by the University other than during a probationary period, for unsatisfactory 
performance, for cause based upon serious misconduct, for redundancy, or on medical 
grounds. 

The staff member will be advised in writing of the term of the appointment, the length and 
terms of any period of probation and the circumstances(s) by reference to which the use of 
a fixed-term appointment has been decided. 

Where due to unforeseen circumstances, the work required to be performed cannot be 
completed in the term of appointment advised to the staff member, the University may 
extend the period of appointment (once only for a period of normally up to six (6) months) 
with the staff member’s agreement in writing. Such an extension will be treated as part of 
the fixed-term appointment and not as a renewal of the fixed-term appointment. However 
such an extension cannot be used to avoid payment of severance pay. 

Prior to the expiration of a fixed-term appointment and where it is determined that the 
position will continue on a fixed-term basis, the University will offer the staff member a 
subsequent appointment to that position where: 

  the duties of the position remain substantially unchanged; 

 the staff member was initially appointed to the position through a merit based selection 
process under the University’s recruitment and selection policy, or in circumstances as 
determined by the Authorising Officer and the Executive Director, Human Resources; 
and  

 the staff member has demonstrated satisfactory performance in the position. 

 Fixed-term appointment categories  

A fixed-term appointment is limited to the employment of a staff member engaged in work 
activity that comes within the description of one or more of the categories specified below.  

A fixed-term appointment shall not be used to fill ongoing positions or undertake work that 
is ongoing except in the circumstances specified in categories 4, 5, 6, 7, 8 or 10 below. 

 Specified task or project  

“Specified task or project” means a definable work activity which has a starting time and 
which is expected to be completed within an anticipated timeframe.  

 External funding  

“External funding” means identifiable funding external to the University not being funding 
that is part of an operating grant from government, or funding comprised of payment of fees 
made by or on behalf of students.  
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 Research  

“Research” means an activity by a person engaged on research-only functions for a contract 
period not normally exceeding five (5) years.  

 Replacement staff member  

“Replacement staff member” means a staff member engaged for the purpose of replacing a 
staff member on leave, acting or seconded to duties away from their usual area of 
employment and/or where an approved flexible work arrangement exists for a defined 
period not normally exceeding twelve (12) months. 

Where a staff member is engaged for the purposes of replacing a staff member on parental 
leave, the replacement period would not normally exceed two (2) years. Where a staff 
member is engaged for the purposes of replacing a staff member on temporary 
incapacity/income protection benefit, the term of the replacement period would not 
normally exceed the temporary incapacity/income protection benefit period. Where a staff 
member is engaged for the purposes of replacing a staff member working an approved 
flexible work arrangement (either fully or in part), the term of the engagement period would 
not normally exceed the approved flexible work arrangement period. 

 Pre-retirement contract  

Where a full-time or a part-time staff member declares that it is their intention to retire, a 
fixed-term contract expiring on or around the relevant retirement date may be adopted as 
the appropriate type of employment for a period of up to five (5) years.  

 Student  

Where a person is enrolled as a student at the University, a fixed-term contract may be 
adopted as the appropriate type of employment for work activity, not within the description 
of another circumstance in this clause, provided that:  

 The work is generally related to a degree course that the student is undertaking and the 
work would normally be performed within the student’s academic unit; or 

 It is in a role that has been created specifically for currently-enrolled students to provide 
services and support to fellow students, such as Student Ambassador. 

An offer of fixed-term employment:  

 shall not be made on the condition that the person offered the employment enrol as a 
student; 

 will 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; and 

 shall not be used as a means of using fixed-term appointments to undertake work of an 
ongoing nature. 

 Uncertainty over future requirements  

Where there is uncertainty over future requirements related to a formal organisational 
change process occurring within an area of the University, or where a new course or activity 
is being developed and implemented, or where there has been a substantial and sustained 
decrease in enrolments, or there is a demonstrable likelihood based on available data of a 
substantial decrease in enrolments, or where it has been decided to discontinue a course or 
activity, a fixed-term contract can be used for a defined period not normally exceeding 
twelve (12) months within that organisational area.  

 Fill a vacancy on a temporary basis  

A staff member may be employed on a fixed-term basis for a defined period not normally 
exceeding six (6) months, (with the possibility of an extension for a further period or 
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periods by agreement between the parties) to replace a staff member who has resigned or 
retired, where the position is pending advertisement and appointment.  

 Apprenticeship or Traineeship 

A person employed pursuant to an apprenticeship or traineeship approved by the relevant 
State or Territory training authority, or under a special Commonwealth or State 
Government employment or training scheme. 

 Post-retirement 

A retired, former staff member of the University (whose date of cessation with the 
University was less than twelve (12) months prior to the date of re-engagement, and whose 
employment with the University did not cease due to redundancy, or retirement following 
participation in an Australian Taxation Office approved Early Retirement Scheme (ERS)), may 
be re-engaged, in the same or similar role, for a defined period not normally exceeding 
twelve (12) months due to a requirement for a particular skill set or level of experience.  

For the purposes of this clause, a person is defined as being retired if they are eligible to 
access superannuation entitlements as either a lump sum or pension. 

41.3 Casual appointment  

 A casual appointment is an appointment of a staff member by the hour to perform work on 
an irregular and intermittent basis to address fluctuations in the academic and business cycle 
of the University, normally for no longer than six (6) months at a time.  

Where the nature of the work does not appear to be irregular and intermittent, the position 
will be reviewed by the Head of School/Department to determine whether a casual 
appointment is appropriate in the circumstances. 

A staff member appointed on a casual basis will be paid the applicable hourly rate and a 25% 
loading as contained in Schedule Two to compensate for award based benefits for which a 
casual staff member is not eligible. 

 Minimum Hours of Employment 

Casual staff: 

 may be employed to work from three (3) to 36.25 hours per week 

 will receive a minimum payment of three (3) hours for each engagement, except for:  

(i) persons who are students (including post graduate students) who are expected to 
attend the University on that day in their capacity as students shall have a minimum 
period of engagement of one (1) hour; or 

(ii) persons with a primary occupation elsewhere (or with the University) shall have a 
minimum period of engagement of one (1) hour. 

In order to meet their personal circumstances, a casual staff member may request and the 
University may agree to an engagement for less than the minimum of three (3) hours.  

 Payment of Casual Loading 

Casual staff are paid an ordinary rate equal to the appropriate weekly rate divided by 36.25 
hours and a 25% loading.  

 Conversion from casual appointment to non-casual appointment 

 Applications for conversion to ongoing employment (including semester-based and part-
time employment) will be considered. 

 A casual staff member must not be engaged and re-engaged nor have their hours 
reduced in order to avoid any obligation under this clause. 
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 To be eligible to apply for conversion, a casual staff member must be employed on a 
regular and systematic basis in the same or a similar and identically classified position in 
the same department (or equivalent), either over the immediately preceding period of 
twelve (12) months and in those immediately preceding twelve (12) months the average 
weekly hours worked equalled at least 50% of the ordinary weekly hours that would 
have been worked by an equivalent full-time staff member or over the immediately 
preceding period of at least twenty-four (24) months. 

 Occasional and short-term work performed by the staff member in another 
classification, job or department shall not affect the staff member’s eligibility for 
conversion. 

 The University shall not unreasonably refuse an application for conversion but may 
refuse an application on reasonable grounds, including, but not limited to: 

(i) the staff member is a student, or has recently been a student, other than where their 
status as a student is irrelevant to their engagement and the work required; 

(ii) the staff member is a genuine retiree; 

(iii) the staff member is performing work which will either cease to be required or will 
be performed by a non-casual staff member, within twenty-six (26) weeks from the 
date of application; 

(iv) the staff member has a primary occupation with the University or elsewhere, either 
as an employee or as a self-employed person; 

(v) the staff member does not meet the essential requirements of the position; or  

(vi) the work is ad hoc, intermittent, unpredictable or involves hours that are irregular.  

 Provisions relating to conversion from casual to non-casual employment will be in 
accordance with the policy in the Manual of Policies and Procedures. The University will 
consult with the Unions prior to any proposed changes to this policy. 

41.4 Continuing (Contingent Research Funded) Appointment 

A fixed-term staff member appointed to a position(s) engaged in support of research-only 
functions, funded by contingent research funding for a period of continuous service of three 
(3) years or more, and who is to be, or has been, appointed to a further consecutive 
contract of at least twelve (12) months duration, may be employed on a Continuing 
(Contingent Research Funded) appointment.  

"Contingent Research Funding" is limited term funding provided from external sources, but 
not funding that is part of an operating grant from government or funding comprised of 
payments of fees made by or on behalf of students.  

Such staff members may apply for ongoing employment on the basis of a Continuing 
(Contingent Research Funded) Contract in accordance with Schedule Three and no further 
probation shall apply.  

41.5 Additional Appointments 

As a general principle, it is an expectation that a staff member be employed under a single 
employment contract. However, it is recognised that it may be appropriate for a staff 
member to hold additional appointment(s) across other areas of the University.  

Additional appointments will be approved by the authorising officer and can only occur 
where: 

 The additional appointment is voluntarily entered into by the staff member; 

 There is no impact on the staff member’s existing duties;  
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 The additional appointment is distinct and separate from the staff member’s existing 
duties;  

 The supervisor for the staff member’s existing duties approves the additional 
appointment and the staff member discloses their existing appointment to their 
supervisor for the additional appointment role;  

 The working of the additional appointment does not present any risk to health and 
safety (e.g. fatigue). Usually this will mean that no more than ten (10) hours are worked 
in any one (1) day collectively;  

 An agreement for staff to work under an additional appointment will be made in writing 
and signed by the University and the staff member; and 

 The staff member will be paid at the rate of pay applicable to the appointment in which 
work (including overtime) for that appointment is performed, and any entitlement to 
overtime for each appointment will be calculated specifically without references to hours 
worked in the other appointment. 

A supervisor will not unreasonably withhold approval of the additional appointment having 
regard to (a) through to (e) above. 

42.0 CONVERSION FROM FIXED-TERM APPOINTMENT TO AN 

ONGOING APPOINTMENT 

42.1 A staff member who meets the requirements below in 42.1 can apply for conversion to an 
ongoing appointment and/or, prior to the expiration of a fixed-term appointment and where 
the University has determined that the position has ongoing funding and will continue on an 
ongoing basis, the University will offer a fixed-term staff member an ongoing appointment 
when all the following conditions are met: 

 the staff member is not engaged under categories 3, 5, 6, 7, 8, 9, 10 in subclause 41.2.1, 
unless in exceptional circumstances as determined by the Authorising Officer and the 
Executive Director, Human Resources; 

 the staff member has occupied the position for a minimum continuous period of two (2) 
years, or in exceptional circumstances, a lesser period as determined by the Authorising 
Officer and the Executive Director, Human Resources; 

 the position will be vacant following the expiration of the fixed-term appointment, and is 
not substantively occupied by another staff member; 

 the duties of the position remain substantially unchanged;  

 the staff member was initially appointed to the position through a merit based selection 
process under the University’s recruitment and selection policy, or in circumstances as 
determined by the Authorising Officer and the Executive Director, Human Resources, 
which may include multiple appointments to the same position; and 

 the staff member has demonstrated satisfactory performance in the position through 
Performance, Planning and Review cycles. 



38  Enterprise Agreement (Professional Staff) 2018 - 2021  
 

42.2 A fixed-term staff member must not have their employment terminated (or not renewed) 
nor have their hours reduced in order to avoid any obligation under this clause. 

43.0 MODES OF EMPLOYMENT 

43.1 Full-time appointment  

A staff member holding a full-time appointment will be required to work the hours as 
prescribed in clause 25.  

43.2 Part-time appointment  

A staff member holding a part-time appointment will be required to work for a proportion 
of the hours of a full-time staff member with such hours worked as a regular number of 
hours per week. However, staff may, by mutual agreement with the supervisor, work more 
or less than the average weekly hours, provided that at the end of the four (4) week cycle, 
the total hours worked equates to the appropriate proportion. 

The regular daily working hours of a part-time staff member will be worked continuously, 
excluding meal breaks, and will not be less than three (3) hours or more than the maximum 
hours worked per day by a full-time staff member, unless otherwise agreed between the staff 
member and the supervisor. A part-time staff member will have fixed commencing and 
ceasing times within the spans of hours detailed in clause 27 or as agreed through the 
provisions of clause 32.  

A part-time staff member will be paid the appropriate fortnightly rate multiplied by the 
appropriate fraction of their employment and will be paid at proportional rates for leave 
entitlements.  

43.3 Semester employment arrangement  

 Principles  

A semester employment arrangement provides for the appointment of staff (either ongoing 
or fixed-term) to work during each semester (either two (2) or three (3) semesters a year) 
with appointment being on an ongoing or fixed-term basis. The number of weeks worked 
during a semester period may vary across areas of the University in response to the 
particular service provided. Staff employed on this basis are deemed to be on unpaid leave 
outside of the periods of paid employment.  

Appointment on a semester based arrangement will only be made where the work is 
required to be performed during semester periods. Semester based employment is not to be 
used as an alternative to the making of appointments on a full-time basis.  

 Conditions 

The following conditions apply to the appointment of staff on a semester employment 
arrangement:  

 Appointment on a semester employment basis will not be made where the appointment 
exceeds a maximum of 0.8 of a full-time equivalent (1508 hours per year).  

 At least every six (6) months the supervisor will discuss with the staff member the 
weeks required to be worked during the following six (6) months. There may be a 
requirement to increase the hours of work up to 36.25 hours per week at various times 
throughout the year. Any increases to the hours of work will be by mutual agreement 
and payment will be made at the ordinary rate of pay.  

 Staff members employed on a semester basis will be paid for work as it is undertaken. 
Recreation leave and long service leave will accrue during hours worked and not during 
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periods of unpaid leave. Where possible accrued recreation leave should be taken upon 
ceasing a period of paid employment. At the option of the staff member accrued 
recreation leave may be taken either at the end of each period of paid employment or at 
the end of the last period of paid employment for the calendar year.  

 Excluding periods of paid leave (recreation leave, long service leave) semester based staff 
members are deemed to be on unpaid leave at all other times of the year. Semester 
based staff members will not be paid over the Christmas/New Year closure period 
unless they are required to work over that period. 

44.0 FLEXIBILITY 

44.1 This clause constitutes the flexibility term referred to in section 202 of the Fair Work Act 
2009.  

University and a staff member covered by this Agreement may agree to make an individual 
flexibility arrangement to vary the effect of the terms of the Agreement if: 

 the arrangement is about a variation to clause 43 of this Agreement so that the staff 
member’s mode of employment changes from part-time to full-time, or at the request of 
the staff member from full-time to part-time for a specified period; 

 the arrangement meets the genuine needs of the University and the staff member;  

 the arrangement is genuinely agreed to by the University and the staff member, without 
coercion or duress; and 

 the arrangement does not disadvantage other staff members in the workplace in relation 
to their terms and conditions of employment.  

44.2 The University must ensure that the terms of the individual flexibility 
arrangement:  

 are about permitted matters under section 172 of the Fair Work Act 2009; 

 are not unlawful terms under section 194 of the Fair Work Act 2009;  

 result in the staff member being better off overall than the staff member would be if no 
arrangement was made; and  

 are consistent with the University's responsibilities to provide a safe and healthy working 
environment.  

44.3 The University must ensure that the individual flexibility arrangement:  

 is in writing;  

 includes the name of the University and the staff member; 

 is signed by the University and the staff member and if the staff member is under 18 
years of age, signed by a parent or guardian of the staff member;  

 includes details of:  

(i) the terms of the Agreement that will be varied by the arrangement;  

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

(iii) how the staff member will be better off overall in relation to the terms and 
conditions of their employment as a result of the arrangement; 

 states the day on which the arrangement commences; and 
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 does not require that anyone else approve, other than the staff member and the 
University.  

44.4 The University must give the staff member a fully signed copy of the individual flexibility 
arrangement no later than fourteen (14) days after it has been fully signed and further at any 
later time upon request and reasonable notice of the staff member. 

44.5 The staff member may terminate the individual flexibility arrangement by giving written 
notice to the University within three (3) working days after making the individual flexibility 
arrangement.  

44.6 The University or the staff member may terminate the individual flexibility arrangement: 

 by giving 28 days written notice to the other party to the arrangement; or 

 if the University and the staff member agree in writing – at any time.  

44.7 A staff member may be represented by a Union or other Representative of their choice in 
negotiating an individual flexibility arrangement. Union officials and/or other representatives 
have a standing invitation by the University to access the workplace for the purposes of 
representing staff who have requested representation in relation to the negotiation of an 
individual flexibility arrangement. Such access shall include time to confer with staff, where 
necessary, to ensure the efficient negotiation of the arrangement. 

45.0 ABORIGINAL AND TORRES STRAIT ISLANDER EMPLOYMENT 

45.1 Definition  

For the purposes of this clause an 'Indigenous Australian person' means a person of 
Aboriginal and/or Torres Strait Islander descent who identifies as an Aboriginal and/or 
Torres Strait Islander person and is accepted as such by their community.  

45.2 Employment Strategy  

 Principles  

The University is committed to the objective of increasing employment of Indigenous 
Australians at the University. The University aspires to increase the workforce participation 
of Indigenous Australians to 3.0% (and guided by relevant demographic data as outlined in 
45.2.2). On 2018 staffing figures, excluding casuals/sessionals, this would equate to a 
University aspirational headcount target of 117 professional and academic staff over the life 
of the Agreement. The parties agree that failure to achieve this target will not be regarded as 
a breach of the Agreement.  

Consistent with this aspiration, the QUT Indigenous Strategy aims to maximise the 
employment of Indigenous Australians.  

The Strategy is based on the Reconciliation Statement. Development and implementation of 
the Strategy is based on the following principles:  

 Respect for and consideration of the cultural, social and spiritual systems practiced by 
Indigenous Australians, recognition of Indigenous Australian knowledge as a significant 
contribution to all other bodies of knowledge, and acknowledge the expertise that 
Indigenous Australian staff bring to the University.  

 Acknowledgment that participation of Indigenous Australians in cultural, community or 
related activities enhances the effectiveness of Aboriginal and Torres Strait Islander 
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people as staff members. Provision for participation in these activities is therefore of 
direct benefit to the University.  

 Recognition that a supportive working environment for Indigenous Australians would go 
to the redress of past social injustice, exploitation and employment inequity.  

 Consistency with principles of Aboriginal and Torres Strait Islander self-determination, 
social and restorative justice, and cultural affirmation.  

 Objectives  

The Strategy includes measures to increase Indigenous employment and participation at all 
levels of work activity throughout the University and is guided by the employment target 
reflective of relevant demographic data, as revised and specified within the current strategy.  

Measures will include:  

 Investing resources to increase the employment of Aboriginal and Torres Strait Islander 
people.  

 A senior Vice-Chancellor and President Committee focusing on education, research and 
employment programs, and which facilitates and develops strategic relationships with 
Aboriginal and Torres Strait Islander communities. 

 Identification of positions for which being an Indigenous Australian is a genuine 
occupational qualification.  

 Designation of positions which offer genuine developmental opportunities to Indigenous 
staff.  

 Facilitating and encouraging the direct involvement of Indigenous staff in determining 
their own career strategies, goals and objectives.  

 Maximising career development for current and new Indigenous staff in order to 
enhance experience of University operations.  

 Ensuring that management and staff are provided with opportunities to receive 
appropriate training and exposure to Indigenous knowledge and culture.  

 Progress towards the target for Indigenous employment can be raised through the 
PSCC.  

 Aboriginal and Torres Strait Islander Staff Committee 

The Indigenous Staff Committee will consist of representatives from University senior 
management, Indigenous staff, the Union(s) covered by this Agreement, and the Human 
Resources Department. The Indigenous Staff Committee will be expected to liaise with the 
Vice-Chancellor and President Committee and recommend actions and strategies to that 
Committee as required. The terms of reference will be developed by the parties within six 
(6) months of the date the Agreement was made. 

 Oodgeroo Unit  

The long-term effectiveness of the Unit and QUT is dependent on Indigenous Australian 
people being the overwhelming majority of staff in the Unit. This can be supported by:  

 Vacant and new positions being advertised as either:  

(i) ‘identified’ ones for which being an Indigenous Australian is a genuine occupational 
qualification; or  

(ii) ‘specified’ for which preference will be given to Indigenous candidates.  

 Establishing training and development opportunities that will enable a full range of 
administrative and professional activities to be undertaken by Indigenous staff.  
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 Employment of Non-Aboriginal and Torres Strait Islander Staff in Identified positions  

Where there is no suitable Indigenous person available to fill an ongoing identified position, 
the University may re-advertise the position as not identified and appoint a suitable non-
Indigenous person to the position on a fixed-term basis.  

A fixed-term appointment may be made for a period of up to twelve (12) months while 
measures are taken to recruit an Indigenous person and/or provide staff development to 
existing Indigenous staff.  

45.3 Language Allowance 

The Authorising Officer will approve the payment of a language allowance to eligible 
Indigenous staff. Where an Indigenous staff member uses an Indigenous language in 
performing their work they will be paid a language allowance as outlined in Schedule Two.  

45.4 Cultural and Ceremonial Leave  

An Indigenous Australian staff member (excluding casual staff) may be granted up to three 
(3) days non-cumulative Aboriginal and/or Torres Strait Islander Cultural and Ceremonial 
Leave in a twelve (12) month period to fulfil ceremonial or cultural obligations to comply 
with traditional customs and laws. Part-time staff are granted this leave on a proportional 
basis.   

Where this leave is exhausted, leave additional to the entitlement may be granted under 
Personal Leave (clause 39). 

46.0 JOB SHARING 

Job sharing is a voluntary arrangement where staff share a position, with each staff member 
working on a part-time basis. Where staff wish to enter into a job sharing arrangement, the 
proposal should be discussed with the relevant supervisor in the first instance. Any request 
to job share will not be unreasonably refused by the supervisor to assist staff members in 
meeting work and personal commitments. 

47.0 CODE OF CONDUCT 

In the event that any staff member believes that another staff member’s behaviour (including 
a supervisor) is in breach of the University’s Code of Conduct in the Manual of Policies and 
Procedures, the staff member holding this view may refer their concerns to the relevant 
officer or the University Registrar. 

48.0 INTELLECTUAL FREEDOM  

48.1 The rights of intellectual freedom will be recognised and protected including the rights of 
staff to: 

 pursue critical and open inquiry;  

 participate in public debates and express opinions about issues, and ideas within the 
scope of their employment; 

 participate in University decision-making structures and processes; and 

 participate in professional and representative bodies, including Unions. 
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48.2 Staff members have the right to express views but do not have the right to harass, vilify, 
defame or intimidate. 

48.3 In the first instance, any alleged limitation of these rights will be dealt with under the Staff 
Complaints Policy as contained in Chapter B of the Manual of Policies and Procedures. 

49.0 ANTI-BULLYING AND COMPLAINT HANDLING FRAMEWORK 

49.1 QUT is committed to ensuring a harmonious, fair and just working and learning 
environment, and to the elimination of any workplace bullying at the University. Consistent 
with this principle, the University has an expectation that staff avoid behaviour that 
undermines the achievement of a safe and healthy working environment. 

49.2 Staff have access to a complaint handling framework as outlined in the relevant University 
policy. The University is committed to ensuring this policy is implemented. 

49.3 Of fundamental importance to QUT is continuing to foster a positive and productive 
workplace culture. In the event that any staff member believes that another staff member’s 
behaviour is in breach of the University’s Code of Conduct, the staff member holding this 
view may refer their concerns as outlined in clause 47 or 49.2 or lodge an incident with the 
Health, Safety and Environment reporting system. 

50.0 PERFORMANCE PLANNING AND REVIEW FOR PROFESSIONAL 

STAFF (PPR-PS) 

The University is committed to an effective Performance Planning and Review (PPR-PS) 
process, linked to the achievement of individual, work area and organisational goals and 
expectations. 

PPR-PS applies to professional staff employed for more than twelve (12) months on an 
ongoing or fixed-term basis (full-time or part-time). 

This includes staff members serving a period of probation. 

QUT will continue to foster a positive and productive workplace culture, and the QUT Staff 
Code of Conduct provides a framework of ethical principles, obligations and standards to 
guide the behaviour and conduct of all staff members. 

50.1 PPR-PS 

 PPR-PS is a participative process and the success of this process depends on a strong 
commitment to its implementation by both supervisors and their staff.  

 PPR-PS provides a framework for: 

 Facilitating constructive performance conversations; 

 Recognising achievements; 

 Enabling the identification of performance/behavioural expectations and potential for 
professional development as they relate to job requirements and career plans; 

 Developing knowledge, skills and abilities; 

 Managing workloads to ensure a reasonable workload for each individual staff member; 

 Providing the opportunity for timely conversations to occur where barriers to 
performance are identified;  
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 The supervisor ensuring that a position description exists (and is up to date as required); 
and 

 Reviewing work performance. 

50.2 Abbreviated PPR Process 

Staff occupying a fixed-term position of less than twelve (12) months duration or a casual 
position may participate in PPR-PS or an abbreviated version, to be determined by the staff 
member and supervisor. This participation may be initiated by either the staff member or the 
supervisor. 

50.3 Support Person 

 The University acknowledges that a staff member may choose for a support person to 
attend a PPR-PS meeting between a staff member and supervisor. In such cases, the staff 
member will notify the supervisor if a support person is to attend any PPR-PS meeting.  

 A support person is someone who acts as an observer and supports the staff member during 
a PPR-PS meeting but does not advocate on behalf of the staff member during PPR-PS 
meetings. A support person cannot be a person who is currently practising as a solicitor or 
barrister. 

51.0 WORKLOADS 

51.1 Objective 

 The University is committed to providing a stimulating, supportive and safe work 
environment through the: 

 equitable distribution of workloads among professional staff;  

 allocation of resources to ensure both the maintenance of workloads at a reasonable 
level and the delivery of a high quality service; and  

 encouragement of supervisors and staff to adopt a cooperative approach to workload 
management.  

 Supervisors are responsible for: 

 providing reasonable funds and time allocation to ensure adequate and appropriate 
training for staff development activities; 

 ensuring that allocation of reasonable workloads is taken into consideration in the 
development of the work area operational plan; 

 annually reviewing the work area operational plan, including staffing requirements such 
as the taking of leave; 

 supporting staff in the planning and taking of their leave; 

 discussing and reviewing workload with staff members including reasonable backfilling 
arrangements where appropriate; and 

 taking reasonable steps to ensure that staff are not allocated work that would require 
them to work in excess of ordinary hours of work, except in circumstances as per 
clause 33 (Overtime).  

 Staff members are responsible for advising the supervisor when the allocated work cannot 
be completed in ordinary hours of work. 
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51.2 Workload Allocation Guidelines  

The Workload Allocation Guidelines for Professional Staff and Supervisors are intended to 
assist professional staff members and supervisors in the equitable allocation of workload and 
in the resolution of concerns regarding workload pressure. The Workload Allocation 
Guidelines for Professional Staff and Supervisors will not be amended without prior 
consultation with the Unions.  

51.3 Workload concerns 

 In the first instance all reasonable efforts should be taken between the staff member and 
their supervisor to resolve any concerns about workload. 

 If following efforts between a staff member and their supervisor to resolve concerns 
regarding workload, a staff member remains concerned about workload, the staff member 
may seek advice and assistance from the Human Resources Department in accordance with 
the Workload Allocation Guidelines for Professional Staff and Supervisors.  

 It may be appropriate for the Union to raise concerns about workloads in a specific area, 
directly with the Human Resources Department. 

 If following the procedures outlined in subclauses 51.3.2 and 51.3.3 the matter remains 
unresolved:  

 A staff member, or staff in a work area, or their Union, may refer the matter to the  
complaint handling framework as outlined in the relevant University policy in the Manual 
of Policies and Procedures where appropriate; or 

 A Union may raise the matter with the PSCC and where the PSCC determines there are 
reasonable grounds to do so, the Executive Director, Human Resources will investigate 
the complaint expeditiously and report back to the PSCC, with the aim of resolving the 
matter. The Executive Director, Human Resources will consult with the relevant Union 
during the investigation. 

52.0 PROBATION 

52.1 Period of Probation  

 Ongoing Appointment  

The following periods of probation apply to staff appointed on an ongoing basis: 

Classification Level Probation period 
HEW Levels 1-4 3 months 

HEW Levels 5-7 

3 months.  

In exceptional circumstances a period of probation not 
exceeding six (6) months may apply where the nature and 
circumstances of the position require a longer period of 
probation. This will include whether the key functions of 
the position can reasonably be undertaken and assessed 
within a three (3) month period. 

HEW Levels 8-10 Twelve (12) months 

 

 Fixed-term appointment  

A period of probation will apply to staff employed on their first fixed-term appointment. The 
Authorising Officer will determine the period of probation to apply to each appointment 
within a minimum period of three (3) months and a maximum period of six (6) months 
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having regard to the period of fixed-term employment, the nature of the work and the 
classification level of the position.  

Any continuous second or subsequent fixed-term appointment in the same or substantially 
similar position will not contain a probationary period unless there has been a break of more 
than three (3) months between appointments.  

 Notwithstanding any other provisions of this clause the University may at any time during 
the probation period confirm or terminate the employment of a probationary staff member.  

 A supervisor may seek approval from the Authorising Officer for the period of probation to 
be waived, in which case the appointment will be confirmed on commencement.  

 The probation period will be suspended by any period of extended leave.  

52.2 Probation Reviews  

 The performance of a staff member during the probation period will be assessed as part of 
PPR-PS.  

 During the period of probation, the staff member and their supervisor will meet to review 
performance and development. An initial meeting will be conducted within one (1) month of 
appointment, an interim review will be conducted mid-way through the period of probation 
and a final review will be conducted at least one (1) month before the completion of the 
period of probation.  

 The outcomes of the PPR-PS will form the basis of the final review. At the time of the final 
review, the supervisor will make a recommendation to the Authorising Officer, through the 
Head of School/Department, that the appointment be:  

 confirmed; or  

 terminated. 

This recommendation must be signed by the staff member as having been sighted, and a copy 
must be provided to the staff member, before being forwarded to the Executive Director, 
Human Resources for consideration and approval or non-approval. The staff member’s 
signature does not necessarily imply agreement with the supervisor’s recommendation and 
the staff member may submit additional information with the PPR-PS documentation. 

 Where a supervisor recommends that the period of employment be terminated, the 
Executive Director, Human Resources will advise the staff member that they may submit a 
case as to why the recommendation to terminate employment should not be approved. Any 
such submission must be received, in writing, within five (5) working days of receipt of the 
Executive Director, Human Resources’ advice.  

The Executive Director, Human Resources will consider the merits of the material provided 
by both the supervisor and the staff member and will consult with the supervisor and staff 
member prior to making a decision to accept or reject the supervisor’s recommendation.  

The Executive Director, Human Resources will make a decision within ten (10) working days 
of the due date of receipt of a submission from the staff member and the decision will be 
provided in writing to the staff member and the Authorising Officer.  

 Where the Executive Director, Human Resources approves a recommendation that the 
employment be terminated, the Executive Director, Human Resources’ written outcome will 
serve as notice of termination. At least one (1) week’s notice will be provided.  

 A staff member is entitled to seek support or advice from another person, including a staff 
member or where the staff member requests, a Representative as defined in subclause 6.13 
at any stage of the process described in subclause 52.2 other than during the meetings 
conducted as part of the PPR-PS. 
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53.0 PROCESS FOR MANAGING UNSATISFACTORY PERFORMANCE 

53.1 Application 

This clause applies to all on-going and fixed-term staff members engaged for six (6) months 
or more except those employed on a probationary basis.   

The objective of managing unsatisfactory performance is to ensure staff members are 
meeting or exceeding performance expectations. Throughout this process the principles of 
natural justice will apply and disciplinary action should be used as a last resort. 

Prior to commencing the process set out under subclause 53.2, the supervisor, will establish 
work allocation is reasonable in accordance with clause 51. 

53.2 Process 

 When a supervisor identifies the performance of a staff member as unsatisfactory the 
supervisor will inform the staff member. The supervisor will: 

 discuss the problems or concerns with the staff member; 

 outline expectations of performance standards required; 

 consider guidance, counselling, appropriate staff development, and/or appropriate work 
allocation;   

 provide an opportunity for the staff member to respond to concerns regarding 
unsatisfactory performance and any mitigating circumstances; 

 following consideration of (d) above the supervisor may make the decision to implement 
an improvement plan which includes a review period. At this time the decision to 
withhold an increment in accordance with clause 17.2 may be made. Only in exceptional 
circumstances will the review period be less than one (1) month or more than six (6) 
months; and 

 during the review period in (e) above, provide regular feedback to the staff member on 
their progress and, where appropriate, provide any further support to assist in improving 
performance. 

A summary of discussions will be kept and supplied to the staff member for comment and 
acknowledgement that the staff member has received the summary. 

 Where a staff member so requests, a staff member will be assisted throughout this process 
by a Representative as defined in subclause 6.13. 

 Where following the review period: 

 the performance of the staff member is no longer unsatisfactory, the staff member will 
be advised in writing and will be required to maintain satisfactory performance.  

 the supervisor believes that the performance of the staff member continues to be 
unsatisfactory or where there is a repeat of the same unsatisfactory performance within 
a nine (9) month period (i.e. where the steps set out in subclause 53.2.1 have been 
undertaken), the supervisor will make a formal report to the Executive Director, Human 
Resources through the Head of Department’s/School’s Head of Division/Executive 
Dean/Executive Director of Institute. The report will state clearly the aspects of 
performance seen as unsatisfactory, the record of attempts to remedy the problem, and 
the recommended Disciplinary Action.  

 The supervisor will provide the staff member with a copy of the report at the time it is 
submitted. The staff member will be entitled to ten (10) working days from the receipt of 



48  Enterprise Agreement (Professional Staff) 2018 - 2021  
 

the supervisor’s report to submit a written response to the Executive Director, Human 
Resources.  

 Upon receipt of the supervisor’s report and any written response from the staff member, 
the Executive Director, Human Resources will first be satisfied that: 

 the performance standards expected by the supervisor are reasonable; 

 appropriate steps have been taken to bring the unsatisfactory nature of the performance 
to the staff member’s attention; 

 adequate opportunity to respond to the supervisor’s report was given to the staff 
member;  

 the response was given due and proper consideration; and 

 a reasonable opportunity has been provided to remedy the unsatisfactory performance. 

 The Executive Director, Human Resources will then: 

 take no further action; or 

 refer the matter back to the supervisor to ensure the steps in subclause 53.2.5 have 
been complied with; or  

 forward to the Vice-Chancellor and President the supervisor’s recommendation that 
Disciplinary Action be taken in accordance with subclause 6.4. 

 The Executive Director, Human Resources will advise the staff member in writing of any 
decision made in accordance with subclause 53.2.6. 

 Where disciplinary action has been recommended by the supervisor, the staff member may 
advise the Executive Director, Human Resources within ten (10) working days if they wish 
to refer the matter to an Unsatisfactory Performance Review Committee. 

 Where the staff member elects to have the matter referred to an Unsatisfactory 
Performance Review Committee, the Vice-Chancellor and President will establish a 
Committee in accordance with clause 55. 

 Where the staff member does not elect to have the matter referred to a Review 
Committee, the Vice-Chancellor and President will consider the recommendation of the 
supervisor and may take Disciplinary Action consistent with subclause 6.4. The Vice-
Chancellor and President will advise the staff member in writing of any decision made and 
such decision will take effect no earlier than five (5) working days from the date of the Vice-
Chancellor and President’s written advice. 

 Where a matter is referred to the Unsatisfactory Performance Review Committee: 

 the Committee will, unless otherwise agreed, report its findings to the Vice-Chancellor 
and President as expeditiously as possible and within thirty (30) days of the Committee 
being established; 

 the staff member and the University are entitled, where they so choose, to be 
represented in proceedings before the Committee by a Representative as defined in 
subclauses 6.13; 

 the Committee will determine its own procedures which must be consistent with the 
provisions of clause 55.  

 The Committee will provide a written report to the staff member and the Vice-Chancellor 
and President containing its findings on: 

 whether the procedures outlined in subclauses 53.2.1 to 53.2.6 have been followed 
and/or  
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 the appropriateness of the Disciplinary Action recommended by the supervisor. 

 Following consideration of the report of the Review Committee (which will not be binding 
on the Vice-Chancellor and President) the Vice-Chancellor and President will either: 

 advise the staff member in writing that they are satisfied that there has been no 
unsatisfactory performance; or 

 take Disciplinary Action and decide what that Disciplinary Action will be. 

 The Vice-Chancellor and President will advise the staff member in writing of any decision 
made and such decision will take effect no earlier than five (5) working days from the date of 
the Vice-Chancellor and President’s written advice. 

 Nothing in this clause prevents the Vice-Chancellor and President on the Vice-Chancellor 
and President’s own motion referring a question of possible unsatisfactory performance to a 
supervisor for appropriate action. 

 The action of the Vice-Chancellor and President under this clause will be final, except that 
nothing in this clause will be construed as excluding the jurisdiction of any external court or 
tribunal which, but for this clause, would be competent to deal with this matter. 

54.0 DISCIPLINARY ACTION FOR MISCONDUCT AND SERIOUS 

MISCONDUCT 

54.1 Application  

This clause applies to all ongoing and fixed-term staff members, engaged for six (6) months 
or more.  

54.2 Procedures  

 Before the Vice-Chancellor and President takes Disciplinary Action against a staff member 
for conduct amounting to Misconduct or Serious Misconduct, the Vice-Chancellor and 
President must take the steps in this clause, except that, where a matter which may involve 
Misconduct or Serious Misconduct has been dealt with in good faith as if it were a case of 
unsatisfactory performance under clause 53 the procedures in this clause are not required.  

 If at any time the Vice-Chancellor and President becomes aware that there has been a failure 
to follow procedures required by the Vice-Chancellor and President or the Misconduct 
Investigation Committee (MIC) in relation to this clause, then:  

 the Vice-Chancellor and President must advise the staff member concerned of the 
failure, including the steps proposed to be taken pursuant to this clause, and invite the 
staff member's response to that proposal; 

 the Vice-Chancellor and President must take any steps available to remedy the failure or 
reduce its impact, taking into account any response received from the staff member;  

 the Vice-Chancellor and President must take into account the effect (if any) of the non-
compliance when making a decision which affects the interests of the staff member.  

 A failure to follow procedure which, is of a minor nature and does not materially prejudice 
the staff member or have a genuine capacity to lead to a wrong or unfair outcome does not 
of itself invalidate a disciplinary process as long as the Vice-Chancellor and President has 
complied with subclause 54.2.2. 
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54.3 Allegations  

 If the Vice-Chancellor and President has information that a staff member may have engaged 
in Misconduct or Serious Misconduct, the Vice-Chancellor and President will:  

 notify the staff member in writing and in sufficient detail to enable the staff member to 
understand the precise nature of the allegations and to properly consider and respond 
to them; and  

 require the staff member to submit a written response to the allegations within ten (10) 
working days of the date of receipt of the written allegations.  

54.4 Suspension  

 At the time of notifying the staff member in accordance with subclause 54.3 if the Vice-
Chancellor and President is of the view that the alleged conduct is such that it would be 
unreasonable to require the University to continue the staff member’s attendance at work 
pending investigation of the allegations in accordance with the procedure outlined in this 
clause, the Vice-Chancellor and President may suspend the staff member with or without 
pay.  

 Where suspension without pay occurs:  

 the staff member can draw on any recreation leave or long service leave entitlements for 
the duration of the suspension without pay; and  

 the Vice-Chancellor and President may at any time direct that salary be paid on the 
grounds of hardship.  

 During any period of suspension, the staff member may be excluded from the University, 
provided that the staff member will be permitted reasonable access to the University for the 
preparation of their case and to collect personal property.  

 If the staff member is for any period suspended without pay, then, following the process 
required by this clause:  

 if the Vice-Chancellor and President concludes that the staff member has not engaged in 
Misconduct or Serious Misconduct, the staff member will be reimbursed any lost salary;  

 if the Vice-Chancellor and President is satisfied that the staff member has engaged in 
misconduct or serious misconduct but decides to impose no Disciplinary Action, the 
Vice-Chancellor and President may, at their discretion, determine whether or not the 
staff member should be reimbursed for lost salary.  

54.5 Response  

 If, having considered the staff member's response, the Vice-Chancellor and President is of 
the view that there has been no Misconduct or Serious Misconduct, they will immediately 
advise the staff member in writing and will, at the request of the staff member, publish the 
advice in an appropriate manner.  

 If the staff member does not respond to the allegations, and the Vice-Chancellor and 
President has confirmed that the staff member received the allegations and was in a position 
to respond then the Vice-Chancellor and President may: 

(a) decide to take no further action;  

(b) reprimand or censure the staff member in relation to Misconduct or Serious Misconduct;  

(c) refer the matter to the MIC; or  

(d) in the case of Serious Misconduct and when the Vice-Chancellor and President 
determines on reasonable grounds that Serious Misconduct has occurred and it would be 
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unreasonable to require the University to continue the employment of the staff member in 
light of the nature of the Serious Misconduct, the Vice-Chancellor and President may 
terminate the employment of the staff member.  

 If the staff member wholly or partly admits one or more of the allegations in their response, 
and the Vice-Chancellor and President is of the view that the admitted allegations constitute 
Misconduct or Serious Misconduct, the Vice-Chancellor and President may:  

 proceed on the basis only of the admitted allegations and advise the staff member in 
writing of their decision in relation to Disciplinary Action; or  

 refer the allegations which have not been admitted to a MIC.  

 If the staff member denies all of the allegations then the Vice-Chancellor and President may:  

 decide to take no further action;  

 reprimand or censure the staff member in relation to misconduct or serious misconduct;  

 refer the matter to the MIC; or  

 in the case of Serious Misconduct and when the Vice-Chancellor and President 
determines on reasonable grounds that Serious Misconduct has occurred and it would 
be unreasonable to require the University to continue the employment of the staff 
member in light of the nature of the Serious Misconduct, the Vice-Chancellor and 
President may terminate the employment of the staff member. 

54.6 Misconduct Investigation Committee  

 How an MIC is constituted  

The Vice-Chancellor and President must convene an MIC in accordance with clause 55 of 
this Agreement.  

 Role of MIC  

The MIC's role is to:  

 Determine the facts relating to the alleged Misconduct/Serious Misconduct including any 
mitigating circumstances.  

 Provide the Vice-Chancellor and President and the staff member with a written report 
setting out findings on:  

(i) which allegations are substantiated, and which allegations are not substantiated, 
including written reasons for each conclusion; 

(ii) whether, from the material considered by the MIC, there are any mitigating 
circumstances which the Vice-Chancellor and President should take into account in 
making any decision in relation to Disciplinary Action; and  

(iii) whether the staff member has engaged in Misconduct or Serious Misconduct. 

 MIC procedure  

When allegations are referred to an MIC:  

 The MIC will be provided with all relevant material as expeditiously as possible including 
a copy of the written allegations, a copy of any written response to the allegations by the 
staff member and a copy of any written material considered by the Vice-Chancellor and 
President in making their decision pursuant to subclause 54.3.  

 The MIC will provide a recommendation to the Vice-Chancellor and President as to 
whether suspension without pay should continue and whether the nature of the 
suspension be amended to one with pay from the date on which the suspension took 
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effect. Any change to the suspension without pay in this regard will be at the discretion 
of the Vice-Chancellor and President.  

 The MIC will discharge its role in accordance with clause 55 of this Agreement, however 
in determining its procedures pursuant to subclause 55.4:  

(i) must consider whether it would be oppressive or unreasonable for the staff member 
to be permitted to directly cross examine a complainant or other witness, having 
regard to the nature of the allegations, the identity and relative status of the 
complainant or other witness and the staff member and any other relevant 
consideration;  

(ii) if it believes there are reasonable grounds for concern in this regard, may make 
directions in relation to cross examination which address the concern, which may 
include a direction that the staff member must appoint an independent 
representative to conduct all or part of the staff member's cross examination before 
the MIC.  

 The MIC will complete its role as expeditiously as possible, and will unless exceptional 
circumstances exist provide its report to the Vice-Chancellor and President within thirty 
(30) days of the MIC receiving from the Vice-Chancellor and President the information 
and material pursuant to subclause 54.6.3(a). 

 Representation  

The staff member and the University are entitled to be represented in proceedings before 
the MIC by a Representative as defined in subclause 6.13 of this Agreement.  

 How the MIC reaches its decision  

The MIC may make and record decisions as follows:  

 A finding of a majority of an MIC is a finding of the MIC.  

 If the MIC makes a finding in relation to any fact by majority, the MIC member who 
holds a minority view shall include in the report to the Vice-Chancellor and President 
the reasons for their minority view. 

54.7 Vice-Chancellor and President's Decision  

 Upon receiving the MIC's report, the Vice-Chancellor and President:  

 must have regard to the MIC report, however is not bound by the report or its findings;  

 must take into account any mitigating factors set out in the report;  

 may, if they are satisfied that Misconduct or Serious Misconduct has occurred, determine 
to impose Disciplinary Action;  

 shall advise the staff member in writing of their decision, including the nature of any 
Disciplinary Action with reasons for the decision and any Disciplinary Action; and  

 may, at the request of the staff member, publish the decision in an appropriate manner.  

 Before imposing Disciplinary Action, the Vice-Chancellor and President will advise the staff 
member of their preliminary decision in relation to Disciplinary Action, unless exceptional 
circumstances render this unnecessary. Where advised, the staff member will be allowed an 
opportunity to respond, limited to the issue of whether the Disciplinary Action should be 
imposed, and if so, what the nature of the Disciplinary Action should be.  

 The Vice-Chancellor and President's decision and actions taken pursuant to that decision will 
be final, except that nothing in this clause will be construed as excluding the jurisdiction of 
any court or tribunal.  
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54.8 Confidentiality  

Proceedings pursuant to this clause are confidential and must not be disclosed outside of the 
University by the Vice-Chancellor and President, the staff member or any other University 
staff member. This does not prevent disclosure of information to any party's advisors or 
anyone who reasonably needs to be advised of that information, as long as the recipients are 
also advised to maintain similar confidentiality. 

55.0 COMMITTEES 

55.1 Application  

This section applies to the appointment of committees under clause 53 (Unsatisfactory 
Performance Review Committee), clause 54 (Misconduct Investigation Committee) and 
clause 58 (Redundancy Review Committee).  

55.2 The Establishment of Committees  

Where a Committee is required to be established, the Vice-Chancellor and President shall 
establish the Committee as expeditiously as possible, comprising three (3) people as follows:  

 a Chair, who will be jointly appointed by the Vice-Chancellor and President and the 
Union. The Chair must be external to the staff member’s division or faculty and may be 
external to the University;  

 one staff member who must be external to the staff member’s division or faculty; and 

 one staff member nominated by the relevant Union.  

55.3 Conflict of Interest  

The Vice-Chancellor and President will establish a Committee where, having consulted with 
the staff member concerned, the Vice-Chancellor and President is reasonably satisfied that 
none of the proposed committee members has an actual or potential conflict of interest, 
having regard to the identity of the staff member and the subject matter to be considered by 
the Committee.  

55.4 Committee Procedures 

 A Committee established pursuant to this clause may determine its own procedures, 
however it must act consistently with the principles set out in this clause. 

 A Committee must conduct its proceedings in private, however, it must allow the staff 
member and the University to be represented as required by this Agreement, and will allow 
the staff member or witnesses to be supported by a support person if requested.  

55.5 Natural Justice  

A Committee must act in accordance with the principles of natural justice, which will require 
the Committee to proceed in accordance with the following principles: 

 No committee member will serve or continue to serve if they are at any time in a 
position of actual or potential conflict of interest, and each committee member must be 
in a position to discharge their function as a member of the Committee free from actual 
or ostensible bias.  

 The staff member concerned will be provided with a copy of all information considered 
by the Committee, including any written statements or other evidence before the 
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Committee, in a manner and at a time which allows the staff member a reasonable 
opportunity to understand and respond to that material. 

 A Committee will provide the staff member concerned or, where applicable, their 
representative with a reasonable opportunity to call and to question witnesses, to 
present and challenge evidence, to provide a verbal or written response and/or present 
a submission, and to be present at all times when the Committee is interviewing 
witnesses, receiving oral evidence or information from any person or hearing 
submissions.  

55.6 Record Keeping  

 A Committee must keep a complete record of proceedings. The record will include an audio 
recording and a transcript of oral proceedings before the Committee. Where it is 
impracticable to obtain both records, the record must include either an audio recording or 
transcript of oral proceedings. The Committee must make the record(s) available to the staff 
member or Vice-Chancellor and President upon request.  

 Following the delivery of its report, a Committee will deliver the record to the Executive 
Director, Human Resources, who shall maintain the record in a secure and confidential way.  

55.7 How decisions are made and recorded  

 A Committee must record its decision in writing, and give reasons for its conclusions. 

 A Committee will make its decision unanimously or by majority. A dissenting member of the 
Committee must record their dissenting decision with reasons.  

55.8 Material to be taken into account by the Committee  

 A Committee must take into account all information which it considers relevant to the case, 
including any evidence, information or response provided by the staff member(s) concerned.  

 If a Committee believes there is or may be relevant information which was not provided to 
it during the course of the proceedings:  

 the Committee will advise the relevant staff member, and provide the staff member with 
an opportunity to provide the Committee with additional information and to make 
submissions in relation to the circumstances; 

 the Committee may still conduct its proceedings and make its decision; but  

 the Committee must, in its report, explain the circumstances and advise the impact, if 
any, which those circumstances had on the capacity of the Committee to make its 
decision. 

55.9 Support for Committees  

The University will provide a Committee with reasonable secretarial support, and make 
available premises and other support required for the Committee to discharge its functions. 

56.0 MEDICAL CONDITIONS AFFECTING WORK 

56.1 Application 

The procedures outlined in this clause apply to all staff members, except casual staff. This 
process is independent of any process conducted by the staff member’s superannuation or 
temporary incapacity/income protection insurance provider and is not intended to limit their 
ability to access this at any time.    
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56.2 Medical examination 

 The Vice-Chancellor and President may direct, in writing and by providing one (1) month 
notice, any staff member whose capacity to perform their duties is in doubt to undergo a 
medical examination by a medical practitioner chosen by the University, at the expense of 
the University. By agreement with the staff member the notice period may be reduced to 
allow an examination by a medical practitioner to occur in a shorter timeframe. At this time, 
the University will advise the staff member of their options regarding access to workplace 
rehabilitation and/or workers’ compensation, as outlined in the relevant University policy 
and/or retirement or temporary incapacity/income protection pursuant to the rules of the 
relevant superannuation fund. 

 Where the staff member elects to apply to the staff member’s superannuation fund, prior to 
the expiry of the period of notice, for permanent disablement or temporary incapacity 
benefit pursuant to the rules of the superannuation fund, the requirement for a medical 
examination under subclause 56.2.1 will lapse and no further action will, subject to subclause 
56.2.3 be taken by the Vice-Chancellor and President under this clause. 

 Where the superannuation fund decides that the staff member, following a period of receipt 
of temporary incapacity benefit, is capable of resuming work and the Vice-Chancellor and 
President elects to dispute this decision, the Vice-Chancellor and President may proceed in 
accordance with this clause without further recourse to the provisions of subclause 56.2.2. 

 As far as possible the medical practitioner, will apply the same definition of permanent 
disablement (or equivalent definition) as contained in the trust deeds (or equivalent) of the 
staff member’s superannuation scheme, if any, in determining qualification of a disablement 
pension or other similar benefit. 

 A copy of the medical report made by the medical practitioner under subclause 56.2.1 will 
be made available to the Vice-Chancellor and President and to the staff member. 

56.3 Outcomes of the medical examination 

 If the medical examination reveals that the staff member is unable to perform their duties 
and is unlikely to be able to resume them within a reasonable period, being not less than 
twelve (12) months from the date of the report under 56.2.5, the Vice-Chancellor and 
President may, subject to subclause 56.4.1 terminate the employment of the staff member in 
accordance with the notice required by the staff member’s contract of employment.  

 Prior to taking action to terminate the employment of a staff member, the Vice-Chancellor 
and President may offer the staff member the opportunity to submit a resignation and where 
submitted it will be accepted and no action taken to proceed with termination. 

56.4 Seeking a further medical review 

 A staff member (or person acting on their behalf) may request a further medical review 
within fourteen (14) days of the medical report being made available to the staff member 
under subclause 56.2.5. This further review will be by an independent specialist, agreed to 
between the University and the staff member (or person acting on their behalf). The 
University will cover the costs of the additional assessment. 

 Following a request for a review the Vice-Chancellor and President will not terminate the 
employment of the staff member unless and until the findings of the initial report under 
subclause 56.2.5 are confirmed. 

 The independent specialist under this clause will be provided with any relevant material 
including the report under clause 56.2. The outcome of this review will be as per clause 
56.3. 
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56.5 Failure to attend an appointment in accordance with this clause 

 The Vice-Chancellor and President may construe a failure by a staff member to undergo a 
medical examination in accordance with these procedures within two (2) months of a 
written notification to do so as establishing that such a medical examination would have 
found that the staff member is unable to perform their duties and is unlikely to be able to 
resume them within twelve (12) months. In such circumstances, the Vice-Chancellor and 
President may act accordingly provided that such a refusal by a staff member in these 
circumstances will not constitute Misconduct or Serious Misconduct nor lead to any greater 
penalty or loss of entitlements than would have resulted from an adverse medical report. 

56.6 Work health and safety concerns 

Where the Executive Director, Health, Safety and Environment identifies there are genuine 
and immediate work health and safety concerns for a staff member and/or others, the 
University can direct a staff member to attend a medical appointment, with a reduced notice 
period, independent of subclause 56.2.1. 

57.0 NOTICE OF TERMINATION 

57.1 Circumstances of termination by the University 

The University may only terminate the employment of a staff member appointed to an 
ongoing or fixed-term position under the following circumstances and in accordance with 
the provisions of this Agreement: 

 voluntary and involuntary redundancy; 

 termination of employment as a result of Disciplinary Action for either unsatisfactory 
performance or Serious Misconduct; 

 medical conditions affecting work; and 

 termination during or at the end of the period of probation. 

The period of notice required in each case, if any, is specified in the relevant clauses of this 
Agreement. 

57.2 Notice of termination by the University 

 The University will provide the following notice of termination to staff (excluding 
casuals): 

Period of continuous service Period of notice* 
Less than one year 2 weeks 

1 year and less than 3 years 2 weeks 

3 years and less than 5 years 3 weeks 

5 years and over 4 weeks 

 

* In addition to the notice periods specified above, staff members over forty-five (45) years 
of age at the time of giving notice with not less than two (2) years’ continuous service, will 
be entitled to an additional week’s notice. 

 Payment in lieu of the notice prescribed in subclause 57.2(a) will be made if agreed 
between the staff member and the University. This payment will be equal to the wages a 
staff member would have received in respect of ordinary time had the staff member 
worked during the period of notice. 
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57.3 Notice of termination by a staff member 

 The notice of termination required to be given by a staff member will be the same as 
that required of the University, excluding the additional notice based on age of the staff 
member. At its discretion, the University may accept a shorter period of notice. 

 If a staff member fails to give the required notice, the University may withhold and debit 
monies due to the staff member or take legal action to recover monies, to a maximum 
amount equal to the ordinary rate of pay for the period of notice given and notice 
required in lieu of notice or both. 

57.4 Expiration of a fixed-term appointment 

 Notice of renewal or non-renewal 

 A staff member appointed on a fixed-term appointment in categories 1, 2, 3 or 7 as 
defined in subclause 41.2.1, will be provided with a written notice of intention to renew 
or not renew the appointment as prescribed in subclause 57.2(a). 

 Where, because of circumstances relating to the provision of specific funding to support 
employment, external to the University and beyond its control, the University is not 
reasonably able to give the notice required by this subclause it shall be sufficient if the 
University: 

(i) 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 

(ii) gives notice to the staff member at the earliest practicable date thereafter.  

 Severance pay 

 A staff member appointed on a fixed-term appointment described in categories 1, 2, 3 or 
7 as defined in subclause 41.2.1, whose appointment is not renewed because: 

(i) in the case of a staff member on a second or subsequent fixed-term appointment, 
the same or substantially similar duties are no longer required by the University; or 

(ii) the duties 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 the following amount of severance pay in respect of continuous service: 

Period of continuous service Severance pay 
up to the completion of 2 years 4 weeks' pay 

over 2 years and up to the completion of 3 
years 

6 weeks' pay 

over 3 years and up to the completion of 4 
years 

7 weeks' pay 

over 4 years 8 weeks' pay 

 
 Severance pay is paid only 

(i) when the staff member seeks in writing to continue employment; and 

(ii) when there is no further offer of employment for reasonably related employment.  

 Severance pay will not be payable if the University makes a further offer of reasonably 
related employment prior to the expiry or within six (6) weeks of the expiry of the staff 
member’s fixed term appointment, irrespective of whether the staff member accepts the 
offer of reasonably related employment. 
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 By giving written notice to the staff member ,the University may defer the payment of 
severance pay for a maximum of five (5) weeks after the expiry of a staff member’s fixed-
term appointment to allow the University the opportunity to make any offer of 
reasonably related employment.  

 For the purposes of subclause 57.4, breaks between appointments of up to two (2) times 
per year and of up to six (6) weeks in total will not constitute breaks in service. Periods 
of approved unpaid leave will not count for service, but will not constitute breaks in 
service for purposes of this subclause. 

58.0 VOLUNTARY AND INVOLUNTARY REDUNDANCY 

58.1 Redundancy is a situation where the position occupied by an ongoing or fixed-term staff 
member (excluding pre-retirement fixed-term appointment and contingent research funded 
fixed-term appointment) is identified as surplus to the University’s requirements, in 
accordance with clause 11, and as a result of: 

 demonstrated financial constraints leading to the cessation or reallocation of the 
function or functions performed by the staff member to other areas of the University; or 

 a decision by the University to discontinue or curtail a particular service or activity; or 

 technological change and development; or  

 changes imposed through legislative amendment. 

58.2 Voluntary redundancy 

 Where the University identifies a need to achieve staff reductions, the Vice-Chancellor and 
President (or nominee) will call for applications for voluntary redundancy from relevant staff 
members in the area identified in the implementation plan. Should a staff member wish to 
apply for voluntary redundancy, the application must be submitted to the Vice-Chancellor 
and President within twenty (20) working days of the invitation to apply. 

 Within ten (10) working days of the closing date of applications to take voluntary 
redundancy, the Vice-Chancellor and President will either accept or reject the application in 
accordance with the objective criteria in the plan, and the staff member will be advised of 
the decision. Where a decision is made to reject the application, the staff member will be 
advised of the reasons for non-acceptance and that no further action will be taken to 
terminate the employment of the staff member. 

 Where a staff member’s application for voluntary redundancy is accepted, the staff member 
will separate from the University’s employment within two (2) weeks of receipt of the 
notification of acceptance, unless otherwise mutually agreed. 

 Staff whose application for voluntary redundancy are approved will receive the benefits for 
voluntary redundancy as outlined in subclause 58.5 payable in the next available pay run 
following the date of termination of employment. 

58.3 Involuntary redundancy 

 Where the voluntary measures do not achieve the appropriate staff reductions as set out in 
the implementation plan, the University may identify specific positions as surplus. Following 
the identification of these positions the following process will occur: 

 The University will hold discussions with the staff member(s) directly affected and the 
Unions. The discussion will take place as soon as practicable after the University has 
made a decision to declare the positions redundant and will cover the following: 
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(i) the reason for the position(s) becoming surplus; 

(ii) measures to avoid or minimise the redundancies including the feasibility of 
alternative employment arrangements such as part-time employment and job share; 
and 

(iii) measures to mitigate any adverse effects on staff member(s) concerned. 

 Following these discussions and investigation of alternative employment arrangements, 
the Vice-Chancellor and President may formally notify a staff member(s) that the 
position they occupy is surplus to the University’s requirements. A staff member who 
applied for voluntary redundancy and whose application was rejected cannot be made 
redundant under the arrangements for involuntary redundancy. 

 Within ten (10) working days of notification the staff member may elect one of the 
following options and notify the Vice-Chancellor and President in writing: 

(i) agree to redundancy and consult with the Authorising Officer to determine the date 
of termination of employment; or 

(ii) seek redeployment in accordance with the University’s redeployment policy; or 

(iii) seek review of decision that the position is redundant. 

 Staff who accept involuntary redundancy will receive the benefits for involuntary redundancy 
as outlined in subclause 58.5 payable in the next available pay run following the date of 
termination of employment. 

 Where a staff member elects to seek redeployment and where at the end of the 
redeployment search period the staff member has not been redeployed, the staff member 
will receive the benefits for involuntary redundancy outlined in subclause 58.5 less the salary 
paid during the redeployment search period. 

58.4 Review of involuntary redundancy decision 

 An application for review of an involuntary redundancy decision may only be made on one 
or more of the following grounds: 

 failure of the University to follow its procedures for involuntary redundancy as outlined 
in subclause 58.3; 

 failure to follow principles of natural justice in making the decision that the position is 
redundant; 

 the redundancy is not a genuine redundancy; 

 the redundancy decision was not made on a fair and objective basis. 

 Upon receipt of an application for review (which must be provided within ten (10) working 
days of receipt of the notification in accordance with subclause 58.3) the Vice-Chancellor 
and President will establish a Redundancy Review Committee in accordance with clause 55. 

 The committee must consider the application and make a recommendation within twenty 
(20) working days of the date of application for review. 

 In its consideration of the staff member’s application for review, the committee will consider 
the grounds outlined in subclause 58.4.1. 

 The staff member and the University may be assisted or represented before the Redundancy 
Review Committee by a Representative as defined in subclause 6.13. Such Representatives 
cannot be currently practising solicitors or barristers.  

 The Committee will make a recommendation to the Vice-Chancellor and President whose 
decision will be final. 
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 If the outcome of the review process is that the staff member’s position remains redundant, 
the staff member will receive the benefits for involuntary redundancy outlined in subclause 
58.5 less the salary paid during the review period. 

58.5 Entitlements for voluntary and involuntary redundancy 

 Subject to subclause 58.5.2 a staff member whose application for voluntary redundancy is 
accepted by the Vice-Chancellor and President, or who is made redundant involuntarily by 
the Vice-Chancellor and President, will be entitled to the following benefits: 

VOLUNTARY REDUNDANCY INVOLUNTARY REDUNDANCY 

Ongoing and fixed-term staff members: Ongoing and fixed-term staff members: 

A lump sum of 18 weeks' salary plus two (2) 
weeks' salary for each completed year of 
continuous ongoing and fixed-term service 
and an additional payment of eight (8) weeks' 
salary.  

A lump sum of 18 weeks' salary plus two (2) 
week's salary for each completed year of 
continuous ongoing and fixed-term service.  

Ongoing and fixed-term staff members with 
eligible prior QUT casual service (as per 
subclause 58.5.4 (d)): 

An additional payment of one (1) weeks’ 
salary. 

Ongoing and fixed-term staff members with 
eligible prior QUT casual service (as per 
subclause 58.5.4 (d)): 

An additional payment of one (1) weeks’ salary 

The total amount will be capped at 74 weeks. The total amount will be capped at 74 weeks. 

 

 A staff member employed on a fixed-term basis whose application for voluntary separation is 
accepted by the Vice-Chancellor and President, or who is made redundant involuntarily by 
the Vice-Chancellor and President, will be entitled to the benefits outlined in subclause 
58.5.1 or payment of a lump sum equal to the staff member’s salary for the remainder of 
their fixed-term contract whichever is the greater amount. 

 Leave entitlements 

A staff member whose employment is terminated under this clause will receive payment for 
accrued or pro-rata long service leave and accrued recreation leave (and recreation leave 
loading) applicable at the date of termination. 

All leave payments will be calculated on the staff member’s salary (including any allowances) 
at the date of cessation of employment. 

 Calculation of redundancy entitlements 

The calculation will be based on the following: 

 ‘Salary’ means the ordinary rate of pay for the staff member concerned including any 
allowances applicable at the date of termination of employment. In cases of staff 
members who are regularly paid shift or penalty rates the salary used for calculation 
purposes will be an average of the staff member’s fortnightly salary calculated over the 
preceding twelve (12) months including shift and penalty payments. 

 ‘Continuous service’ means a period of service, which is unbroken, as defined in 
subclause 6.3 for the purpose of calculating a redundancy. 

 For staff who have worked varied hours during their ongoing or fixed-term period of 
service, payment will be calculated as the actual percentage of full-time employment over 
the full period of that service, or on their existing percentage of full-time employment, 
whichever is greater. 



 Enterprise Agreement (Professional Staff) 2018 - 2021  61 
 

 For ongoing or fixed-term staff with prior QUT casual service to be eligible to receive an 
additional payment of one (1) weeks’ salary for the purpose of calculating a redundancy, 
the prior QUT casual service must have been: 

(i) in a same or substantially similar position (to the redundant ongoing or fixed-term 
position occupied by the staff member) for more than twelve (12) months; and 

(ii) served immediately prior to the current ongoing or fixed-term appointment; and 

(iii) be casual service which is unbroken (i.e. continuous) as defined in subclause 6.3.  

59.0 REDEPLOYMENT 

The redeployment of a staff member whose position is declared redundant, will be in 
accordance with the Redeployment Policy. The University will consult with the Unions prior 
to any proposed changes to this policy.  
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SCHEDULE ONE: CLASSIFICATION DESCRIPTIONS FOR 
PROFESSIONAL STAFF POSITIONS 

(HIGHER EDUCATION WORKERS LEVELS 1 – 10) 

The following descriptors are utilised to inform the job evaluation process.  

 HIGHER EDUCATION WORKER LEVEL 1  

Training level or qualifications  

Employees at the base of this level would not be required to have formal qualifications or work 
experience upon engagement.  

Employees engaged at the base of this level will be provided with structured on the job training in 
addition to up to 36.25 hours of induction to the higher education industry which shall provide 
information on the higher education institution, conditions of employment, training to be made 
available and consequent career path opportunities, physical layout of the institution/work areas, 
introduction to fellow workers and supervisors, work and documentation procedures, occupational 
health and safety, equal employment opportunity practices and extended basic literacy and numeracy 
skills training where required/necessary to enable career path progression.  

Occupational equivalent 

Cleaner, Labourer, Trainee for Level 2 duties.  

Level of supervision 

Close supervision or, in the case of more experienced staff working alone, routine supervision.  

Task level 

Straightforward manual duties, or elements of Level 2 duties under close supervision and structured 
on the job training.  

Some knowledge of materials, eg; cleaning chemicals and hand tools, may be required.  

Established procedures exist.  

Organisational knowledge  

May provide straightforward information to others on building or service locations.  

Judgement, independence and problem solving  

Resolve problems where alternatives for the jobholder are limited and the required action is clear 
or can be readily referred to higher levels. 

Typical activities 

Perform a range of industrial cleaning tasks, move furniture, assist trades personnel with manual 
duties.  

 

 HIGHER EDUCATION WORKER LEVEL 2  

Training level or qualifications  

Persons employed at Level 2 shall typically perform duties at a skill level which assumes and requires 
knowledge, training or experience relevant to the duties to be performed, or completion of Year 12 
without work experience or an equivalent combination of experience and training.  

Occupational equivalent  

Clerk, Security Patrol Officer.  
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Level of supervision  

Routine supervision of straightforward tasks; close supervision of more complex tasks (see below).  

Task level  

Perform a range of straightforward tasks where procedures are clearly established. May on occasion 
perform more complex tasks.  

Organisational knowledge  

Following training, may provide general information/advice and assistance to members of the public, 
students and other staff which is based on a broad knowledge of the employee’s work 
area/responsibility, including knowledge of the functions carried out and the location and availability 
of particular personnel and services.  

Judgement, independence and problem solving  

Solve relatively simple problems with reference to established techniques and practices. Will 
sometimes choose between a range of straightforward alternatives.  

An employee at this level will be expected to perform a combination of various routine tasks where 
the daily work routine will allow the latitude to rearrange some work sequences, provided the 
prearranged work priorities are achieved.  

Typical activities  

Clerical positions at this level may include duties involving the inward and outward movement of 
mail, keeping, copying, maintaining and retrieving records, straightforward data entry and retrieval.  

Security officers may be involved in a range of patrol duties, including responding to alarms, following 
emergency procedures and preparing incident reports. 

 

 HIGHER EDUCATION WORKER LEVEL 3  

Training level or qualifications  

Persons employed at Level 3 shall typically perform duties at a skill level which assumes and requires 
knowledge or training in clerical/administrative, trades of technical functions equivalent to:  

(a) completion of a trades certificate; or  

(b) completion of Year 12, with relevant work experience; or  

(c) equivalent relevant experience or combination of relevant experience and 
education/training.  

Persons advancing through this level may typically perform duties which require further on the job 
training or knowledge and training equivalent to progress toward completion of an advanced 
certificate or associate diploma.  

Occupational equivalent  

Tradesperson, technical assistant/technical trainee, clerical/secretarial.  

Level of supervision  

In technical positions, routine supervision, moving to general direction with experience. In other 
positions, general direction. This is the first level where supervision of other staff may be required. 

Task level  

Some complexity. Apply body of knowledge equivalent to trade certificate, including diagnostic skills 
and assessment of the best approach to a given task.  
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Organisational knowledge  

Perform tasks/assignments which require knowledge of the work area processes and an 
understanding of how they interact with other related areas and processes.  

Judgement, independence and problem solving  

Exercise judgement on work methods and task sequence within specified timelines and standard 
practices and procedures.  

Typical activities  

In trades positions, apply the skills taught in a trade certificate including performance of a range of 
construction, maintenance and repair tasks, using precision hand and power tools and equipment. In 
some cases this will involve familiarity with the work of other trades or require further training.  

In technical assistant positions:  

(a) assist a technical officer in operating a laboratory, including ordering supplies;  

(b) assist in setting up routine experiments; 

(c) monitor experiments for report to a technical officer;  

(d) assist with the preparation of specimens;  

(e) assist with the feeding and care of animals.  

Staff would be expected to perform a greater range and complexity of tasks as they progressed 
through the level and obtained further training.  

In clerical positions, perform a range of clerical support tasks including:  

(a) standard use of a word processing package (including store and retrieve documents, key 
and lay out correspondence and reports, merge, move and copy, use of columns, tables and 
basic graphics) or an established spreadsheet or database application;  

(b) provide general clerical support to staff within a faculty, including word processing, 
setting up meetings, answering straightforward inquiries and directing others to the 
appropriate personnel;  

(c) process accounts for payment. 

 

 HIGHER EDUCATION WORKERS LEVEL 4  

Training level or qualification  

Persons employed at Level 4 shall typically perform duties at a skill level which assumes and requires 
knowledge or training equivalent to:  

(a) completion of an associate diploma level qualification with relevant work related 
experience or a certificate level qualification with post-certificate relevant work experience;  

(b) completion of a post-trades certificate or advanced certificate and extensive relevant 
experience and on the job training; or  

(c) an equivalent combination of relevant experience and/or education/training.  

Occupational equivalent  

Technical officer or technician, clerical/secretarial above Level 3, advanced tradesperson.  

Level of supervision  

In technical positions, routine supervision to general direction depending upon experience and the 
complexity of the tasks. In other positions, general direction.  
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May supervise or co-ordinate others to achieve objectives, including liaison with staff at higher levels. 
May undertake stand alone work.  

Task level 

May undertake limited creative, planning or design functions; apply skills to a varied range of different 
tasks. 

Organisational knowledge  

Perform tasks/assignments which require proficiency in the work area’s rules, regulations, processes 
and techniques, and how they interact with other related functions.  

Judgement, independence and problem solving  

In trades positions, extensive diagnostic skills. In technical positions, apply theoretical knowledge and 
techniques to a range of procedures and tasks. In clerical/secretarial positions, provide factual advice 
which requires proficiency in the work area’s rules and regulations, procedures requiring expertise 
in a specialist area or broad knowledge of a range of personnel and functions.  

Typical activities 

In trades positions: 

(a) work on complex engineering or interconnected electrical circuits;  

(b) exercise high precision trades skills using various materials and/or specialised techniques.  

In technical positions: 

(a) develop new equipment to criteria developed and specified by others;  

(b) under routine direction, assist in the conduct of major experiments and research 
programs and/or in setting up complex or unusual equipment for a range of experiments and 
demonstrations;  

(c) demonstrate the use of equipment and prepare reports of technical nature as directed.  

In library technician positions: 

(a) undertake copy cataloguing;  

(b) use a range of bibliographic databases;  

(c) undertake acquisitions;  

(d) respond to reference inquiries.  

In clerical/secretarial positions: 

(a) may undertake a full range of word processing functions, including mathematical formulae 
and symbols, manipulation of text and layout in desktop publishing software and use of a 
range of word processing packages if required;  

(b) be responsible for providing a full range of secretarial services in a faculty;  

(c) plan and set up spreadsheets or data base applications;  

(d) provide advice to students on enrolment procedures and requirements administer 
enrolment and course progression records. 
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 HIGHER EDUCATION WORKERS LEVEL 5  

Training level or qualifications  

Persons employed at Level 5 shall typically perform duties at a skill level which assumes and requires 
knowledge or training equivalent to:  

(a) completion of a degree without subsequent relevant work experience; or  

(b) completion of an associate diploma and at least two (2) years subsequent relevant work 
experience; or  

(c) completion of a post-trades certificate or advanced certificate and extensive relevant 
experience as a technician; or  

(d) an equivalent combination of relevant experience and/or education/training.  

Occupational equivalent 

Graduate (i.e., degree) or professional, without subsequent work experience on entry (including 
inexperienced computer systems officer); administrator with responsibility for advice and 
determinations; experienced technical officer.  

Level of supervision 

In professional positions, routine supervision to general direction, depending on tasks involved and 
experience. In technical positions, general direction and may supervise other staff.  

Task level 

Apply body of broad technical knowledge and experience at a more advanced level than Level 4, 
including the development of areas of specialist expertise. In professional positions, apply theoretical 
knowledge, at degree level, in a straightforward way. In administrative positions, provide 
interpretation, advice and decisions on rules and entitlements.  

Organisational knowledge 

Perform tasks/assignments which require proficiency in the work area’s rules, regulations, processes 
and techniques and how they interact with other related functions.  

Judgement, independence and problem solving 

In professional positions, solve problems through the standard application of theoretical principles 
and techniques at degree level. In technical positions, apply standard technical training and 
experience to solve problems. In administrative positions, may apply expertise in a particular set of 
rules or regulations to make decisions, or be responsible for co-ordinating a team to provide an 
administrative service.  

Typical activities 

In technical positions: 

(a) develop new equipment to general specifications;  

(b) under general direction, assist in the conduct of major experiments and research 
programs and/or in setting up complex or unusual equipment for a range of experiments and 
demonstration; 

(c) under broad direction, set up, monitor and demonstrate standard experiments and 
equipment use;  

(d) prepare reports of a technical nature.  

In library technician positions: 

(a) perform at a higher level than Level 4, including assist with reader education programs 
and more complex bibliographic and acquisition services;  
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(b) operate a discrete unit within a library which may involve significant supervision or be 
the senior staff member in an outposted service.  

In administrative positions responsible for the explanation and administration of an administrative 
function, eg; HECS advice, records, determinations and payments, a centralised enrolment function, 
the organisation and administration of exams at a small campus.  

In professional positions and under professional supervision: 

(a) work as part of a research team in a support role;  

(b) provide a range of library services including bibliographic assistance, original cataloguing 
and reader education in library and reference services;  

(c) provide counselling services. 

 

 HIGHER EDUCATION WORKER LEVEL 6  

Training level or qualifications  

Persons employed at Level 6 shall typically perform duties at a skill level which assumes and requires 
knowledge or training equivalent to:  

(a) a degree with subsequent relevant experience; or  

(b) extensive experience and specialist expertise or broad knowledge in technical or 
administrative fields; or  

(c) an equivalent combination of relevant experience and/or education/training.  

Occupational equivalent 

Graduate or professional with subsequent relevant work experience (including a computer systems 
officer with some experience); line manager; experienced technical specialist and/or technical 
supervisor.  

Level of supervision 

In professional positions, general direction; in other positions, broad direction. May have extensive 
supervisory and line management responsibility for technical, clerical, administrative and other non-
professional staff. 

Task level 

Perform work assignments guided by policy, precedent, professional standards and managerial or 
technical expertise. Employees would have the latitude to develop or redefine procedure and 
interpret policy so long as other work areas are not affected. In technical and administrative areas, 
have a depth or breadth of expertise developed through extensive relevant experience and 
application.  

Organisational knowledge 

Perform tasks/assignments which require proficiency in the work area’s existing rules, regulations, 
processes and techniques and how they interact with other related functions, and to adapt those 
procedures and techniques as required to achieve objectives without impacting on other areas.  

Judgement, independence and problem solving 

Discretion to innovate within own function and take responsibility for outcomes; design, develop 
and test complex equipment, systems and procedures; undertake planning involving resources use 
and develop proposals for resource allocation; exercise high level diagnostic skills on sophisticated 
equipment or systems; analyse and report on data and experiments.  
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Typical activities 

In technical positions: 

(a) manage a teaching or research laboratory or a field station;  

(b) provide highly specialised technical services;  

(c) set up complex experiments;  

(d) design and construct complex or unusual equipment to general specifications;  

(e) assist honours and postgraduate students with their laboratory requirements;  

(f) install, repair, provide and demonstrate computer services in laboratories.  

In administrative positions: 

(a) provide financial, policy and planning advice;  

(b) service a range of administrative and academic committees, including preparation of 
agendas, papers, minutes and correspondence;  

(c) monitor expenditure against budget in a school or small faculty.  

In professional positions: 

(a) work as part of a research team;  

(b) provide a range of library services, including bibliographic assistance, original cataloguing 
and reader education in library and reference services;  

(c) provide counselling services;  

(d) undertake a range of computer programming tasks;  

(e) provide documentation and assistance to computer users;  

(f) analyse less complex user and system requirements. 

 

 HIGHER EDUCATION WORKER LEVEL 7  

Training level or qualifications  

Persons employed at Level 7 shall typically perform duties at a skill level which assumes and requires 
knowledge or training equivalent to:  

(a) a degree with at least four (4) years subsequent relevant experience; or  

(b) extensive experience and management expertise in technical or administrative fields; or  

(c) an equivalent combination of relevant experience and/or education/training.  

Occupational equivalent 

Senior librarian, technical manager, senior professional or scientific officer, senior administrator in a 
small less complex faculty.  

Level of supervision 

Broad direction. May manage other administrative, technical and/or professional staff.  

Task level 

Independently relate existing policy to work assignments or rethink the way a specific body of 
knowledge is applied in order to solve problems. In professional or technical positions, may be a 
recognised authority in a specialised area.  



 Enterprise Agreement (Professional Staff) 2018 - 2021  69 
 

Organisational knowledge 

Detailed knowledge of academic and administrative policies and the interrelationships between a 
range of policies and activities.  

Judgement, independence and problem solving 

Independently relate existing policy to work assignments, rethink the way a specific body of 
knowledge is applied in order to solve problems, adapt procedures to fit policy prescriptions or use 
theoretical principles in modifying and adapting techniques. This may involve stand alone work or the 
supervision of others in order to achieve objectives. It may also involve the interpretation of policy 
which has an impact beyond the immediate work area.  

Typical activities 

In a library, combine specialist expertise and responsibility for managing a library function; in student 
services, the training and supervision of other professional staff combined with policy development 
responsibilities which may include research and publication in technical manager positions, the 
management of teaching and research facilities for a department or school; in research positions, 
acknowledged expertise in a specialised area or a combination of technical management and 
specialist research.  

In administrative positions, provide less senior administrative support to relatively small and less 
complex faculties or equivalent. 

 

 HIGHER EDUCATION WORKER LEVEL 8  

Training level or qualifications  

Persons employed at Level 8 shall typically perform duties at a skill level which assumes and requires 
knowledge or training equivalent to:  

(a) postgraduate qualifications or progress towards postgraduate qualifications and extensive 
relevant experience; or  

(b) extensive experience and management expertise; or  

(c) an equivalent combination of relevant experience and/or education/training.  

Occupational equivalent 

Researcher of national standing; manager; senior school or faculty administrator.  

Level of supervision 

Broad direction. May manage other administrative, technical and/or professional staff.  

Task level 

Work at this level is likely to require the development of new ways of using a specific body of 
knowledge which applies to work assignments, or may involve the integration of other specific 
bodies of knowledge.  

Organisational knowledge 

The employee would be expected to make policy recommendations to others and to implement 
programs involving major change which may impact on other areas of the institution’s operations.  

Judgement, independence and problem solving 

Responsible for program development and implementation. Provide strategic support and advice to 
schools or faculties requiring integration of a range of University policies and external requirements, 
and an ability to achieve objectives operating within complex organisation structures.  
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Typical activities 

Assist in the management of a large functional unit with a diverse or complex set of functions and 
significant resources; manage a function or development and implementation of a policy requiring a 
high degree of knowledge and sensitivity; manage a small and specialised unit where significant 
innovation, initiative and/or judgement are required; provide senior administrative support to 
schools and faculties of medium complexity, taking into account the size, budget, course structure, 
external activities and management practices within the faculty or equivalent unit. 

 

 HIGHER EDUCATION WORKER LEVEL 9  

Training level or qualifications  

Persons employed at Level 9 shall typically perform duties at a skill level which assumes and requires 
knowledge or training equivalent to: 

(a) postgraduate qualifications and extensive relevant experience; or  

(b) extensive management experience and proven management expertise; or  

(c) an equivalent combination of relevant experience and/or education/training.  

Occupational equivalent 

Researcher of national or international standing; manager; senior school or faculty administrator.  

Level of supervision 

Broad direction. Will manage other administrative, technical and/or professional staff.  

Task level 

Demonstrated capacity to conceptualise, develop and review major professional, management or 
administrative policies at the corporate level. Significant high level creative, planning and management 
functions. Responsibility for significant resources.  

Organisational knowledge 

Conceptualise, develop and review major policies, objectives and strategies involving high level 
liaison with internal and external client areas. Responsible for programs involving major change 
which may impact on other areas of the institution’s operations.  

Judgement, independence and problem solving 

Responsible for program development and implementation. Provide strategic support and advice to 
schools or faculties requiring integration of a range of internal and external policies and demands, 
and an ability to achieve objectives operating within complex organisation structures.  

Typical activities 

Assist in the management of a large functional unit with a diverse or complex set of functions and 
significant resources; manage a function or development and implementation of a policy requiring a 
high degree of knowledge and sensitivity and the integration of internal and external requirements; 
manage a small and specialised unit where significant innovation, initiative and/or judgement are 
required; provide senior administrative support to the more complex schools and faculties, taking 
into account the size, budget, course structure, external activates and management practices within 
the faculty or equivalent unit. 
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 HIGHER EDUCATION WORKER LEVEL 10  

Training level or qualifications  

Persons employed at or above this level shall typically perform duties at a skill level which assumes 
and requires knowledge or training equivalent to:  

(a) proven expertise in the management of significant human and material resources; in 
addition to, in some areas;  

(b) postgraduate qualifications and extensive relevant experience.  

Occupational equivalent 

Senior program, research or administrative manager. 

Level of supervision  

Broad direction. Will manage other administrative, technical and/or professional staff.  

Task level  

Complex, significant and high level creative planning, program and managerial functions with clear 
accountability for program performance. Comprehensive knowledge of related programs. Generate 
and use a high level of theoretical and applied knowledge.  

Organisational knowledge  

Bring a multiperspective understanding to the development, carriage, marketing and implementation 
of new policies; devise new ways of adapting the organisation’s strategies to new, including externally 
generated, demands.  

Judgement, independence and problem solving  

Be fully responsible for the achievement of significant organisational objectives and programs.  

Typical activities  

Manage a large functional unit with a diverse or complex set of functions and significant resources; 
manage a more complex function or unit where significant innovation, initiative and/or judgement 
are required; provide senior administrative support to the most complex schools and faculties in 
large institutions, involving complex course structures, significant staff and financial resources, 
outside activities and extensive devolution of administrative, policy and financial management 
responsibilities to this position. 

  



72  Enterprise Agreement (Professional Staff) 2018 - 2021  
 

SCHEDULE TWO: MINIMUM RATES OF PAY AND ALLOWANCES 

FULL TIME PROFESSIONAL STAFF 

Classification Step 

First full pay 
period on or 

after 1/12/2018 

First full pay 
period on or 

after 1/12/2019 

First full pay 
period on or 

after 1/12/2020 

First full pay 
period on or 

after 1/12/2021 

2.25% 2.00% 2.00% 2.00% 
HEW 1 01 $47,706.02 $48,660.14 $49,633.34 $50,626.01 

  02 $48,683.43 $49,657.10 $50,650.24 $51,663.25 

  03 $49,917.48 $50,915.83 $51,934.14 $52,972.83 

       

HEW 2 01 $51,150.99 $52,174.01 $53,217.49 $54,281.84 

  02 $52,385.83 $53,433.55 $54,502.22 $55,592.27 

       

HEW 3 01 $53,612.95 $54,685.21 $55,778.91 $56,894.49 

  02 $55,089.74 $56,191.54 $57,315.37 $58,461.68 

  03 $56,561.21 $57,692.44 $58,846.29 $60,023.21 

  04 $58,051.34 $59,212.37 $60,396.62 $61,604.55 

  05 $59,635.39 $60,828.10 $62,044.66 $63,285.55 

       

HEW 4 01 $61,226.36 $62,450.89 $63,699.90 $64,973.90 

  02 $62,816.80 $64,073.13 $65,354.60 $66,661.69 

  03 $64,414.44 $65,702.73 $67,016.79 $68,357.12 

       

HEW 5 01 $66,549.88 $67,880.88 $69,238.50 $70,623.27 

  02 $68,692.52 $70,066.37 $71,467.70 $72,897.05 

  03 $70,810.62 $72,226.83 $73,671.37 $75,144.80 

  04 $72,936.45 $74,395.18 $75,883.08 $77,400.74 

  05 $75,061.76 $76,562.99 $78,094.25 $79,656.14 

       

HEW 6 01 $77,200.12 $78,744.12 $80,319.01 $81,925.39 

  02 $79,332.63 $80,919.28 $82,537.66 $84,188.42 

  03 $81,451.26 $83,080.28 $84,741.89 $86,436.72 

  04 $83,590.43 $85,262.24 $86,967.48 $88,706.83 

       

HEW 7 01 $85,181.41 $86,885.04 $88,622.74 $90,395.19 

  02 $87,844.76 $89,601.66 $91,393.69 $93,221.57 

  03 $90,511.60 $92,321.83 $94,168.27 $96,051.63 

  04 $93,177.89 $95,041.45 $96,942.28 $98,881.12 

       

HEW 8 01 $95,818.31 $97,734.68 $99,689.37 $101,683.16 

  02 $99,016.53 $100,996.86 $103,016.80 $105,077.13 

  03 $102,210.76 $104,254.97 $106,340.07 $108,466.87 

  04 $105,409.50 $107,517.69 $109,668.05 $111,861.41 

  05 $108,604.25 $110,776.34 $112,991.87 $115,251.70 

       

HEW 9 01 $111,799.28 $114,035.27 $116,315.97 $118,642.29 

  02 $114,466.65 $116,755.98 $119,091.10 $121,472.92 

  03 $117,122.80 $119,465.26 $121,854.57 $124,291.66 
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Classification Step 

First full pay 
period on or 

after 1/12/2018 

First full pay 
period on or 

after 1/12/2019 

First full pay 
period on or 

after 1/12/2020 

First full pay 
period on or 

after 1/12/2021 

2.25% 2.00% 2.00% 2.00% 
       

HEW 10 01 $119,786.69 $122,182.43 $124,626.08 $127,118.60 

  02 $124,517.20 $127,007.54 $129,547.69 $132,138.65 

  03 $129,248.24 $131,833.21 $134,469.87 $137,159.27 

  04 $133,978.75 $136,658.32 $139,391.49 $142,179.32 

   
    

 

 

  



74  Enterprise Agreement (Professional Staff) 2018 - 2021  
 

CASUAL PROFESSIONAL STAFF 

Classification Step 

First full pay 
period on or after 

1/12/2018 

First full pay 
period on or after 

1/12/2019 

First full pay 
period on or after 

1/12/2020 

First full pay 
period on or after 

1/12/2021 

2.25% 2.00% 2.00% 2.00% 

Hourly 
Rate 

+25% Hourly 
Rate 

+25% Hourly 
Rate 

+25% Hourly 
Rate 

+25% 

HEW 1 01 $25.22 $31.53 $25.73 $32.16 $26.24 $32.80 $26.77 $33.46 

  02 $25.74 $32.17 $26.25 $32.82 $26.78 $33.47 $27.31 $34.14 

  03 $26.39 $32.99 $26.92 $33.65 $27.46 $34.32 $28.01 $35.01 

           

HEW 2 01 $27.04 $33.80 $27.58 $34.48 $28.14 $35.17 $28.70 $35.87 

  02 $27.70 $34.62 $28.25 $35.31 $28.81 $36.02 $29.39 $36.74 

           

HEW 3 01 $28.34 $35.43 $28.91 $36.14 $29.49 $36.86 $30.08 $37.60 

  02 $29.13 $36.41 $29.71 $37.13 $30.30 $37.88 $30.91 $38.63 

  03 $29.90 $37.38 $30.50 $38.13 $31.11 $38.89 $31.73 $39.67 

  04 $30.69 $38.36 $31.30 $39.13 $31.93 $39.91 $32.57 $40.71 

  05 $31.53 $39.41 $32.16 $40.20 $32.80 $41.00 $33.46 $41.82 

           

HEW 4 01 $32.37 $40.46 $33.02 $41.27 $33.68 $42.10 $34.35 $42.94 

  02 $33.21 $41.51 $33.87 $42.34 $34.55 $43.19 $35.24 $44.05 

  03 $34.06 $42.57 $34.74 $43.42 $35.43 $44.29 $36.14 $45.17 

           

HEW 5 01 $35.18 $43.98 $35.89 $44.86 $36.61 $45.76 $37.34 $46.67 

  02 $36.32 $45.40 $37.04 $46.30 $37.78 $47.23 $38.54 $48.17 

  03 $37.44 $46.80 $38.19 $47.73 $38.95 $48.69 $39.73 $49.66 

  04 $38.56 $48.20 $39.33 $49.16 $40.12 $50.15 $40.92 $51.15 

  05 $39.68 $49.61 $40.48 $50.60 $41.29 $51.61 $42.11 $52.64 

           

HEW 6 01 $40.81 $51.02 $41.63 $52.04 $42.46 $53.08 $43.31 $54.14 

  02 $41.94 $52.43 $42.78 $53.48 $43.64 $54.55 $44.51 $55.64 

  03 $43.06 $53.83 $43.92 $54.90 $44.80 $56.00 $45.70 $57.12 

  04 $44.19 $55.24 $45.08 $56.35 $45.98 $57.47 $46.90 $58.62 

           

HEW 7 01 $45.03 $56.29 $45.94 $57.42 $46.85 $58.57 $47.79 $59.74 

  02 $46.44 $58.05 $47.37 $59.21 $48.32 $60.40 $49.29 $61.61 

  03 $47.85 $59.82 $48.81 $61.01 $49.79 $62.23 $50.78 $63.48 

  04 $49.26 $61.58 $50.25 $62.81 $51.25 $64.07 $52.28 $65.35 

           

HEW 8 01 $50.66 $63.32 $51.67 $64.59 $52.70 $65.88 $53.76 $67.20 

  02 $52.35 $65.44 $53.40 $66.74 $54.46 $68.08 $55.55 $69.44 

  03 $54.04 $67.55 $55.12 $68.90 $56.22 $70.28 $57.35 $71.68 

  04 $55.73 $69.66 $56.84 $71.05 $57.98 $72.48 $59.14 $73.92 

  05 $57.42 $71.77 $58.57 $73.21 $59.74 $74.67 $60.93 $76.17 

           

HEW 9 01 $59.11 $73.88 $60.29 $75.36 $61.49 $76.87 $62.72 $78.41 

  02 $60.52 $75.65 $61.73 $77.16 $62.96 $78.70 $64.22 $80.28 
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Classification Step 

First full pay 
period on or after 

1/12/2018 

First full pay 
period on or after 

1/12/2019 

First full pay 
period on or after 

1/12/2020 

First full pay 
period on or after 

1/12/2021 

2.25% 2.00% 2.00% 2.00% 

Hourly 
Rate 

+25% Hourly 
Rate 

+25% Hourly 
Rate 

+25% Hourly 
Rate 

+25% 

  03 $61.92 $77.40 $63.16 $78.95 $64.42 $80.53 $65.71 $82.14 

           

HEW 10 01 $63.33 $79.16 $64.60 $80.75 $65.89 $82.36 $67.21 $84.01 

  02 $65.83 $82.29 $67.15 $83.93 $68.49 $85.61 $69.86 $87.33 

  03 $68.33 $85.42 $69.70 $87.12 $71.09 $88.87 $72.51 $90.64 

  04 $70.83 $88.54 $72.25 $90.31 $73.69 $92.12 $75.17 $93.96 

                   

 

 

ALLOWANCES 

 

Allowance Clause 

First full 
pay period 
on or after 
1/12/2018 

First full 
pay period 
on or after 
1/12/2019 

First full 
pay period 
on or after 
1/12/2020 

First full 
pay period 
on or after 
1/12/2021 

2.25% 2.00% 2.00% 2.00% 

First Aid 22.4 $27.84 $28.40 $28.97 $29.55 

Sanitary 22.5 $16.01 $16.33 $16.66 $16.99 

Tool - Electrical & Building Trades 22.6 $52.53 $53.58 $54.65 $55.74 

Field Trip 22.7 $70.14 $71.54 $72.97 $74.43 

Meal allowance 1 33.7 $16.34 $16.67 $17.00 $17.34 

Meal allowance 2 33.7 $24.53 $25.02 $25.52 $26.03 

Indigenous Language Allowance - Level 1 45.3 $2372.05 p.a. $2419.49 p.a. $2468.88 p.a. $2517.24 p.a. 

Indigenous Language Allowance - Level 2 45.3 $3957.42 p.a. $4036.57 p.a. $4117.30 p.a. $4199.65 p.a. 
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SCHEDULE THREE: CONTINGENT FUNDED RESEARCH 
APPOINTMENTS 

 ELIGIBILITY FOR CONTINUING (CONTINGENT RESEARCH FUNDED) 
APPOINTMENT  

A fixed-term staff member appointed to a position(s) engaged in support of research-only functions, 
funded by contingent research funding for a period of continuous service of three (3) years or more, 
and who is to be, or has been, appointed to a further consecutive contract of at least twelve (12) 
months duration, may apply for conversion to a Continuing (Contingent Research Funded) 
appointment. An application for conversion to a Continuing (Contingent Research Funded) 
appointment is subject to the following requirements:  

(a) the staff member must have achieved a Performance Planning and Review assessment 
rating of at least “satisfactory”; and  

(b) the relevant Authorising Officer must be satisfied that;  

(i) there is likely to be sufficient revenue or funding streams to provide continuing 
support for the staff member’s employment; or  

(ii) the staff member has generic and transferable skills in addition to their research 
specialty, and those skills are subject to ongoing demand within the University.  

 INTERNAL FUNDING  

A fixed-term staff member eligible under the conditions of subclause 1.1 may be appointed, at the 
discretion of the Executive Dean of a Faculty or Executive Director of an Institute, to a Continuing 
(Contingent Research Funded) appointment using internal funds, where:  

(a) the use of internal funding is for a limited period;  

(b) the area has a reasonable expectation that alternative contingent research funding or a 
continuing appointment will become available; and  

(c) the alternative would be the separation of the staff member from their position with the 
University.  

 CIRCUMSTANCES FOR REFUSAL OF CONVERSION  

The University may refuse an application for conversion under subclause 1.1 on the grounds that:  

(a) the criteria in subclause 1.1 are not satisfied;  

(b) the staff member is a student, and their status as a student was the primary reason for 
their appointment; 

(c) the staff member is a genuine retiree (including a staff member who elected to change 
from continuing employment to a pre-retirement appointment); or  

(d) the conduct of the staff member has not been satisfactory.  

 CONDITIONS OF EMPLOYMENT  

It is not the intention of this clause that the conditions of employment of a staff member employed 
on a Continuing (Contingent Research Funded) basis be worse than had they been employed on a 
fixed-term position subject to contingent research funding. That is, a staff member employed on, or 
converted to, Continuing (Contingent Research Funding) Appointment would normally be engaged 
for the term of the funding supporting the position. Accordingly, the University shall not terminate 
the employment of a staff member on a Continuing (Contingent Research Funded) Appointment 
unless:  

(a) the contingent research funding that supports the position ceases or is insufficient;  
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(b) the inherent nature of the work required has changed significantly and the skills and 
experience of the staff member will not enable them to complete the requirements of the 
position; or  

(c) termination is under the probation, unsatisfactory performance or disciplinary provisions 
of this Agreement.  

 CESSATION OF FUNDING  

5.1 The following provisions do not apply to staff employed on a Continuing (Contingent Research 
Funded) basis where funding for continuation of a Continuing (Contingent Research Funded) 
Appointment ceases:  

(a) the consultation provisions of clause 11 in respect to the contingent position that staff 
member occupies;  

(b) clause 58;  

(c) clause 59.  

5.2 Where the funding that supports a staff member's Continuing (Contingent Research Funded) 
Appointment is due to end:  

(a) and during the notice period in subclause 5.5 the contingent research funding for the 
position is renewed, the notice period ceases to apply and employment continues;  

(b) the University may, at its discretion, transfer the staff member to another equivalent 
position; or 

(c) where an application for renewal of the contingent research funding for the position is 
still pending, the period of employment may continue for any period of paid leave the staff 
member is entitled to and thereafter unpaid leave may be approved to retain the 
employment relationship until a decision on the contingent funding is made. By mutual 
agreement, payment of leave may be delayed for nine (9) weeks to facilitate continuation of 
service. When payment of leave is made, leave balances will be reduced accordingly. 
Payment of severance may be delayed for nine (9) weeks to facilitate continuation of service, 
but will be paid on termination if it is agreed the staff member is not likely to be offered 
further employment by the University.  

5.3 A staff member employed on a Continuing (Contingent Research Funded) basis may be 
employed on subsequent research grants. A break between contracts of up to three (3) months 
will not constitute a break in continuity of service, but will not be recognised as service.  

5.4 At the end of the notice period (and any such approved leave in accordance with subclause 
5.2(c) and after consideration of the provisions in subclause 5.2, the employment relationship 
will cease and the severance payment in subclause 5.5 will be made to the staff member.  

5.5 Notice Periods and Severance Payments for Continuing (Contingent Research Funded) 
appointments  

If a staff member's employment is terminated under those circumstances listed in subclauses 
4.1(a) or 4.1(b) above, and a transfer opportunity as specified in subclause 5.2(b) does not exist, 
the staff member will be provided with the following notice and severance payments:  

(a) four (4) weeks notice of termination, or five (5) weeks if the staff member is over 45 
years of age, which the University may payout in lieu of notice; and  

(b) Severance payments in accordance with the following schedule: 
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Period of Continuous Service Amount of Severance Payment 

At least 1 year but less than 2 years 4 weeks 

At least 2 years but less than 3 years 6 weeks 

At least 3 years but less than 4 years 7 weeks 

At least 4 years but less than 5 years 8 weeks 

At least 5 years but less than 6 years 10 weeks 

At least 6 years but less than 7 years 11 weeks 

At least 7 years but less than 8 years 13 weeks 

At least 8 years but less than 9 years 14 weeks 

At least 9 years but less than 10 years 16 weeks 

At least 10 years 12 weeks 

 
(c) For the purposes of this clause, 'weeks' means the ordinary time rate of pay for the staff 
member concerned. 

 
 
  





Level 1, 120 Clarendon Street
South Melbourne VIC 3205 Matthew McGowan

General Secretary

12 April 2019
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Schedule 2.3—Model consultation term 
(regulation 2.09) 
   

Model consultation term 

 (1) This term applies if the employer: 

 (a) has made a definite decision to introduce a major change to 

production, program, organisation, structure or technology in 

relation to its enterprise that is likely to have a significant 

effect on the employees; or 

 (b) proposes to introduce a change to the regular roster or 

ordinary hours of work of employees. 

Major change 

 (2) For a major change referred to in paragraph (1)(a): 

 (a) the employer must notify the relevant employees of the 

decision to introduce the major change; and 

 (b) subclauses (3) to (9) apply. 

 (3) The relevant employees may appoint a representative for the 

purposes of the procedures in this term. 

 (4) If: 

 (a) a relevant employee appoints, or relevant employees appoint, 

a representative for the purposes of consultation; and 

 (b) the employee or employees advise the employer of the 

identity of the representative; 

the employer must recognise the representative. 

 (5) As soon as practicable after making its decision, the employer 

must: 

 (a) discuss with the relevant employees: 

 (i) the introduction of the change; and 

 (ii) the effect the change is likely to have on the employees; 

and 

 (iii) measures the employer is taking to avert or mitigate the 

adverse effect of the change on the employees; and 

Federal Register of Legislative Instruments F2014C00008
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 (b) for the purposes of the discussion—provide, in writing, to the 

relevant employees: 

 (i) all relevant information about the change including the 

nature of the change proposed; and 

 (ii) information about the expected effects of the change on 

the employees; and 

 (iii) any other matters likely to affect the employees. 

 (6) However, the employer is not required to disclose confidential or 

commercially sensitive information to the relevant employees. 

 (7) The employer must give prompt and genuine consideration to 

matters raised about the major change by the relevant employees. 

 (8) If a term in this agreement provides for a major change to 

production, program, organisation, structure or technology in 

relation to the enterprise of the employer, the requirements set out 

in paragraph (2)(a) and subclauses (3) and (5) are taken not to 

apply. 

 (9) In this term, a major change is likely to have a significant effect on 

employees if it results in: 

 (a) the termination of the employment of employees; or 

 (b) major change to the composition, operation or size of the 

employer’s workforce or to the skills required of employees; 

or 

 (c) the elimination or diminution of job opportunities (including 

opportunities for promotion or tenure); or 

 (d) the alteration of hours of work; or 

 (e) the need to retrain employees; or 

 (f) the need to relocate employees to another workplace; or 

 (g) the restructuring of jobs. 

Change to regular roster or ordinary hours of work 

 (10) For a change referred to in paragraph (1)(b): 

 (a) the employer must notify the relevant employees of the 

proposed change; and 

 (b) subclauses (11) to (15) apply. 

 (11) The relevant employees may appoint a representative for the 

purposes of the procedures in this term. 

Federal Register of Legislative Instruments F2014C00008
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 (12) If: 

 (a) a relevant employee appoints, or relevant employees appoint, 

a representative for the purposes of consultation; and 

 (b) the employee or employees advise the employer of the 

identity of the representative; 

the employer must recognise the representative. 

 (13) As soon as practicable after proposing to introduce the change, the 

employer must: 

 (a) discuss with the relevant employees the introduction of the 

change; and 

 (b) for the purposes of the discussion—provide to the relevant 

employees: 

 (i) all relevant information about the change, including the 

nature of the change; and 

 (ii) information about what the employer reasonably 

believes will be the effects of the change on the 

employees; and 

 (iii) information about any other matters that the employer 

reasonably believes are likely to affect the employees; 

and 

 (c) invite the relevant employees to give their views about the 

impact of the change (including any impact in relation to 

their family or caring responsibilities). 

 (14) However, the employer is not required to disclose confidential or 

commercially sensitive information to the relevant employees. 

 (15) The employer must give prompt and genuine consideration to 

matters raised about the change by the relevant employees. 

 (16) In this term: 

relevant employees means the employees who may be affected by 

a change referred to in subclause (1). 

Federal Register of Legislative Instruments F2014C00008
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SCHEDULE TO QUEENSLAND UNIVERSITY OF TECHNOLOGY ENTERPRISE 
AGREEMENT (PROFESSIONAL STAFF) 2018-2021  
 
TO BE KNOWN AS THE COVID-19 SCHEDULE 

 

  PART 1: INTRODUCTION AND OPERATIVE PARTS  
 

1.1 This Schedule contains a number of temporary changes to some Agreement 
provisions to lessen the number of job losses that would otherwise occur as a 
result of the significant financial impact of COVID-19 on the University. 

 

2. Operative parts 
 

2.1 This Schedule will take effect from the date specified in the decision by the Fair Work 
Commission to approve this Schedule as a variation of the Agreement. 

 
2.2 The terms of this Schedule will cease to operate on 31 December 2021. 

 
2.3 The Professional Staff Consultative Committee (PSCC) will consult and act as a forum 

for discussion on various workplace relations issues relating to this Schedule, including 
the implementation of clause 20 of this Schedule.   
 

2.4 The terms of this Schedule shall prevail over the terms of the Agreement, but only to 
the extent of any inconsistency. 

 
Restorations upon expiry of this Schedule 

 

2.5 Upon the expiry of this Schedule, all rates of pay will be restored prospectively, and 
service shall be calculated as if this Schedule and measures taken under it never had 
effect.  However, for the avoidance of doubt, this clause does not create any 
entitlement for a staff member to make a claim for back-pay or leave loading in 
respect of any period during which this Schedule applied.  

 

  PART 2: JOB PROTECTION MEASURES  
 

3. Stand down 
 

3.1 Until 31 December 2021, the University will not stand down any staff member 
without pay under s.524 of the FW Act due to the direct financial impact of COVID-
19 on the University.  
 

3.2 For the avoidance of doubt, where a staff member could be stood down under 
s524 of the FW Act due to the financial impact of COVID-19, the University will 
continue to pay the staff member’s normal salary.  

 
4. Fixed-term recruitment  

 
4.1 All vacant fixed-term positions will be advertised via Jobs at QUT unless otherwise 

approved by the Executive Director, Human Resources.  All vacant fixed-term 
positions will only initially be open to current QUT staff and staff who were employed 
at the University on 23 April 2020.    
 

5. Allocation of Work  
 

5.1 Nothing in this clause limits the provisions set out in clauses 18 or 51 of the Agreement. 
 

5.2 Subject to clause 5.1, where an area or role has been restructured, or there is no work 
or insufficient work available for a continuing staff member, the University will seek to 
identify other work for that staff member to perform. This allocation of work for these 
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purposes shall take precedence over the allocations described in clauses 5.3 to 5.4. 
 

5.3 Subject to clauses 5.1 and 5.2, where there is work required to be performed and 
that work was performed by a casual staff member who had been employed by 
the University and had a reasonable expectation that they would continue to be 
offered that work by the University, then the casual staff member will continue to 
be engaged to perform that work. Where such a casual staff member suffers a 
reduction in casual work or has no work as a result of the impact of COVID-19, 
then as far as administratively possible, the staff member will be preferentially 
offered the opportunity to resume that work upon it becoming available again.   

 
5.4 Subject to clauses 5.1 and 5.2, where there is work required to be performed and 

that work was performed by a fixed-term staff member, and the staff member was 
not subject to any formal disciplinary procedures, the staff member shall be offered 
a new fixed-term contract if their contract comes to an end. Where a fixed-term 
staff member is not offered a further contract as a result of the impact of COVID-
19, and the staff member was not subject to any formal disciplinary procedures, 
then as far as administratively possible, the staff member will be preferentially 
offered the opportunity for a further fixed-term contract upon that work becoming 
available again.  
 

5.5 Notwithstanding clauses 5.3 to 5.4 nothing in clause 5 of this Schedule prevents the 
University from making workload allocation and selection decisions. 
 

6. No new external appointments 
 

6.1 No external appointment will be made whilst this Schedule is in effect except as 
follows: 

 
6.1.1 applicants from Aboriginal and/or Torres Strait Islander backgrounds to 
whom positions may have been promoted;  
 
6.1.2 special circumstances where a job requires skills or attributes that are not 
available within the existing workforce. Each such proposed appointment shall be 
approved by the Vice-Chancellor and President and reported to the Professional 
Staff Consultative Committee; or 

 
6.1.3 a person who, prior to the commencement of this Schedule, had received an 
offer of employment during 2020. 

 
6.2 To avoid doubt, the limitations on external appointments referred to in this clause 

relate to staff who, if employed, would be covered by this Agreement. 
 

  PART 3: SPECIAL COVID-19 ENTITLEMENTS  
 

7. COVID-19 leave 
 

7.1 A staff member who has a certified diagnosis of COVID-19 and who is not fit for 
work shall have access to two weeks paid leave to cover a period of any consequent 
illness, to be known as COVID-19 leave. This leave shall not reduce other leave 
entitlements. 
 

7.2 A staff member, other than a staff member described in clause 7.1, will be entitled to up 
to two weeks’ paid leave (without deduction from other leave credits) if: 
 
7.2.1 they are required to isolate on medical advice or on the advice of public health 
authorities; or 
 
7.2.2 where in order to perform caring duties for a person for whom carers’ leave 
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applies is required to isolate on medical advice or the advice of health authorities; 
and 
 
7.2.3 because of those circumstances is not reasonably able to perform all of their 
duties or hours. 

 
7.3 The entitlement under clause 7.1 shall also be extended to casual staff as paid special 

leave (meaning payment for the work/hours which would have been performed other 
than for the leave) on the same basis as staff entitled to paid sick/carer’s leave. 

 
7.4 The entitlements in this clause 7 shall be subject to the provision of 

reasonable evidence. 
 

7.5 To avoid doubt, these provisions do not operate to reduce any other leave 
entitlement under the Agreement. 
 

8. Staff at higher risk 
 

8.1 Recognising the higher risk of COVID-19 faced by various groups of staff, the 
University will wherever possible facilitate periods of working from home beyond 
those mandated for this purpose for: 

 
8.1.1 Aboriginal and/or Torres Strait Islander staff; 

 
8.1.2 other staff in high risk groups (as defined by Australian Government 
Department of Health). 

 
8.2 The University may ask for appropriate evidence from a registered health 

professional, in the case of clause 8.1.2. 
 

9. Staff performance evaluation 
 

9.1 The University will take into account, including beyond the life of the Agreement, the 
impact of COVID-19 on the working environment and personal lives, including 
performance relative to opportunity, of all staff when undertaking any performance 
evaluation or managing performance of any staff member. 

 
10. Probationary staff members  

 
10.1 Probation targets will, where necessary, be adjusted to reflect any disruption caused 

by the impact of COVID-19. This can be initiated by either the staff member or the 
University. Any changes to targets must be agreed to by the staff member. 

 
11. Superannuation 

 
11.1 Where any measure in this Schedule would result in a reduction in employer 

superannuation contributions that would otherwise be paid to the staff member if the 
Schedule was not in effect, the University will continue to make contributions as if the 
Schedule had never come into operation. 

 
11.2 Subject to the Rules of the superannuation fund, a staff member who is a member of 

a defined benefit scheme will continue to make contributions in alignment with the 
contributions made by the University. 
 

12. Impact on service 
 

Until 28 February 2022, a break in employment caused by the impact of COVID-19 
shall not count as service for any purpose, but shall not constitute a break in service for 
any purpose. 
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  PART 4: TEMPORARY CHANGES TO PAY  
 

13. Salary Increases  
 

13.1 Clause 21 of the Agreement is varied as follows:  

21.1 Salary Increases  
 
This Agreement provides for increases in salary rates as follows: 

(a) 2.25% from the first full paid period on or after 1 December 2018; 
(b) 2% from the first full paid period on or after 1 December 2019; 
(c) 0% from the first full paid period on or after 1 December 2020; and 
(d) 4.04% from the first full paid period on or after 1 December 2021. 

 
13.2 The allowance increases referred to in Clause 22.1 and Schedule Two of the Agreement 

will take effect in accordance with Clause 21.1 as varied by this Schedule. 

13.3 Schedule Two of the Agreement is varied to: 

(a) delete the column currently titled 'First full pay period on or after 1/12/2020'. 

(b) amend the column titled 'First full pay period on or after 1/12/2021 2.00%' to read 
'First full pay period on or after 1/12/2021 4.04%'. 

14. Leave loading 

14.1 There will be no leave loading payable for the leave accrued from the date this Schedule 
comes into operation after approval by the Fair Work Commission until 31 December 
2021. 

  PART 5: DIRECTIONS TO TAKE LEAVE  
 

15. Christmas and New Year shutdown   
 

15.1 The University will be shut down:  

(a) from 24 December 2020 to 31 December 2020; and 

(b) from 24 December 2021 to 31 December 2021.   

15.2 Despite the operation of Clause 39 (Leave Entitlements) or any University policy, unless 
directed or agreed otherwise, staff covered by the Agreement will take leave during the 
period of the shut downs. 

15.3 Where a staff member has not accrued sufficient paid leave to cover part or all of either 
shut down, the staff member will take any accrued recreation leave for the period for 
which they have accrued sufficient leave and will be entitled to take leave without pay or 
be granted recreation leave in advance for the remainder of the shut down at the staff 
member’s discretion. 

16. Recreation leave 
 

16.1 The University may direct a staff member to take recreation leave on two weeks’ notice, 
but only in accordance with this clause, and if the direction is reasonable in all the 
circumstances. 

16.2 Staff are entitled to retain a minimum 30 days balance, unless the Agreement allows 
for a lower minimum balance to remain. 

 
16.3 The leave must be taken at a time that is agreed, but will be taken within two 

months of the direction and / or during the following Christmas and New Year 
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shut down. 
 

16.4 Leave will not be directed to be taken at a time when the staff member otherwise 
has unavoidable work obligations.    
 

16.5 Where leave is directed to be taken, the leave must be accounted for in workload that 
has been allocated, and performance expectations. 

 
16.6 By agreement with the University, a staff member may choose to take an extended 

period of recreation leave at a commensurately lower rate of pay (e.g. 20 days leave 
at half-pay, instead of 10 days leave at full-pay). 

 
17. Long service leave 

 
17.1 Subject to the application of the NES, the University may, on two weeks’ notice direct 

a staff member to take long service leave in accordance with this clause, where the 
direction is reasonable in all the circumstances. This clause does not limit the 
University’s capacity to otherwise direct the taking of long service leave under the 
Agreement. 

 
17.2 The University may direct a staff member to take long service leave to reduce their 

long service leave balance down to 65 working days. 
 

17.3 The leave must be taken at a time that is agreed, but will be taken within two 
months of the direction and / or during the following Christmas and New Year 
shut down. 

 
17.4 Leave will not be directed to be taken at a time when a staff member otherwise has 

unavoidable work obligations (e.g. grant applications).   
 

17.5 Where leave is directed to be taken, the leave must be accounted for in workload that 
has been allocated, and performance expectations. 

 
17.6 By agreement with the University, a staff member may choose to take an extended 

period of long service leave at a commensurately lower rate of pay (e.g. 20 days leave 
at half-pay, instead of 10 days leave at full-pay). 

 
 PART 6: TERMINATION OF EMPLOYMENT  
 

18. Termination pay 
 

18.1 Upon termination of employment for any reason whatsoever (whether during the 
operation of this Schedule or beyond its expiry), the staff member’s final pay,  
including any severance payable (if applicable), will be calculated as if this Schedule 
and any measures taken under it never had any effect (other than leave taken). 

 
19. Redundancy 

 
19.1 There will be no forced redundancies that take effect before 1 July 2021. 

 
Redundancy pay 

 

19.2 This Schedule does not affect redundancy or like payments, or provisions relating to 
notice periods as governed by the Agreement and the University's rights to introduce 
changes in accordance with the Agreement are otherwise unaffected by this 
Schedule.  
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20. Additional retraining fixed-term positions  
 

20.1 The University has identified that additional, 12 month, retraining fixed-term positions will 
be created in areas that support prospective, new and existing students (Additional 
Retraining Fixed-Term Positions). 

20.2 At least 40 Additional Retraining Fixed-Term Positions will be created for applications by 
staff engaged under this Agreement and the Queensland University of Technology 
Enterprise Agreement (Academic Staff) 2018-2021 (Academic Staff Agreement) whose 
positions are determined to be redundant.  

20.3 Staff who are successful in their application for the Additional Retraining Fixed-Term 
Positions will be entitled to have any decision about whether to accept a voluntary 
redundancy, involuntary redundancy, redeployment or make a challenge to their 
redundancy under the terms of this Agreement deferred until that new 12 month position 
is at an end. 

20.4 The Unions covered by this Agreement and who are eligible to represent staff who may 
be eligible for selection for the roles will be invited to form a committee with the University 
to assist in developing fair, transparent and robust selection protocols to assess 
applicants for the Additional Retraining Fixed-Term Positions. Selection decisions and 
final allocation of the available roles as between staff covered by this Agreement and the 
Academic Staff Agreement will be determined by the University. 

20.5 This clause does not affect the University's rights or obligations in relation to the creation 
of other roles under the Agreement.  

  PART 7: EXPERT ASSESSMENT PANEL  
 

21. Expert Assessment Panel 
 

21.1 Before accessing any cost-saving measures in Parts 4 and 5 of this Schedule, 
the University must satisfy the Expert Assessment Panel (EAP) that the cost 
saving measures selected by the University are proportional to the financial 
impact and are necessary to avoid or minimise loss of job opportunities, 
including by providing relevant internally-certified financial information and 
enrolment data. In making its submission to the EAP, the University will 
demonstrate how the University has identified and implemented other 
reasonable cost-saving measures and indicate the number of jobs preserved 
as a result. The cost saving measures to be considered by the University will 
be: 

 
21.1.1 a cut in senior executive salaries higher than that borne by staff; 

 
21.1.2 reduction in capital works; 

 
21.1.3 reduction in travel; 

 
21.1.4 debt capabilities; 

 
21.1.5 drawing on cash reserves; 

 
21.1.6 drawing on investments. 
 

21.2 All information provided by the University to the EAP is provided on a commercial in 
confidence basis. 
 

21.3 The EAP’s final report will be provided to the University and the NTEU and will 
outline whether the University has satisfied the EAP that the cost saving measures 
selected by the University are proportional to the financial impact and the savings 
measures that the University has indicated it intends to use, and the extent to which 
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these measures are likely to protect jobs. 
 

21.4 The University will take into consideration any response or feedback provided by the 
EAP to the report. 
 

21.5 For the avoidance of doubt, the EAP cannot direct or require the University to adopt 
or not adopt any cost saving measure, either under this Schedule or otherwise. 
 

 

  PART 8: INTERPRETATION  
 

22. Interpretation 
 

22.1 Headings are to be used as a guide to interpretation.  
 

22.2 The purpose and aims set out in clause 1.1 provide the context for this Schedule, and all 
terms should be interpreted in that context. 

 
22.3 Reference to the singular is a reference to the plural and vice versa. 

 
23. Definitions 

 
23.1 The following definitions apply to terms contained in this Schedule. 

 

23.1.1 Agreement: the Queensland University of Technology Enterprise Agreement 
(Professional Staff) 2018-2021; 

23.1.2 the impact of COVID-19: events or circumstances directly caused by the COVID-
19 crisis or indirectly, where COVID-19 was a substantial part of the cause; 

23.1.3 Expert Assessment Panel (or EAP): the panel consisting of two nominees of 
AHEIA, two nominees of NTEU and an agreed independent Chair, created by the 
NTEU and University Vice-Chancellors as part of the Job Protection Framework 
architecture; 

 
23.1.4 FW Act: the Fair Work Act 2009 (Cth); 

 
23.1.5 NES: is Part 2-2 of the FW Act; 

 

23.1.6 the University: Queensland University of Technology;   
 

23.1.7 this Schedule: this document, which has effect following approval by the Fair 
Work Commission; 

 
23.1.8 voluntary redundancy: where staff volunteer for redundancy. 
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	6.2 ‘Consultation’
	6.3 ‘Continuous Service’
	6.4 ‘Disciplinary Action’
	6.5 ‘Family’
	6.6 ‘Executive Director, Human Resources’
	6.7 ‘Household member’
	6.8 ‘Misconduct’
	6.9 ‘Negotiation’
	6.10 ‘Partner’
	6.11 ‘Primary Carer’
	6.12 ‘Professional Staff’
	6.13 ‘Representative’
	6.14 ‘Serious Misconduct’
	6.15 ‘Significant consequences’
	6.16 ‘Staff member’
	6.17 ‘Supervisor’
	6.18 ‘The University’
	6.19 ‘The University Registrar’
	6.20 ‘The Union(s)’
	6.21 ‘Vice-Chancellor and President’

	7.0 objectives of this agreement
	8.0 professional staff consultative committee
	8.1 The Professional Staff Consultative Committee (PSCC) will comprise of: one (1) representative and one (1) official from each of the Unions, and up to an equivalent number of, but not less than, three (3) University representatives.
	8.2 The PSCC is a consultative body in relation to workplace reform and other significant employee relations issues. The PSCC will act as a forum for discussion and consultation on implementation of this Agreement and various workplace relations issues.
	8.3 The PSCC will determine its own procedures of operation however meetings of the PSCC can be convened at the request of the University or the Union(s). There will be meetings at least every two (2) months between February and November each year, un...

	9.0 union participation and resources
	9.1 Union Delegates
	9.2 Union Meetings
	9.3 Union Resources

	10.0 job security
	10.1 The University reaffirms that it highly values its professional staff as a critical element in the provision of quality service. The University is committed to providing the greatest possible degree of job security and, wherever possible, to reta...
	10.2 The University will strenuously explore options to avert job reductions and wherever possible, widespread redundancies will be avoided. Involuntary redundancies will be used as a last resort and should be avoided if possible. Any job reductions w...

	11.0 managing change
	11.1 The effective management of workplace change requires the involvement of people who will be directly affected by that change.
	11.2 Following a decision by the University that changes are required in organisation, structure or technology which may have Significant Consequences as defined in subclause 6.15, the University will develop a change proposal including an implementat...
	11.3 The consultation will have the aim of reaching agreement where possible about the impact of that change on the work or conditions of staff and will include the timetable for change, consideration of alternative ways of introducing change and mean...
	11.4 When there is a possibility of redundancy the proposed change proposal and implementation plan will include consideration of measures to achieve job reductions without increasing the average workload of organisational units and ensuring that any ...
	11.5 Following the consultation process contemplated by this clause as per 11.3, the University will finalise its change decision including the implementation plan taking into account matters raised during the consultation.
	11.6 Any proposed job losses resulting from change will be handled in accordance with clause 58 (Voluntary and Involuntary Redundancy).
	11.7 A review of the implemented change may be conducted as required, following a relevant period of time such as twelve (12) to eighteen (18) months following full implementation.

	12.0 outsourcing
	12.1 Consistent with clause 11, where the University proposes new outsourcing arrangements or new outsourced functions or services (including contracting out of an entire and/or partial function or service currently being undertaken by University staf...
	12.2 For the purposes of this clause, “new outsourcing arrangements” does not include existing outsourcing arrangements in place on the operative date of this Agreement.
	12.3 The University will provide all relevant documentation and information on the proposal including why it considers contracting out to be necessary and shall consult in good faith about whether the work should be contracted out and alternatives to ...
	12.4 The University will report to the PSCC on the outcome of the consultation process and the rationale for the decision made.
	12.5 Post implementation review

	13.0 agreement to be displayed
	13.1 A copy of this Agreement will be available on the University’s web site and on request from the Human Resources Department.

	14.0 disputes arising from this agreement
	14.1 Scope
	14.1.1 This procedure applies to disputes arising out of this Agreement or arising in relation to the National Employment Standards.
	14.1.2 Grievances that do not relate to the interpretation or implementation of this Agreement, such as individual grievances, can be dealt with under the Staff Complaints Policy as contained in Chapter B of the Manual of Policies and Procedures.

	14.2 Internal Dispute Resolution Processes
	14.2.1 The University, staff member(s) directly affected by the matters in dispute or a Union (parties to the dispute) will refer a dispute to the Executive Director, Human Resources. The Executive Director, Human Resources may:
	14.2.2 The Executive Director, Human Resources may propose a basis for resolution in writing to the parties to the dispute.
	14.2.3 The parties to the dispute will take all reasonable steps to undertake the processes required by subclause 14.2.1 and 14.2.2 normally within ten (10) working days (unless the parties agree otherwise) of the matter being referred to the Executiv...
	14.2.4 A resolution reached under subclause 14.2 will only be binding on the University if accepted in writing by the Executive Director, Human Resources on behalf of the University and by the other party / parties to the dispute.

	14.3 Resolution by the Fair Work Commission
	14.3.1 If a dispute is not resolved pursuant to subclause 14.2, a party to the dispute may refer the matter to the Fair Work Commission for resolution by conciliation and/or arbitration.
	14.3.2 If the matter is resolved following a reference to the Fair Work Commission then:

	14.4 Arrangements while Dispute Resolution Procedures are being followed
	14.5 Representation
	14.6 Obligation to act in good faith

	15.0 no extra claims

	Part B – Classification and remuneration
	16.0 classification descriptions
	17.0 incremental progression
	17.1 Incremental progression
	17.1.1 Incremental progression is available for staff classified at HEW Levels 1‒10 inclusive, excluding casual staff and those staff at the top salary point of the relevant HEW Level (2 to 10).
	17.1.2 Subject to satisfactory performance as assessed through Performance Planning and Review for Professional Staff (PPR-PS) and on completion of twelve (12) months satisfactory service on the highest increment of HEW 1 an eligible staff member will...
	17.1.3 Subject to satisfactory performance as assessed through Performance Planning and Review for Professional Staff (PPR-PS) and on completion of twelve (12) months satisfactory service, a staff member will progress to the next increment within the ...

	17.2 Withholding an increment
	17.2.1 An increment may only be withheld where a staff member has been informed in writing of unsatisfactory performance as per subclause 53.2.
	17.2.2 Where withholding an increment is recommended to the Executive Dean/Executive Director of Institute/Head of Division or nominee, the staff member and the Executive Director, Human Resources, will be advised in writing.
	Where unsatisfactory performance, as per subclause 53.2, has been invoked and is subsequently resolved satisfactorily as per subclause 53.2.3(a), the staff member’s increment will be effective from the date the decision was made the staff member’s per...


	18.0 job flexibility
	19.0 job evaluation
	19.1 A job evaluation process is used to determine the appropriate classification level for professional staff positions that:
	19.2 Guidelines are located on the Human Resources web site and do not form part of the Agreement.
	19.3 Review of unsuccessful application for a job evaluation
	19.4 Review of job evaluation assessment outcome
	19.5 Date of effect

	20.0 linked classifications
	20.1 The Linked Classification Guidelines are located on the Human Resources web site and do not form part of the Agreement.
	20.2 The Linked Classification Scheme – Professional Staff facilitates the linking of two (2) or more HEW classification levels to meet the strategic and operational needs of an organisational area.
	20.3 The position description for a linked position will include a description of the range of duties and/or accountabilities for the position at each classification level consistent with the descriptors. Where the organisational area requires the adv...
	20.4 Progression from the lower to the higher classified level will occur if all the requirements for advancement (see Guidelines) to the higher level are met. Consideration of and planning for advancement should occur through the PPR-PS process.
	20.5 In exceptional circumstances a staff member in a linked position may meet the criteria of the higher level position before reaching the highest increment step of the base position. In such a situation the position holder may be considered for adv...

	21.0 salary increases and rates of pay
	21.1 Salary increases
	21.2 Minimum payable rates of pay
	21.3 Apprentice rates of pay
	21.4 Trainee rates of pay
	21.5 Better off overall review

	22.0 allowances
	22.1 Allowance increases
	22.2 Meal allowances during overtime
	22.3 Higher duties allowance
	22.3.1 When a full-time or part-time staff member is requested and has agreed to temporarily perform duties of a higher classified position (e.g. acts in a vacant position or replaces a staff member on leave) for five (5) consecutive working days or m...
	22.3.2 On completion of twelve (12) months satisfactory service in a higher position the staff member will receive an incremental progression to the next step on the acting HEW Level.
	22.3.3 A higher duties allowance may be paid in full or in part. Where the full duties of the higher classified position are required to be performed, the allowance will be paid at 100%. Where a staff member is not required to perform the full range o...
	22.3.4 Recreation leave taken during a period of higher duties will be paid at the higher duties rate, provided that the staff member is acting in the higher position both immediately before and after the period of recreation leave. Recreation leave t...
	22.3.5 Superannuation contributions to the UniSuper scheme are paid based on the higher duties salary from the first day of the period of higher duties exceeding twelve (12) months. Superannuation contributions to the QSuper Defined Benefit Plan, are ...

	22.4 First aid allowance
	22.4.1 Full-time and part-time staff eligible for first aid allowance will be paid per fortnight.
	22.4.2 Security officers are required as part of their normal duties to be First Aid Officers and will be paid a first aid allowance. The University will fund the obtaining and renewal of first aid certificates to security officers.
	22.4.3 Where an eligible staff member (who is not a security officer) is designated as a First Aid Officer and the staff member agrees in writing to undertake the role of a First Aid Officer the University will:

	22.5 Sanitary allowance
	22.6 Tool allowance
	22.7 Field trip allowances
	22.8 Language allowance

	23.0 superannuation
	23.1 The University will make and maintain contributions for eligible staff, including new staff, at the relevant level of contribution in effect at QUT at the date of approval of this Agreement, for the life of this Agreement. For previously ineligib...
	23.2 Contributions will be made to the UniSuper fund for all staff, except that staff who are members of QSuper and have their University contributions directed to that fund at the commencement of this Agreement may continue to have contributions unde...
	23.3 During the life of this Agreement, the University will consult with affected staff and the Unions over any amendments to relevant legislation or to the Trust Deeds of the relevant funds which impact upon the funds, including the increase to super...

	24.0 flexible remuneration scheme
	24.1 The flexible remuneration scheme is available to all ongoing and fixed-term staff members, provided that the fixed-term appointment is for a minimum period of twelve (12) months.
	24.2 Details of the scheme are outlined in University policy.
	24.3 The scheme provides for staff members to package gross salary up to a maximum of 50% of their total employment cost, in return for non-cash benefits offered by the University. Staff members are required to meet the full cost of the provision of s...
	24.4 Participation in the flexible remuneration scheme is voluntary and reviewed annually. Participants are encouraged to seek financial advice prior to participating in the scheme. Staff will be required to sign a release form if they decline to seek...
	24.5 Allowances and/or payments not paid as part of base salary such as overtime, field trip allowance, meal allowance or higher duties allowance are not to be considered as part of gross salary for the purposes of flexible remuneration.


	Part C – Hours and Patterns of Work
	25.0 work cycle
	25.1 Professional staff
	25.2 Research Assistants and Senior Research Assistants
	25.3 Hours of duty for staff covered by subclauses 25.1 and 25.2 are not to exceed ten (10) consecutive hours in any one (1) day (excluding overtime and unpaid meal breaks). Part-time and casual staff will work the contracted hours over a four (4) wee...

	26.0 patterns of work
	26.1 The University has three different work patterns within the work cycle defined in subclause 25.1 for fixed-term and ongoing professional staff as follows:

	27.0 hours of work
	27.1 Span of hours
	27.2 The span of hours for each category of fixed-term and ongoing staff is as follows:
	27.3 Open Span

	28.0 non-cumulation of penalties
	29.0 weekend work
	29.1 Weekend work for fixed-term and ongoing staff
	29.1.1 Exception – Security officers and parking officers (non-shift workers)
	29.1.2 Exception – Cleaning staff
	29.1.3 Exception – Health Clinics
	29.1.4 Exception – QUT Precinct staff

	29.2 Weekend work for casual staff
	29.2.1 Exception – Health Clinics; QPS; Student Ambassador (and equivalent) roles; IT Help Desk.
	29.2.2 Exception – QUT Precinct staff


	30.0 roster change consultation
	30.1 The University will make all reasonable efforts to ensure roster arrangements are filled on a voluntary basis.
	30.2 Where the University proposes to change the regular roster or ordinary hours of work of staff members (excluding staff members who have irregular, sporadic or unpredictable working hours), it will consult with the affected staff member.
	30.3 For the purposes of this clause, consultation means:

	31.0 shift work
	31.1 Application
	31.2 Shift penalty
	31.3 Weekend penalty rates
	31.4 Notification of rosters and changes to rosters for shift workers
	31.4.1 Staff members will be notified one (1) week in advance of the roster provided that notification by 1.00pm on Monday will be sufficient notice for the week commencing on the following Monday.
	31.4.2 Changes within a roster will be by agreement between the University and the staff member concerned, but, failing agreement, twenty-four (24) hours notice of a change to a roster will be given or double time will be paid for the next shift.


	32.0 flexible hours arrangements
	32.1 Definition
	32.1.1 These provisions allow for the option of varying existing span of hours working arrangements in response to the operational needs of the organisational unit and/or in response to the needs of staff within it.
	32.1.2 All research assistants and senior research assistants will work flexible hours arrangements as detailed in subclause 32.4. For all other professional staff this arrangement can only be introduced following consultation with, and agreement by, ...
	32.1.3 Agreement of a flexible hours arrangement will not be sought through the exertion of undue pressure or intimidation.

	32.2 Hours of duty
	32.3 Provisions relating to the making and varying of a flexible hours arrangement will be in accordance with University policy in the Manual of Policies and Procedures. The University will consult with the Unions prior to any proposed changes to this...
	32.4 Research assistants and senior research assistants
	32.4.1 All research assistants and senior research assistants will work flexible hour arrangements. Each arrangement will be determined to suit the specific needs of the research project and hours may be of an irregular nature. The arrangement will be...
	32.4.2 Hours may be worked on more than five (5) out of seven (7) days and days taken off by the staff member may be taken as single days. Conditions prescribed in subclause 32.5 and clause 33 apply to research assistants and senior research assistants.

	32.5 Rates of pay for staff working flexible hours arrangements

	33.0 overtime
	33.1 Eligibility for overtime
	33.1.1 The University can require a staff member to work reasonable overtime at overtime rates.
	33.1.2 Staff under provisions in subclause 27.1 and staff working flexible hours arrangements classified up to and including HEW 7 are eligible for paid overtime or time off in lieu in accordance with this clause. Staff classified above HEW 7 are not ...
	33.1.3 All shift workers as defined in subclause 31.1 are eligible for overtime.

	33.2 When overtime occurs
	33.2.1 Full-time staff members:-
	33.2.2 Part-time staff members:-
	33.2.3 Casual staff:- When the staff member works in excess of ten (10) hours in any one (1) day.
	33.2.4 Overtime only occurs where work cannot reasonably be performed during normal rostered hours, except where the staff member and supervisor have agreed to other arrangements in respect of the excess time worked and for staff working flexible arra...

	33.3 Approval of overtime
	33.4 Call back
	33.5 Rates payable for overtime
	33.5.1 Staff under provisions in clause 27 and flexible hours arrangements
	33.5.2 Shift workers
	33.5.3 Time off in lieu provisions are in clause 34.

	33.6 Minimum break following overtime
	33.6.1 A staff member who has worked overtime will, wherever reasonably possible, be given a minimum break of ten (10) consecutive hours between the work of successive days/shifts. No deduction will be made from a staff member’s pay because of ordinar...
	33.6.2 A staff member not provided with a ten (10) hour break will be paid at twice the staff member’s ordinary rate of pay for all time worked until a break of not less than ten (10) hours has been received.
	33.6.3 This provision does not apply to a staff member recalled to perform additional duties in accordance with clause 37 and subclause 33.4.

	33.7 Meal allowance during overtime
	33.7.1 A staff member is entitled to be paid a meal allowance (meal allowance 1) in addition to any payment for overtime where the staff member is required to work overtime for more than one (1) hour before or after the staff member’s normal starting ...
	33.7.2 On ordinary days of work – Flexible hours arrangements
	33.7.3 Weekends or Public Holidays


	34.0 time off in lieu
	35.0 meal breaks
	36.0 rest pauses
	36.1 Each staff member who works more than seven (7) consecutive hours in any one (1) day (excluding any unpaid meal break) is entitled to two (2) ten (10) minute rest pauses each day (i.e. one (1) in both the first and second half of their daily work...
	36.2 Rest pauses must be taken at times that will not interfere with the continuity of work where the continuity is necessary in the opinion of the University.
	36.3 The following exception applies to security officers and parking officers – In addition to the rest pauses prescribed above, security officers and parking officers employed on a shift basis are entitled to a paid meal break of thirty (30) minutes...

	37.0 on-call
	37.1 To ensure that the University operates effectively at all times, fixed-term and ongoing staff (normally HEW 7 and below) may need to be ‘on-call’ outside normal working hours to perform duties relating to the provision of critical services. Areas...
	37.2 ‘On-call’ occurs where a staff member is required to be contactable and on-call to perform work outside of the normal span of hours, either at the workplace or elsewhere. On-call is not permitted without prior authorisation of the supervisor. Sta...
	37.3 On-call allowance
	37.3.1 A staff member in receipt of an on-call allowance must remain fit for work.
	37.3.2 A staff member who is authorised to be on-call will be paid an allowance for each hour during which they are on-call as follows:
	37.3.3 Where a staff member in receipt of the on-call allowance is required to perform additional duties outside of normal working hours, the payment of the on-call allowance will cease and payment of additional duties will apply as below in clause 37.4.

	37.4 Payment of additional duties
	37.5 Rest break following on-call


	Part D – Leave
	38.0 public holidays
	38.1 Work on Public Holidays
	38.2 Public holidays falling on a rostered day off (excluding Saturday and Sunday)
	38.2.1 Where a public holiday falls on a staff member’s rostered day off, the staff member is entitled, at the discretion of the University, to either:
	38.2.2 Library part-time staff rostered on a rotational basis are paid or given time off on a proportional basis.


	39.0 leave entitlements
	40.0 reduced working year scheme
	40.1 All staff members (excluding casual staff) are eligible to apply to their supervisor for agreement to work a Reduced Working Year. Under the Reduced Working Year, within a twelve (12) month period, a staff member is entitled to have up to eight (...
	40.2 Staff participation in the scheme is optional and at the request of the staff member. Approval by the University to participate in the scheme will depend on balancing operational requirements with increased flexibility options and choice for staf...
	40.3 The entitlement will be applied in accordance with the policy in the Manual of Policies and Procedures. The University will consult with the Unions prior to any proposed changes to this policy.


	Part E – other conditions
	41.0 categories of appointment
	41.1 Ongoing appointment
	41.2 Fixed-term appointment
	41.2.1 Fixed-term appointment categories

	41.3 Casual appointment
	41.3.1 A casual appointment is an appointment of a staff member by the hour to perform work on an irregular and intermittent basis to address fluctuations in the academic and business cycle of the University, normally for no longer than six (6) months...
	41.3.2 Minimum Hours of Employment
	Casual staff:
	In order to meet their personal circumstances, a casual staff member may request and the University may agree to an engagement for less than the minimum of three (3) hours.
	41.3.3 Payment of Casual Loading
	41.3.4 Conversion from casual appointment to non-casual appointment

	41.4 Continuing (Contingent Research Funded) Appointment
	41.5 Additional Appointments

	42.0 conversion from fixed-term appointment to an ongoing appointment
	42.1 A staff member who meets the requirements below in 42.1 can apply for conversion to an ongoing appointment and/or, prior to the expiration of a fixed-term appointment and where the University has determined that the position has ongoing funding a...
	42.2 A fixed-term staff member must not have their employment terminated (or not renewed) nor have their hours reduced in order to avoid any obligation under this clause.

	43.0 modes of employment
	43.1 Full-time appointment
	43.2 Part-time appointment
	43.3 Semester employment arrangement
	43.3.1 Principles
	43.3.2 Conditions


	44.0 flexibility
	44.1 This clause constitutes the flexibility term referred to in section 202 of the Fair Work Act 2009.
	44.2 The University must ensure that the terms of the individual flexibility arrangement:
	44.3 The University must ensure that the individual flexibility arrangement:
	44.4 The University must give the staff member a fully signed copy of the individual flexibility arrangement no later than fourteen (14) days after it has been fully signed and further at any later time upon request and reasonable notice of the staff ...
	44.5 The staff member may terminate the individual flexibility arrangement by giving written notice to the University within three (3) working days after making the individual flexibility arrangement.
	44.6 The University or the staff member may terminate the individual flexibility arrangement:
	44.7 A staff member may be represented by a Union or other Representative of their choice in negotiating an individual flexibility arrangement. Union officials and/or other representatives have a standing invitation by the University to access the wor...

	45.0 aboriginal and torres strait islander employment
	45.1 Definition
	45.2 Employment Strategy
	45.2.1 Principles
	45.2.2 Objectives
	45.2.3 Aboriginal and Torres Strait Islander Staff Committee
	45.2.4 Oodgeroo Unit
	45.2.5 Employment of Non-Aboriginal and Torres Strait Islander Staff in Identified positions

	45.3 Language Allowance
	45.4 Cultural and Ceremonial Leave

	46.0 job sharing
	47.0 code of conduct
	48.0 intellectual freedom
	48.1 The rights of intellectual freedom will be recognised and protected including the rights of staff to:
	48.2 Staff members have the right to express views but do not have the right to harass, vilify, defame or intimidate.
	48.3 In the first instance, any alleged limitation of these rights will be dealt with under the Staff Complaints Policy as contained in Chapter B of the Manual of Policies and Procedures.

	49.0 anti-bullying and complaint handling framework
	49.1 QUT is committed to ensuring a harmonious, fair and just working and learning environment, and to the elimination of any workplace bullying at the University. Consistent with this principle, the University has an expectation that staff avoid beha...
	49.2 Staff have access to a complaint handling framework as outlined in the relevant University policy. The University is committed to ensuring this policy is implemented.
	49.3 Of fundamental importance to QUT is continuing to foster a positive and productive workplace culture. In the event that any staff member believes that another staff member’s behaviour is in breach of the University’s Code of Conduct, the staff me...

	50.0 performance planning and review for professional staff (ppr-ps)
	50.1 PPR-PS
	50.1.1 PPR-PS is a participative process and the success of this process depends on a strong commitment to its implementation by both supervisors and their staff.
	50.1.2 PPR-PS provides a framework for:

	50.2 Abbreviated PPR Process
	50.3 Support Person
	50.3.1 The University acknowledges that a staff member may choose for a support person to attend a PPR-PS meeting between a staff member and supervisor. In such cases, the staff member will notify the supervisor if a support person is to attend any PP...
	50.3.2 A support person is someone who acts as an observer and supports the staff member during a PPR-PS meeting but does not advocate on behalf of the staff member during PPR-PS meetings. A support person cannot be a person who is currently practisin...


	51.0 workloads
	51.1 Objective
	51.1.1 The University is committed to providing a stimulating, supportive and safe work environment through the:
	51.1.2 Supervisors are responsible for:
	51.1.3 Staff members are responsible for advising the supervisor when the allocated work cannot be completed in ordinary hours of work.

	51.2 Workload Allocation Guidelines
	51.3 Workload concerns
	51.3.1 In the first instance all reasonable efforts should be taken between the staff member and their supervisor to resolve any concerns about workload.
	51.3.2 If following efforts between a staff member and their supervisor to resolve concerns regarding workload, a staff member remains concerned about workload, the staff member may seek advice and assistance from the Human Resources Department in acc...
	51.3.3 It may be appropriate for the Union to raise concerns about workloads in a specific area, directly with the Human Resources Department.
	51.3.4 If following the procedures outlined in subclauses 51.3.2 and 51.3.3 the matter remains unresolved:


	52.0 probation
	52.1 Period of Probation
	52.1.1 Ongoing Appointment
	52.1.2 Fixed-term appointment
	52.1.3 Notwithstanding any other provisions of this clause the University may at any time during the probation period confirm or terminate the employment of a probationary staff member.
	52.1.4 A supervisor may seek approval from the Authorising Officer for the period of probation to be waived, in which case the appointment will be confirmed on commencement.
	52.1.5 The probation period will be suspended by any period of extended leave.

	52.2 Probation Reviews
	52.2.1 The performance of a staff member during the probation period will be assessed as part of PPR-PS.
	52.2.2 During the period of probation, the staff member and their supervisor will meet to review performance and development. An initial meeting will be conducted within one (1) month of appointment, an interim review will be conducted mid-way through...
	52.2.3 The outcomes of the PPR-PS will form the basis of the final review. At the time of the final review, the supervisor will make a recommendation to the Authorising Officer, through the Head of School/Department, that the appointment be:
	52.2.4 Where a supervisor recommends that the period of employment be terminated, the Executive Director, Human Resources will advise the staff member that they may submit a case as to why the recommendation to terminate employment should not be appro...
	52.2.5 Where the Executive Director, Human Resources approves a recommendation that the employment be terminated, the Executive Director, Human Resources’ written outcome will serve as notice of termination. At least one (1) week’s notice will be prov...
	52.2.6 A staff member is entitled to seek support or advice from another person, including a staff member or where the staff member requests, a Representative as defined in subclause 6.13 at any stage of the process described in subclause 52.2 other t...


	53.0 process for managing unsatisfactory performance
	53.1 Application
	53.2 Process
	53.2.1 When a supervisor identifies the performance of a staff member as unsatisfactory the supervisor will inform the staff member. The supervisor will:
	53.2.2 Where a staff member so requests, a staff member will be assisted throughout this process by a Representative as defined in subclause 6.13.
	53.2.3 Where following the review period:
	53.2.4 The supervisor will provide the staff member with a copy of the report at the time it is submitted. The staff member will be entitled to ten (10) working days from the receipt of the supervisor’s report to submit a written response to the Execu...
	53.2.5 Upon receipt of the supervisor’s report and any written response from the staff member, the Executive Director, Human Resources will first be satisfied that:
	53.2.6 The Executive Director, Human Resources will then:
	53.2.7 The Executive Director, Human Resources will advise the staff member in writing of any decision made in accordance with subclause 53.2.6.
	53.2.8 Where disciplinary action has been recommended by the supervisor, the staff member may advise the Executive Director, Human Resources within ten (10) working days if they wish to refer the matter to an Unsatisfactory Performance Review Committee.
	53.2.9 Where the staff member elects to have the matter referred to an Unsatisfactory Performance Review Committee, the Vice-Chancellor and President will establish a Committee in accordance with clause 55.
	53.2.10 Where the staff member does not elect to have the matter referred to a Review Committee, the Vice-Chancellor and President will consider the recommendation of the supervisor and may take Disciplinary Action consistent with subclause 6.4. The V...
	53.2.11 Where a matter is referred to the Unsatisfactory Performance Review Committee:
	53.2.12 The Committee will provide a written report to the staff member and the Vice-Chancellor and President containing its findings on:
	53.2.13 Following consideration of the report of the Review Committee (which will not be binding on the Vice-Chancellor and President) the Vice-Chancellor and President will either:
	53.2.14 The Vice-Chancellor and President will advise the staff member in writing of any decision made and such decision will take effect no earlier than five (5) working days from the date of the Vice-Chancellor and President’s written advice.
	53.2.15 Nothing in this clause prevents the Vice-Chancellor and President on the Vice-Chancellor and President’s own motion referring a question of possible unsatisfactory performance to a supervisor for appropriate action.
	53.2.16 The action of the Vice-Chancellor and President under this clause will be final, except that nothing in this clause will be construed as excluding the jurisdiction of any external court or tribunal which, but for this clause, would be competen...


	54.0 disciplinary action for misconduct and serious misconduct
	54.1 Application
	54.2 Procedures
	54.2.1 Before the Vice-Chancellor and President takes Disciplinary Action against a staff member for conduct amounting to Misconduct or Serious Misconduct, the Vice-Chancellor and President must take the steps in this clause, except that, where a matt...
	54.2.2 If at any time the Vice-Chancellor and President becomes aware that there has been a failure to follow procedures required by the Vice-Chancellor and President or the Misconduct Investigation Committee (MIC) in relation to this clause, then:
	54.2.3 A failure to follow procedure which, is of a minor nature and does not materially prejudice the staff member or have a genuine capacity to lead to a wrong or unfair outcome does not of itself invalidate a disciplinary process as long as the Vic...

	54.3 Allegations
	54.3.1 If the Vice-Chancellor and President has information that a staff member may have engaged in Misconduct or Serious Misconduct, the Vice-Chancellor and President will:

	54.4 Suspension
	54.4.1 At the time of notifying the staff member in accordance with subclause 54.3 if the Vice-Chancellor and President is of the view that the alleged conduct is such that it would be unreasonable to require the University to continue the staff membe...
	54.4.2 Where suspension without pay occurs:
	54.4.3 During any period of suspension, the staff member may be excluded from the University, provided that the staff member will be permitted reasonable access to the University for the preparation of their case and to collect personal property.
	54.4.4 If the staff member is for any period suspended without pay, then, following the process required by this clause:

	54.5 Response
	54.5.1 If, having considered the staff member's response, the Vice-Chancellor and President is of the view that there has been no Misconduct or Serious Misconduct, they will immediately advise the staff member in writing and will, at the request of th...
	54.5.2 If the staff member does not respond to the allegations, and the Vice-Chancellor and President has confirmed that the staff member received the allegations and was in a position to respond then the Vice-Chancellor and President may:
	54.5.3 If the staff member wholly or partly admits one or more of the allegations in their response, and the Vice-Chancellor and President is of the view that the admitted allegations constitute Misconduct or Serious Misconduct, the Vice-Chancellor an...
	54.5.4 If the staff member denies all of the allegations then the Vice-Chancellor and President may:

	54.6 Misconduct Investigation Committee
	54.6.1 How an MIC is constituted
	54.6.2 Role of MIC
	54.6.3 MIC procedure
	54.6.4 Representation
	54.6.5 How the MIC reaches its decision

	54.7 Vice-Chancellor and President's Decision
	54.7.1 Upon receiving the MIC's report, the Vice-Chancellor and President:
	54.7.2 Before imposing Disciplinary Action, the Vice-Chancellor and President will advise the staff member of their preliminary decision in relation to Disciplinary Action, unless exceptional circumstances render this unnecessary. Where advised, the s...
	54.7.3 The Vice-Chancellor and President's decision and actions taken pursuant to that decision will be final, except that nothing in this clause will be construed as excluding the jurisdiction of any court or tribunal.

	54.8 Confidentiality

	55.0 committees
	55.1 Application
	55.2 The Establishment of Committees
	55.3 Conflict of Interest
	55.4 Committee Procedures
	55.4.1 A Committee established pursuant to this clause may determine its own procedures, however it must act consistently with the principles set out in this clause.
	55.4.2 A Committee must conduct its proceedings in private, however, it must allow the staff member and the University to be represented as required by this Agreement, and will allow the staff member or witnesses to be supported by a support person if...

	55.5 Natural Justice
	A Committee must act in accordance with the principles of natural justice, which will require the Committee to proceed in accordance with the following principles:
	55.6 Record Keeping
	55.6.1 A Committee must keep a complete record of proceedings. The record will include an audio recording and a transcript of oral proceedings before the Committee. Where it is impracticable to obtain both records, the record must include either an au...
	55.6.2 Following the delivery of its report, a Committee will deliver the record to the Executive Director, Human Resources, who shall maintain the record in a secure and confidential way.

	55.7 How decisions are made and recorded
	55.7.1 A Committee must record its decision in writing, and give reasons for its conclusions.
	55.7.2 A Committee will make its decision unanimously or by majority. A dissenting member of the Committee must record their dissenting decision with reasons.

	55.8 Material to be taken into account by the Committee
	55.8.1 A Committee must take into account all information which it considers relevant to the case, including any evidence, information or response provided by the staff member(s) concerned.
	55.8.2 If a Committee believes there is or may be relevant information which was not provided to it during the course of the proceedings:

	55.9 Support for Committees

	56.0 medical conditions affecting work
	56.1 Application
	56.2 Medical examination
	56.2.1 The Vice-Chancellor and President may direct, in writing and by providing one (1) month notice, any staff member whose capacity to perform their duties is in doubt to undergo a medical examination by a medical practitioner chosen by the Univers...
	56.2.2 Where the staff member elects to apply to the staff member’s superannuation fund, prior to the expiry of the period of notice, for permanent disablement or temporary incapacity benefit pursuant to the rules of the superannuation fund, the requi...
	56.2.3 Where the superannuation fund decides that the staff member, following a period of receipt of temporary incapacity benefit, is capable of resuming work and the Vice-Chancellor and President elects to dispute this decision, the Vice-Chancellor a...
	56.2.4 As far as possible the medical practitioner, will apply the same definition of permanent disablement (or equivalent definition) as contained in the trust deeds (or equivalent) of the staff member’s superannuation scheme, if any, in determining ...
	56.2.5 A copy of the medical report made by the medical practitioner under subclause 56.2.1 will be made available to the Vice-Chancellor and President and to the staff member.

	56.3 Outcomes of the medical examination
	56.3.1 If the medical examination reveals that the staff member is unable to perform their duties and is unlikely to be able to resume them within a reasonable period, being not less than twelve (12) months from the date of the report under 56.2.5, th...
	56.3.2 Prior to taking action to terminate the employment of a staff member, the Vice-Chancellor and President may offer the staff member the opportunity to submit a resignation and where submitted it will be accepted and no action taken to proceed wi...

	56.4 Seeking a further medical review
	56.4.1 A staff member (or person acting on their behalf) may request a further medical review within fourteen (14) days of the medical report being made available to the staff member under subclause 56.2.5. This further review will be by an independen...
	56.4.2 Following a request for a review the Vice-Chancellor and President will not terminate the employment of the staff member unless and until the findings of the initial report under subclause 56.2.5 are confirmed.
	56.4.3 The independent specialist under this clause will be provided with any relevant material including the report under clause 56.2. The outcome of this review will be as per clause 56.3.

	56.5 Failure to attend an appointment in accordance with this clause
	56.5.1 The Vice-Chancellor and President may construe a failure by a staff member to undergo a medical examination in accordance with these procedures within two (2) months of a written notification to do so as establishing that such a medical examina...

	56.6 Work health and safety concerns

	57.0 notice of termination
	57.1 Circumstances of termination by the University
	57.2 Notice of termination by the University
	57.3 Notice of termination by a staff member
	57.4 Expiration of a fixed-term appointment
	57.4.1 Notice of renewal or non-renewal
	57.4.2 Severance pay


	58.0 voluntary and involuntary redundancy
	58.1 Redundancy is a situation where the position occupied by an ongoing or fixed-term staff member (excluding pre-retirement fixed-term appointment and contingent research funded fixed-term appointment) is identified as surplus to the University’s re...
	58.2 Voluntary redundancy
	58.2.1 Where the University identifies a need to achieve staff reductions, the Vice-Chancellor and President (or nominee) will call for applications for voluntary redundancy from relevant staff members in the area identified in the implementation plan...
	58.2.2 Within ten (10) working days of the closing date of applications to take voluntary redundancy, the Vice-Chancellor and President will either accept or reject the application in accordance with the objective criteria in the plan, and the staff m...
	58.2.3 Where a staff member’s application for voluntary redundancy is accepted, the staff member will separate from the University’s employment within two (2) weeks of receipt of the notification of acceptance, unless otherwise mutually agreed.
	58.2.4 Staff whose application for voluntary redundancy are approved will receive the benefits for voluntary redundancy as outlined in subclause 58.5 payable in the next available pay run following the date of termination of employment.

	58.3 Involuntary redundancy
	58.3.1 Where the voluntary measures do not achieve the appropriate staff reductions as set out in the implementation plan, the University may identify specific positions as surplus. Following the identification of these positions the following process...
	58.3.2 Staff who accept involuntary redundancy will receive the benefits for involuntary redundancy as outlined in subclause 58.5 payable in the next available pay run following the date of termination of employment.
	58.3.3 Where a staff member elects to seek redeployment and where at the end of the redeployment search period the staff member has not been redeployed, the staff member will receive the benefits for involuntary redundancy outlined in subclause 58.5 l...

	58.4 Review of involuntary redundancy decision
	58.4.1 An application for review of an involuntary redundancy decision may only be made on one or more of the following grounds:
	58.4.2 Upon receipt of an application for review (which must be provided within ten (10) working days of receipt of the notification in accordance with subclause 58.3) the Vice-Chancellor and President will establish a Redundancy Review Committee in a...
	58.4.3 The committee must consider the application and make a recommendation within twenty (20) working days of the date of application for review.
	58.4.4 In its consideration of the staff member’s application for review, the committee will consider the grounds outlined in subclause 58.4.1.
	58.4.5 The staff member and the University may be assisted or represented before the Redundancy Review Committee by a Representative as defined in subclause 6.13. Such Representatives cannot be currently practising solicitors or barristers.
	58.4.6 The Committee will make a recommendation to the Vice-Chancellor and President whose decision will be final.
	58.4.7 If the outcome of the review process is that the staff member’s position remains redundant, the staff member will receive the benefits for involuntary redundancy outlined in subclause 58.5 less the salary paid during the review period.

	58.5 Entitlements for voluntary and involuntary redundancy
	58.5.1 Subject to subclause 58.5.2 a staff member whose application for voluntary redundancy is accepted by the Vice-Chancellor and President, or who is made redundant involuntarily by the Vice-Chancellor and President, will be entitled to the followi...
	58.5.2 A staff member employed on a fixed-term basis whose application for voluntary separation is accepted by the Vice-Chancellor and President, or who is made redundant involuntarily by the Vice-Chancellor and President, will be entitled to the bene...
	58.5.3 Leave entitlements
	58.5.4 Calculation of redundancy entitlements
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