IN THE FAIR WORK COMMISSION
Fair Work Act 2009
s.156 - Four Yearly Review of Modern Awards - Education Group
HIGHER EDUCATION INDUSTRY - ACADEMIC STAFF - AWARD 2010 (AM 2014/229) and HIGHER
EDUCATION INDUSTRY - GENERAL STAFF - AWARD 2010 (AM 2014/230)

WITNESS STATEMENT OF PROFESSOR STEPHEN GARTON

I PROFESSOR STEPHEN GARTON of University of Sydney, NSW, 2006, Provost and Deputy ViceChancellor, STATE as follows:
1.

I am the Provost and Deputy Vice-Chancellor at the University of Sydney (University).

2.

I make this statement in respect of claims made by the National Tertiary Education Union
(NTEU) on 11 March 2016 for proposed variations to the Higher Education Industry - General
Staff - Award 2010 (General Staff Award) and the Higher Education Industry - Academic Staff
- Award 2010 (Academic Award).

3.

I have been provided with a copy of extracts of the NTEU submissions. The matters set out in
this statement respond specifically to the following parts of the NTEU submissions:
(a)

Part A and the proposed variation to include a new clause 22 - Hours of Work in the
Academic Work which seeks lengthy and detailed regulation of hours and overtime
payments for Academic work for academic staff (Academic Hours of Work Claim);

(b)

Part B and the proposed variation to provide casual academic staff with:
(i)

a payment for "Policy familiarisation" (Reading Policies Claim);

(ii)

a payment to "maintain currency in the employee's discipline and
relevant pedagogy" (Discipline Currency Claim); and

(c)

Part C and the proposed variation to amend clause 18 - Classification of Academic
Staff in the Academic Award, to varying the existing provisions that states the
"MSAL will not be used as a basis for claims of re-classification" by providing that in
the absence of a bona fide promotion system, academic employees "will be
classified at the classification for which the MSAL best describes the work of the
employee" (MSAL Claim).

4.

I make this statement in support of the position of the Group of Eight Universities (Go8), which
comprises the University of Western Australia, University of Adelaide, University of Melbourne,
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Monash University, Australian National University, University of New South Wales, University
of Sydney and University of Queensland. The Go8 are recognised as research intensive
Universities.
Employment and knowledge of the University and the sector
5.

I have been employed by the University since approximately 1987. Prior to that time I held
academic roles at the University of New South Wales and the New South Wales Institute of
Technology (which later became the University of Technology, Sydney). I am a graduate of
the University of Sydney (BA) and the University of NSW (PhD) and am a Fellow of the
Australian Academy of the Humanities, the Academy of Social Sciences in Australia and the
Royal Australian Historical Society.

6.

At the University, I have held the role of Provost and Deputy Vice-Chancellor since August
2009. Prior to this, I held the following roles at the University:

7.

(a)

Head of Department of History (1996-1998);

(b)

Associate Dean and Pro Dean in the Faculty of Arts (1991-1995, 1999);

(c)

Dean of the Faculty of Arts (2001 to 2009).

I have also been a member of the Academic Board for nearly 15 years. I was appointed as a
Professor of History in 2000 and Challis Professor in 2004. In addition, I have been a member
of the Editorial Board of the Australian Dictionary of Biography, the Executive Committee of the
Australian Historical Association and on the Council of the Australian Academy of the
Humanities.

8.

Over the years, I have been appointed to many external Academic Review Panels at a number
of other Universities, both within the Go8 and outside of the Go8. These include Monash
University, La Trobe University, The University of Western Australia and The University of
Queensland. These reviews focused on a range of different issues or matters including a
review of performance or curriculum, the strategic focus of different areas of operation within
the University, a review of faculties, schools or even degrees. In addition to my involvement in
these various review panels, I periodically substitute for the Vice-Chancellor at Go8 meetings
when he is away or overseas. These meetings are scheduled regularly and are attended by
Vice-Chancellors of the Go8. The Vice-Chancellor also keeps me abreast of the matters
relevant to the Go8 in case I need to substitute for him while he is away. I am also copied into
email correspondence between the Go8 management teams about matters of higher
education policy and other matters relevant to the Go8.

9.

In my role of Provost and Deputy Vice-Chancellor at the University, I am responsible, together
with the Vice-Chancellor, for the general management and academic leadership of the
University. I deputise for the Vice-Chancellor in his absence. I exercise, under the direction of
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the Vice-Chancellor, executive responsibilities and strategic leadership for the delivery of the
academic programs of the University and am responsible for the general performance of the
faculties, including faculty budgets. I oversee the conduct, coordination and quality of the
academic programs and the planning of their future development. I am the "line manager" of
all deans. There are 16 in total, each responsible for a Faculty within the University. A key
part of my role is to focus on these 16 Faculties and their overall academic performance and to
work with the Deans to ensure that they are driving the overall strategy of the University at the
local level. I therefore have general oversight of the University's academic staff with the aim of
recruiting and retaining staff of the highest distinction in teaching and research, and ensuring
continuous improvement in performance. In addition to my responsibilities for academic staff,
my portfolio also includes a range of professional service units and University centres.
10.

I am also the Chair of the University's Workload Monitoring Committee (Workload
Committee) and have been since I commenced in my role of Provost and Deputy ViceChancellor in 2009. I have explained in more detail the role of the Workload Committee below.

11.

A copy of my curriculum vitae is attached to this statement and marked "SG-1".

12.

Based upon my extensive experience in roles held I have a detailed knowledge of academic
culture, the nature of academic employment, the work and activities undertaken by academic
staff, as well as how academic work is organised and allocated. My senior management roles,
in particular, have enabled me to obtain a greater understanding of these matters across a
broader range of disciplines as well as across various other Universities and institutions across
Australia and internationally.

13.

The NTEU Hours of Work Claim for academic staff is fundamentally at odds with academic
employment, academic culture, the nature of academic work and the way in which the
University and its staff operate. If adopted it would be impossible to properly administer and
would cause significant disruption and damage both to the University, its academic staff and
our international standing and research innovation.

Type and Number of Academic Staff at the University
14.

At the University, academic staff can be engaged in teaching and research, teaching focused
or research only roles. Schedule 2 of the University of Sydney Enterprise Agreement 20132017 (EA) identifies the basic classification descriptors for both 'Teaching and Research
Academic Staff' and 'Research Academic Staff (inclusive of creative disciplines), both of which
provide for Levels A through to E. These academic levels are common to higher education
institutions but the titles given to staff at those levels may differ from institution to institution.
Typically level D will attract the title of Associate Professor and Level E, Professor. An extract
of Schedule 2 - Classification Descriptors is attached to this statement and marked "SG-2".
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15.

Based on data that I have been provided by Jodie Dickson, Director Workplace Relations,
Human Resources (which is also published on the University of Sydney website) for 2015 the
total number of academic staff at the University (including casual/sessional staff) was 3521
FTE, comprised as follows (on an FTE basis):

16.

(a)

2451.3 - Teaching and research academics;

(b)

897.4 - research only academics; and

(c)

172.3 - academic support staff.

Of the 3521 FTE a total of 770.3 FTE are casual/sessional staff. The breakdown of
casual/sessional academic staff based on function type is as follows:
(a)

575.7 - Teaching and research academics;

(b)

39.8 - research only academics; and

(c)

155.8 - academic support staff.

The Nature of Academic Work and Culture
17.

Academic staff are highly skilled professionals who are leaders in their field. They are salaried
professionals driven by their intellectual passions. Teaching and research Academics are not
purely teachers. They are not just about the transmission of knowledge, they are also
fundamentally about the creation of new knowledge.

18.

They sit within an international community of scholars. Most academics do not want to be
"competent" or work to a "professional standard", they want to pursue their research and
teaching passions and transform their discipline areas through creation of new knowledge and
innovation. At the pinnacle they aspire to the Nobel Prize and similar academic recognition.

19.

Their work is therefore largely self-directed and autonomous. Their hours of work have never
been recorded (other than casual/sessional academic staff) or constrained. This is a foreign
concept to academics and the idea of esteem does not fit within that concept. The nature of
academic work and academic culture demands autonomy and flexibility.

20.

More than ever, Australian universities are facing challenges from international competitors,
such as Universities in the UK, USA and Canada, as well as from private institutions both
within Australia and overseas including online institutions and other private providers, such as:
(a)

the University of Phoenix, the largest university in the USA which runs largely online
units; and
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(b)

the Edmund Campion College, a private provider offering degrees in science,
humanities and social sciences.

21.

In Australia there are over 100 institutions registered as higher education providers by the
Federal Government, offering programs in competition with universities. Potential students are
being taken away from traditional campus based education, like that offered by most
Australian Universities, with the recent popularity of massive open online courses (MOOCs).
MOOCs are aimed at unlimited participation and open access via the web and the provision of
online postgraduate coursework programs available to students anywhere in the world.

22.

There are many more providers of educational qualifications operating in the market with lower
overheads than universities. This is partly due to the availability of Commonwealth Supported
Places to registered non-university providers (e.g. Moore College, Edmund Campion College
and many TAFE providers) that are not required to fund expensive research. The lower
operating costs means these providers are well placed to compete with universities for
enrolments and are often able to offer inducements (e.g. free iPads, laptops etc.) to students.

23.

The need for academic staff to maintain their autonomy and flexibility in the performance of
their work is crucial to our staff being world-class academics and Australian Universities
remaining competitive and relevant in the current environment.

Academic Workloads and the Workload Committee
24.

Whilst there has never been any requirements or regulation around the recording of hours of
work of academic staff and such hours have never been constrained by the University, in
recent years the introduction of regulation around academic workloads has come about within
the industry. At the University, Part G of the EA deals with (amongst other things) academic
workloads. An extract of the relevant clauses of Part G is attached to this statement and
marked "SG-3".

25.

The EA provides the framework for the structured mechanisms in place at the University in
relation to the allocation and monitoring of academic activities, particularly teaching and
teaching related activities.
(a)

In summary, the EA requires that:

academic workloads be determined on a fair, transparent and consultative basis,
having regard to the following principles:
(i)

the allocation and recognition of academic workloads should support the
strategic directions of the University and, except for teaching focused
and research only staff or where otherwise agreed, will encompass
elements of teaching, research and service while taking into account
career aspirations of academic staff;
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(ii)

the allocation of academic work should reflect the multiplicity of career
trajectories for academic staff and that the emphasis between different
areas of academic work may shift throughout an individual staff
member's career;

(iii)

an academic staff member's workload should be suitable to their stage of
development and level; and

(iv)

for teaching and research staff, academic work will be assigned to
ensure a well-balanced portfolio encompassing (unless an alternative
allocation is agreed) on average: teaching and teaching-related activities
- 40%, research and scholarship - 40% and professional & community
engagement and administration - 20%;

(b)

each academic work unit have in place a workload allocation policy that complies
with the provisions of the EA;

(c)

the workload allocation policies will be developed and reviewed in consultation with
staff and staff will be briefed by the Deans on the Faculty's financial strategic
directions, overall staff and student profile and development needs;

(d)

copies of each workload allocation policy be provided to the Workload Monitoring
Committee, the role of which is to monitor the operation of each workload allocation
policy and review each policy on an annual basis to ensure that the provisions of
the EA are observed and ensure each workload allocation policy provides a
reasonable basis for determining comparison of workload quantum across the
University. The Workload Committee comprises four nominees of the University
and four nominees of the NTEU. As mentioned above, I am the Chair of the
Committee. The Committee meets at least 6 times per year;

(e)

each academic staff member's workload will be allocated in consultation with the
staff member concerned having regard to a number of factors including the staff
member's level of appointment and time fraction, the needs of early career staff to
establish their research profile, the importance of maintaining an appropriate worklife balance, the working hours specified in the EA and the annual and other leave
plans of the staff member;

(f)

in determining the allocation of academic workloads and their quantification, certain
specified factors will be taken into account. These include, modes of delivery of
teaching, level of courses taught, staff development requirements, administration,
including participation on committees, overseas teaching and international
commitments, research, scholarship and production and carer's responsibilities
and/or disabilities.
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26.

In addition to the EA provisions, the University also has an Academic Staff Workloads Policy, a
copy of which is attached to this statement and marked "SG-4". The Workloads Policy is
designed to provide a framework for the development of workload allocation arrangements at
the school or faculty level as required by the EA.

27.

The various Faculties, Schools and Colleges within the University have their own Workload
Allocation Policies/Guidelines/Models, which have been developed in consultation with staff
and are approved by the Workloads Committee. These policies establish a set of principles
governing workload across the Faculty, School or College (consistent with the EA) that allow
for appropriate local and disciplinary specification and reflect the need for flexibility in
responsibilities for different academic staff. The policies recognise that individual staff at any
one time are at different stages of their careers, have different career objectives, have different
research objectives and contribute to the University in a variety of ways. The policies therefore
require (consistent with the EA) that allocation of workloads should be based on consultation
with individual staff members to take account of these factors as well as the curriculum and
other needs of a specific faculty/school or college, including financial directions, staff and
student profiles and development needs. Some example workload policies are attached to this
statement and marked "SG-5".

28.

All of the policies seek to apply the 40:40:20 principle but recognise that many factors
including those referred to above will impact this and variations will and do occur by
agreement. One of the key reasons for the 40:40:20 principle at the University of Sydney is to
help ensure that academic staff are addressing teaching and service but also enabling
sufficient opportunity to undertake research. The principle is not designed to control or monitor
the hours of academic staff spent on research and talking of research in "hours" is a
theoretical rather than practical or meaningful concept for reasons I expand upon below. The
approach is that if the teaching and service hours can be controlled and managed (as they are
measurable in time) then academic staff will have sufficient time to pursue their research
whenever and however they wish. This is certainly the view and approach that has been
adopted by the Workloads Committee when reviewing and approving the Workload Allocation
Policies. There has never been any suggestion by the NTEU representatives on that
committee that there is a desire to prescribe, monitor or in any way control or record the hours
of research performed by academic staff.

29.

At the University, the typical allocated teaching hours for teaching and research staff range
between 6 to 12 hours per week for the teaching periods. These hours are primarily
performed during the two 13 week semesters per year and outside of these hours academic
staff can undertake their service and research related activities. Accordingly, averaged over
the entire 52 week year this is a typical load of 3 to 6 contact hours per week. Other than
allocated teaching activities and University meetings the remainder of an academic staff
member's work is largely self-directed and self-managed.
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30.

There are many factors that contribute to a variation in allocated teaching hours. For example:
(a)

new academic staff or those at lower to mid-level classifications (e.g. Levels A to C)
will normally have a lower than average teaching load in order to develop teaching
material, settle in and/or establish their research;

(b)

staff in managerial academic roles that involve large administrative responsibilities
will usually undertake a lower than average teaching load;

(c)

some academic staff will take on a higher than average teaching load in one
semester or year in order to take on a lesser teaching load the following semester
or year to focus on other things such as research, etc.;

(d)

staff on fractional appointments will have teaching loads commensurate with the
fraction of appointment;

(e)

some staff can 'buy out' allocated teaching hours with external funding from
organisations such as NHMRC and ARC. In particular, academic staff who are
awarded fellowships or research grants can allocate some of this external funding
to employment or engagement of other staff to undertake teaching so as to enable
that staff member to focus solely on research relevant to the fellowship or grant.
For example, they may use $50,000 of their external funding to buy out 1 semester
of teaching. This funding would then go to the local area to engage someone else
to cover that semester of teaching; and

(f)

some staff with outstanding research records are sometimes offered reduced
teaching load positions in order to attract them to the University.

31.

Consultation with staff generally and one-on-one discussions between individual staff
members and their supervisors regarding their workload allocations is a key feature of the
University's various workload mechanisms. This is largely due to the diverse nature of
academic work, academic culture and the broad ranging factors that impact upon what
constitutes a fair allocation of workload that supports both the strategic direction of the
University and the career aspirations of the individual staff member. A workload model is a
guiding set of principles. It cannot dictate to the hour what amount of research and selfdirected activities that are being undertaken.

32.

Notwithstanding the workload models and the central role played by the one-on-one
discussions with supervisors, if an individual staff member does not agree with their workload
allocation or otherwise has issues with their workload then there are review and compliance
mechanisms that they can avail themselves of. In particular, staff workloads can be reviewed
at a local level with a Unit of Study Co-Ordinator or Supervisor, including during Performance
and Development reviews. Workload allocation can also be referred to the Workloads
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Committee if there are issues around whether a policy complies with the provisions and
requirements of the EA. Finally, clause 278 of the EA provides that any dispute relating to
work allocation for academic staff can be dealt with through the Review of Actions procedures
in the EA.
Academic Promotion and Performance
33.

The University's workload allocation mechanisms are separate to and distinct from
performance standards and promotion. The University has different policies and procedures
that apply to these matters. In relation to performance, the University has a Performance
Management and Development Program which all staff are required to participate in. Clauses
280 to 285 of the EA deals with the P&D program, an extract of which is attached to this
statement and marked "SG-6".

34.

In relation to academic promotion, the University has an Academic Promotions Policy 2015
and Academic Promotions Procedure 2015, both of which are attached to this statement and
marked "SG-7". This Policy and Procedure was developed in consultation with academic staff
representatives. The Policy and Procedure applies to all academic staff employed by the
University on a continuing or eligible fixed term contract basis who wish to apply for promotion
to a higher grade of employment and holders of conjoint titles who wish to apply for a higher
conjoint title.

35.

To be successful in promotion, it is not the case, like some other industries and roles that the
employer has to have a vacant position at that level. Nor is it an assessment of activities or
tasks of a particular role. Rather it is an assessment of the particular staff member against the
criteria in the academic promotions policy and based upon their research output, relevant to
their academic standing.

Developments and Changes in the Nature of Academic Work
36.

There has been no fundamental changes in the nature of academic work since 2010 (when I
am advised the current awards were established) which have resulted in, or required,
significant changes to the way in which academic hours are performed or significantly
increased the amount of hours worked by academic staff in that time. There have been
technological advancements and developments but most of these have increased efficiencies
and reduced time spent on certain tasks for academic staff, as well as professional staff, which
ultimately impacts upon academic staff. For example:
(a)

the automation of student administration activities across the student lifecycle, such
as admissions, enrolment and enrolment variations, notification and payment of
reimbursement of fees and scholarships, coordination of exams and graduations,
as well as maintenance of student records and information;
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(b)

availability of lecture recordings and online models for students to access as
required, and outside normal lectures time;

(c)

"blackboard" for students to submit course assessments and teaching staff to
provide feedback electronically, which has increased electronic communication but
reduced face to face consultation;

(d)

online teaching tools which make materials easier to upload and download for
students and enable students to discuss coursework and answer their own
questions through online discussion forums set up for the unit;

(e)

online and digital research tools mean that research can be undertaken in
significantly less time than previously as it is no longer necessary to trawl through
newspapers, articles, magazines and attend archives; and

(f)

advancements in facilities and equipment for research, enabling various elements
of particularly, scientific and medical research to be undertaken in shorter
timeframes with improvements in speed of research analysis and reporting in many
areas.

37.

The University also provides significant access to IT resources and facilities which are
accessible by all of its staff. Staff are provided by the University, with appropriate technology
tools to complete their role, including computing devices, network access, access to
applications and systems where required. The University maintains 24/7 access to library
facilities and has computer laboratories and computing facilities available to staff. Wi-fi is also
available across the campus.

The Academic Hours of Work Claim
38.

Having regard to the nature of academic work as described above, the Academic Hours of
Work Claim made by the NTEU is, unworkable and inappropriate for a number of reasons.

Inconsistent with the Nature of Academic Work and Academics
39.

The Academic Hours of Work Claim is fundamentally inconsistent with the nature of academic
work, academic culture and the way in which academic work has always been regulated.

40.

Whilst Universities do specify or allocate teaching hours for academic staff in consultation with
them, Universities do not and never have asked academics to record or report on hours that
they devote to research, service and other activities. They are salaried professionals and they
are driven by their intellectual passions. Some academic staff will work exactly to a 37.5 to 38
hour week but this would be rare. Most will do their teaching and related activities well within
the allocated hours and will spend every other waking moment on research because it is their
intellectual passion.
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41.

Outside of teaching and attendance at University meetings, Universities generally do not
require academic staff to be physically in attendance at the University. Research can happen
in a variety of contexts - libraries, archives, in the field, in laboratories, hospitals and
sometimes at home. Knowledge is pursued in an extraordinary array of contexts and
situations and can include reflective thoughts, collaboration with colleagues and students, and
international collaborations which may involve a teleconference at midnight with colleagues in
North America for example.

42.

In terms of my research, I spend a lot of time in archives collecting evidence and I will then
collate the evidence and write it up. On a writing day, I will usually work from home. If I get to
a difficult sentence or am trying to work through a difficult conceptual issue, I will go
downstairs, do the washing up or mow the lawns or some other household duty but am still
thinking throughout this time. It will eventually come to me and I will run upstairs and write it
down. The household chores were a part of the thinking process but should those hours be
recorded. When it comes to research it is impossible to distinguish between thinking and nonthinking time.

43.

For all of these reasons, attaching a certain number of hours to the creation of new knowledge
and measuring and monitoring hours dedicated to research is impossible and is also
undesirable.

44.

The definition of "required work" in the Academic Hours of Work Claim is also ill-suited to the
nature of academic work. Other than teaching hours, the University does not allocate specific
duties as such to academic staff particularly around research. All reasonable academics are
self-directed researchers. Universities do not dictate what the research questions are and
don't tell them where to find the answers to their research. Universities will provide
opportunities and certain facilities for research and their research may be shaped by those
opportunities and strategic goals of the University but academics are entirely self-directed in
terms of the research undertaken. If Universities were to dictate each and every hour of
research undertaken by an academic it would be a disaster and it would destroy the collegial
relationship between academics and Universities.

45.

There is no clear line between what may be considered to be "productive self-directed work"
and what is work that is necessary to "achieve any promotion expectations". More often than
not productive self-directed work undertaken by an academic staff member will also be
necessary to achieve promotion. In fact all work undertaken by academic staff will be relevant
to whether they are performing and to promotion. Whilst the University does encourage
academic staff to strive for promotion there is certainly no requirement in this regard.
Promotion is entirely voluntary. There are many academic staff who are at Level B and
continue to stay at Level B for many years. Academic promotion is reserved for only those
academic staff who perform well above standard expectations (i.e. those whose work is of
superior, outstanding or exceptional quality). Staff who are performing to expectation remain
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at the level at which they are currently employed and do not suffer any disadvantage. Those
staff performing to expectation, while not eligible for promotion, are still eligible to receive
annual salary increases until they reach the top of the pay scale in each grade (typically there
are 6 pay increments for level A, B and C appointments, 4 pay increments at level D and 1 pay
increment at level E). Those staff who are failing to perform to expectation (i.e. a failure to
produce work of a particular standard/quality) may be placed into a performance development
and improvement program. As mentioned above, workload allocations set a limit on the hours
worked on teaching and service (typically 6 to 12 hours per week). Academic staff are then
free to use the remainder of their working week pursuing their research and it is up to the staff
member to focus on the quality of the work performed in that remaining time. It is not the
quantity of work that is measured/relevant to evaluating performance or promotion.
46.

These issues with the proposed clause are then compounded by the "ascertained hours",
which appears to require a numeric assessment in the relevant discipline area to determine
how long a notional employee would take to perform allocated work at a "competent and
professional" level and attach an hours figure for the calendar year to work judged to be
allocated work. Who makes this assessment, against what benchmarks and how the hours
are identified for research including as it evolves and develops are unclear. I have addressed
this further below.

47.

To regulate academic hours of work in such a way as is proposed by the Academic Hours of
Work Claim would require a change in the way in which academic staff work and a paradigm
shift for academic staff themselves towards a highly regulated attendance and recording
environment, which academics would strongly resist. It is notoriously difficult to get academics
to comply with basic administrative requirements such as submitting leave forms, let alone
requiring them to record time and submit to supervisors verifying and monitoring their
attendance and time they have taken on research and other activities.

48.

It is difficult to envisage how the proposed clause could sensibly be applied to research only
staff and grant funded staff where funding for those roles is limited and often tied to grants
attaching specific rules with no allowance for overtime and with researchers operating
autonomously in the process of undertaking their research.

Inconsistent with existing Enterprise Agreement Arrangements
49.

The Academic Hours of Work Claim is inconsistent with existing requirements and
mechanisms in place regarding academic workloads and hours of work, not only at the
University but at most other Universities (at least the Go8 Universities). As set out above, the
University has structured academic workload mechanisms in place. These various
mechanisms and the guidelines principles they put in place with respect to academic
workloads have been developed in consultation with staff members and have been approved
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by a Committee comprising equal University and NTEU representatives. The provisions in the
EA regarding academic workloads were included based on agreement with the NTEU.
50.

The workload mechanisms take into account the nature of academic work as they put in place
guiding principles that are tailored not only to the University and Faculty's interests and
direction but also to the career aspirations, interests and circumstances of the individual staff
member and do not seek to record hours of research or cap or create barriers to research
efforts. There are also review and complaint mechanisms in place if a staff member cannot
agree on their workload allocation and/or if they have any other issues with their workload,
including considering that their workload is unreasonable.

51.

These current arrangements work and there is no need for those arrangements to change.

Difficult to Administer, Assess, Enforce, etc.
52.

The Academic Hours of Work Claim is confusing. It is not simple or easy to understand and it
will be extremely difficult for Universities to administer, assess, monitor and enforce. It would
also appear to require significant academic judgment to attempt to determine what is the
required work and, what are the ascertained hours and would impose a significant additional
and time-consuming burden on Heads of Departments and Heads of School.

53.

There are many issues with attaching a certain number of hours to the work of an academic
staff member based on what employees at the "relevant academic level and discipline could
with confidence be expected to perform that work in a competent and professional manner".
Some of these issues include:
(a)

in terms of what is "competent", knowledge is not linear it is an investigative
process. Academics at the same academic level in the same discipline can differ
vastly in terms of how long a particular task or research activity might take including
because it depends upon the question or issue they are pursuing. Sometimes it
can be a quick process and the academic can get a breakthrough and other times it
can be an incredibly protracted process - yet both may end up in an eminent
Journal publication. This can also be said for the work performed by the same
academic staff member - one research project may take the person a month and
another 6 months;

(b)

there is no single measure of competency - there can be three academics all at the
same academic level and all competent but they undertake their research or other
work in a different way and it takes a different number of hours for each of them to
do it. This does not mean that they have not performed the work in a competent
and professional manner;
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(c)

who "properly assesses" how much time a competent person would take to meet
the requirements. Does this require a panel of academics exercising their
judgement about how long it should take to produce a particular piece of work? If
the question was asked of 4 Professors in history how long will it take a Level C
academic staff member to answer a particular research question and publish an
article about their research, I think a consensus is unlikely;

(d)

different workloads and experience for different staff will also impact upon how long
it may take an academic staff member to perform particular work in a competent
and professional manner. If two academic staff members at the same academic
level lectured in the same course but one was doing it for the first time and the
other had been doing it for three years, whilst both competent and professional, it is
likely that the academic staff member who had been teaching the course for three
years would take less hours to perform the work.

Significant Cost Impact
54.

The Academic Hours of Work Claim, if accepted and required to be applied would involve
significant costs to the University. It is extremely difficult to assess what those costs would be,
but just the staffing time and systems costs would be enormous, let alone what the "overtime"
costs could be, such that the University would be likely to have to preclude certain research
work being undertaken at the self-directed discretion of the staff member.

55.

Universities will be forced to put in place a "fair and rigorous system for ascertaining the
ascertained hours" to meet the clause which effectively requires Universities to have complex
systems and measures in place for recording and monitoring academic hours of work and for
estimating or measuring the hours required for academic staff to perform their work. This will
require Universities to be able to identify the tasks that each academic staff member performs
and estimate the number of hours they should spend on each task.

56.

This would involve a complete reconfiguration of, or introduction of a completely new, system
because, other than teaching hours, academic staff (except casual sessional staff) have never
been required to record their hours of work before and are not under day to day supervision.
Whilst the University does record hours of work for some other staff this is because those
hours are quantifiable and measurable unlike academic hours of work related to research. Not
only will this involve significant costs in terms of the system itself and setting up an effective
platform but it will require additional professional staff employed to ensure compliance and that
everyone has recorded and reported on their hours of work. It will also involve additional
administrative duties for both academic staff in having to record their time and their
supervisors (presumably) who would need to sign off on those timesheets and verify the
activities.
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57.

It would be extremely difficult for the University to monitor the time spent on teaching and
research activity, let alone time spent on interaction with industry and the broader community.
A directive to staff that they limit their time would not only be difficult to police, it would
significantly undermine the relationship with academic staff and limit their research
development and career advancement.

58.

Universities are public institutions and publicly funded. They obtain money through the
Commonwealth Grant Scheme and HECS system and also full fee paying students (masters
and international). University budgets are very tight. Universities are required to report on
budgets under the auditing rules and what may look like profits to the University are put back
into the University. Further many of these amounts cannot be spent on salaries because they
are generally tied to funding and may be unspent money from research grants, capital
allocations from the Commonwealth Government, philanthropy for specific things. All
Universities are struggling to manage their salary bills as it is and this claim and many of the
other claims of the NTEU will inevitably lead to an increase in salaries which the Universities
simply do not have, undermining job security and requiring the Unviersity to limit the research
areas and activities of its academic staff.

59.

If the Academic Hours of Work Claim is accepted, the University will be required to pay
overtime to academic staff members, which it simply cannot afford. The practical impact of
this will be that academic staff will be told by the University to stop researching and stop
preparing for lectures, etc. once they hit 38 hours of work per week. Only certain research
with high reputational and financial impact would be able to continue without significant
restriction and micro-management. This is unimaginable and has serious implications.

60.

The relationship between the academics and the universities would be significantly
undermined. What is a collegial system will be no longer. The notion of hours is nonsense
when we are talking about leading thinkers and researchers in their field. For many, their life is
about research and transmitting those outcomes. We have mechanisms in place which put
reasonable limits around the amount of teaching they do so they can pursue their passions
within the ordinary week but also to not constrain them when they hit a breakthrough.
Academics want their labs open 24/7, if Universities closed the labs which is a real possibility
to prevent payment of overtime, there would be an outcry because these are self-driven,
passionate pursuers of truth and any constraint on that would completely destroy academic
culture.

Detrimental impact on international competitiveness
61.

The Academic Hours of Work Claim also has the very real potential to cause significant and
fundamental damage to the economy and the innovation, and reputation, of the academy of
Australia. It could destroy the research enterprise of the country. Academics will not support
this fundamental shift in the way they work and the requirement to monitor their hours of work,
performing their research in a prescribed amount of time and then being told to stop and only
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have access to labs during Monday-Friday, 9am to 5pm etc. This could cause a very large
"brain drain" to North America. Australian Universities will find it difficult to keep these world
class academics as it will be necessary to impose restrictions on them and the work that they
perform. It will inevitably lead to a loss of standing for Australian Universities.
62.

It is essential that the nature of academic work and academic culture is maintained and that
academic staff continue to have the flexibility they require and have always enjoyed to enable
them to pursue their passions and achieve innovation in an international expanding industry.
This is particularly important when these international competitors in the USA, Canada and the
UK do not regulate hours of work.

63.

Not only will the claim impact upon the international competitiveness of Australian Universities
but it could also put Australian Universities further at risk from the threat of private providers,
who have grown significantly particularly in offerings of on-line courses and who are not
covered by the Academic Award. The Go8 universities will be particularly impacted by the
claim as compared with universities outside the Go8. The Go8 are more vulnerable because
they contribute around 75% of Australia's total higher education research efforts. Only about
25% of the direct costs of research is covered by external grants with the remainder being
funded by income generated from teaching. If the Go8's teaching costs rise significantly then
the cross subsidy from teaching to research will be affected and will imperil Australia's
innovation and research system.

The Reading Policies Claim/Discipline Currency Claim
64.

In relation to the Reading Policies Claim that sessional staff who deliver 6 or more tutorials or
lectures to be paid 10 hours at the other required academic activity rate:
(a)

staff are not required to sit down and read every policy and procedure;

(b)

they are provided with induction and may be required to undertake as part of that
induction include online modules. Casual/sessional staff undertaking an online
module, for example the prevention of bullying or related training are paid to do so;

(c)

the vast majority of policies and procedures do not directly relate to their activities
and are a resource that is readily available on the staff intranet and could be
accessed if a particular circumstance arose;

(d)

staff have available many support staff in HR, Wellbeing, IT, and their supervisor, all
of whom can be called or emailed and provide guidance on what is required, rather
than the staff member having to determine what policy and procedures apply and
read through them all for that purpose; and

(e)

many staff are also PhD students at the University and would have knowledge of
relevant policies and procedures.
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65.

In relation to the Discipline Currency Claim;
(a)

casual sessional staff are engaged because they have the relevant expertise and
experience in the relevant subject matter of the lectures or tutorials to be taught;

(b)

a large number of sessional staff are PhD students or are otherwise industry
experts. A number of staff teach in multiple Universities, although we do not track
that. It is expected that any appointed academic would be capable of delivering the
particular tutorials or lectures;

(c)

development of the course or subject architecture, co-ordination of the course or
subject, determining the material for inclusion in the reading guides and preparation
of marking guides are predominantly done by continuing academic staff. In
comparison, sessional staff are predominantly involved in delivery of the lectures
and tutorials based upon those reading lists and guidance and assessment based
upon the marking guides.

Where sessional staff are undertaking unit or subject

co-ordination, there are additional payments provided; and
(d)

sessional rates set out in the Academic Award, and maintained in the EA, do not
involve payment of one hour for delivery of a one hour lecture or tutorial but
incorporate a period of preparation time and are paid a particular rate for each
activity, based upon:
(i)

1 hour delivery and 2 hours preparation in the case of a standard lecture;

(ii)

1 hour delivery and 3 hours preparation in the case of specialised or
complex lectures;

(iii)

1 hour delivery and 1 hour of preparation for a repeat lecture;

(iv)

1 hour delivery and 2 hours preparation in the case of a standard tutorial;
and

(v)
66.

1 hour delivery and 1 hour preparation in the case of a repeat tutorial.

This assessment or judgement is made by the ones deciding to engage the staff member at
the start of the relevant teaching period or particular lectures or tutorials. We have a diverse
spectrum of sessional staff with varying levels of expertise based on their experience and work
undertaken.
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NTEU Bargaining Claims

67.

I am informed by Jodi Dickson, Director Employee Relations, that many of the claims or areas
now sought by the NTEU have been the subject of previous bargaining claims and
negotiations in enterprise bargaining, including:
(a)

claims for regulation of academic workloads in the 2012 NTEU log that lead to the
current EA provisions I refer to above;

(b)

claims for paid induction and ongoing training in the 2012 log form the NTEU; and

(c)

claims in the 2012 log from the NTEU concerning reasonable steps to be taken by
the university to ensure professional staff were not working any additional hours
unless receiving overtime or TOIL.

Professor Stephen Garton

Date: 6 June 2016
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Unified National system 1986-1996, Melbourne University Press, Melbourne,
forthcoming
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Histories of Sexuality: Antiquity to Sexual Revolution Equinox, London,
Routledge, New York, 2004, pp.325. (Translated into Portuguese, História da
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The Cost of War: Australians Return, Oxford University Press, Melbourne,
1996, pp.310.
Out of Luck: Poor Australians and Social Welfare 1788-1988 Allen and
Unwin, Sydney 1990, pp.224.
Medicine and Madness: A Social History of Insanity in New South Wales
1880-1940, UNSW Press, Kensington, 1988, pp.222.

(b)
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(with Sydney Labour History Group) What Rough Beast? The State and
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(c)

Web sites
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(d)
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1920s Harlem’ (with Stephen Robertson, Shane White and Graham White),
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Australian Literary Studies, vol.20, no.4, October 2002, 336-49.
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‘The Scales of Suffering: Love, Death and Victorian Masculinity’, Social
History, vol. 27, no. 1, January 2002, 40-58.
‘Freud versus the Rat: Understanding Shell Shock in World War I’, Australian
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Roe, Deakin University Press, Geelong, 1998).
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(e)
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Memory and Commemoration, Routledge, London, 2000, 222-39.
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Zealand’ in C.Emsley and L.Knafla (eds), Crime Histories and the History of
Crime, Greenwood Publishing, Westport (USA), 1996, 271-90.
‘Return Home: War, Masculinity and Repatriation’ in J.Damousi and M.Lake
(eds), Gender and War, Cambridge University Press, Melbourne, 1995, 191204.
‘Cultural History and Anzac History’ in Deryck Schreuder (ed), The
Humanities and a Creative Nation: Jubilee Essays, Australian Academy of the
Humanities, Canberra, 1995, 211-31.
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M.Wearing and R. Berreen (eds), Welfare and Social Policy in Australia: The
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‘What Have We Done?: Labour History, Social History, Cultural History’ in
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Oxford University Press, Melbourne 1989, pp.242-63.
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‘The State, Labour Markets and Incarceration: A Critique’ in M. Findlay and
R. Hogg (eds), Understanding Crime and Criminal Justice Law Book
Company, North Ryde, 1988, 309-35.
‘Freud and the Psychiatrists: The Australian Debate 1900-1940’ in B. Head
and J. Walter (eds), Intellectual Movements in Australian Society Oxford
University Press, Melbourne, 1988, 170-87.
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‘Policing the Dangerous Lunatic: Developments in New South Wales 18431914’ in Mark Finnane (ed), Policing in Australia: Historical Perspectives
NSW University Press, Kensington, 1987, 74-87.
‘Changing Minds’ in A. Curthoys, A.W. Martin and T. Rowse (eds),
Australians From 1939 Fairfax, Syme and Weldon Associates, Sydney, 1987,
343-55.
‘Bad or Mad?: Developments in Incarceration in New South Wales, 18801920’ in Sydney Labour History Group (ed), What Rough Beast ? The State
and Social Order in Australian History Allen and Unwin, Sydney, 1982, 89110.
‘The Melancholy Years: Psychiatry in New South Wales 1900-1940’ in R.
Kennedy (ed), Australian Welfare History: Critical Essays Macmillan,
Melbourne, 1982, 138-66.

(f)
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‘Marked Men: Anxiety, alienation and the aftermath of war’, Griffith Review,
No. 48, 2015, 110-15 (also published in The Conversation, 23 April 2015).
‘David Clarkson Maddison’ in Melanie Nolan (ed), Australian Dictionary of
Biography, vol. 18, Melbourne University Press, Melbourne, 2012, 108-9.
‘Phillip Cecil Thompson” in Melanie Nolan, (ed), Australian Dictionary of
Biography, vol. 18, Melbourne University Press, Melbourne, 2012, 505-6.
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changed? Introduction’ in Ian Donaldson and Mark Finnane (eds), Taking
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Crawley, 2012, 29-33.
‘The Democratisation of Knowledge in the Digital Age’, History Council
Bulletin, Spring, 2008, pp.1-5.
‘Thematic Review – Manhandled: Battle Lines in Manliness and Masculinity’,
Gender & History, vol. 20, no. 2, August 2008, 416-20.
‘Overview: Sexuality’ in Bonnie G. Smith (ed.), Oxford Encyclopaedia of
Women in World History Vol. 4, Oxford University Press, Oxford, 2008, 6-10.
‘Heterosexuality’ in Bonnie G. Smith (ed.), Oxford Encyclopaedia of Women
in World History Vol. 4, Oxford University Press, Oxford, 2008, 20-5.
‘Harry Richard Bailey’ in Diane Langmore (ed.), Australian Dictionary of
Biography, vol. 17, Melbourne University Publishing, Melbourne, 2007, 48-9.
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‘William Clifford’ in Diane Langmore (ed.), Australian Dictionary of
Biography, vol. 17, Melbourne University Publishing, Melbourne, 2007, 2245.
‘Phillip Muskett’ (with Beverley Kingston) in Chris Cunneen, Jill Roe,
Beverley Kingston and Stephen Garton (eds), Australian Dictionary of
Biography: Supplement 1580-1980, Melbourne University Publishing,
Melbourne, 2005, 298-9.
‘Edwin Street’ in Chris Cunneen, Jill Roe, Beverley Kingston and Stephen
Garton (eds), Australian Dictionary of Biography: Supplement 1580-1980,
Melbourne University Publishing, Melbourne, 2005, 371-2.
‘Memoir: Private Life of a Public Man’, Griffith Review no. 10, 2005, 248-50.
‘William Yeo’, in John Ritchie (ed), Australian Dictionary of Biography, Vol.
16, Melbourne University Press, Melbourne, 2002, 602-3.
‘Cedric Howell Swanton’ in John Ritchie (ed), Australian Dictionary of
Biography, Vol. 16, Melbourne University Press, Melbourne, 2002, 352.
‘Modernity and the Monstrous: the Making of the Modern Psychopath’, Arts,
vol. 23, 2001, 64-81.
‘John McGeorge’ in John Ritchie (ed), Australian Dictionary of Biography,
vol. 15, Melbourne University Press, Melbourne, 2000, 213-14.
‘The Not So Good News: Archives and History’, Australian Family Tree
Connections, January 2001, 15-17.
‘Cut Off From the Source’, The Australian (Higher Education Supplement), 22
November 2000, 37.
‘Writing Eugenics: A History of Classifying Practices’ in Martin Crotty, John
Germov and Grant Rodwell (eds), ‘A Race for a Place’: Eugenics, Darwinism
and Social Thought and Practice in Australia, Proceedings of the History and
Sociology of Eugenics Conference, University of Newcastle, 27-28 April
2000, 9-18.
‘Charles William Oakes’ in Ann Millar (ed), The Biographical Dictionary of
the Australian Senate Vol.I, Melbourne University Press, Melbourne, 2000,
53-5.
‘Robert Storrie Guthrie’ in Ann Millar (ed), The Biographical Dictionary of
the Australian Senate Vol. I, Melbourne University Press, Melbourne, 2000,
168-71.
‘Cultural History’ in Graeme Davison, John Hirst and Stuart Macintyre (eds),
Oxford Companion to Australian History, Oxford University Press,
Melbourne, 1998, 165-6.
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‘Eugenics’ in Graeme Davison et.al. (eds), Oxford Companion to Australian
History, Oxford University Press, Melbourne, 1998, 226-7.
‘Madness’ in Graeme Davison et.al. (eds), Oxford Companion to Australian
History, Oxford University Press, Melbourne, 1998, 406-7.
‘Social Welfare’ in Graeme Davison et.al. (eds), Oxford Companion to
Australian History, Oxford University Press, Melbourne, 1998, 593-5.
‘The War-Damaged Citizen’ in Paul Patton and Diane Austin-Broos (eds),
Transformations in Australian Society, Research Institute for the Humanities
and Social Sciences, University of Sydney, 1997, 33-44.
‘Caroline Grills’ in J. Ritchie (ed), Australian Dictionary of Biography,
Vol.14, Melbourne University Press, Melbourne, 1996, 334-5.
‘Reginald Stuart Jones’ in J. Ritchie (ed), Australian Dictionary of Biography,
Vol.14, Melbourne University Press, Melbourne, 1996, 584-5.
‘Anzac Health: A.G. Butler and the Writing of the Official Medical History of
Australia During the 1914-18 War’ in Kate Darian-Smith (ed), Working
Papers in Australian Studies, Sir Robert Menzies Centre for Australian
Studies, Institute of Commonwealth Studies, London, 1994, 97-110.
‘Deserving Justice: Social Outcasts and Australian History’ in Marie Metzke
(ed), Giving History the Justice it Deserves: Proceedings of the Annual
Conference of the Royal Australian Historical Society with Affiliated Societies
9-10 October 1993, Royal Australian Historical Society, Sydney, 1993, 36-41.
‘Stephen Leslie Bradley’ in J.Ritchie (ed), Australian Dictionary of Biography,
Vol.13, Melbourne University Press, Melbourne, 1993, 245-6.
‘William Seigfried Dawson’ in J.Ritchie (ed), Australian Dictionary of
Biography, Vol.13, Melbourne University Press, Melbourne, 1993, 596.
‘From Labour History to Social History’ G. Patmore (ed), History and
Industrial Relations, Australian Centre for Industrial Relations Research and
Teaching, Monograph No.1, Sydney, 1990, 16-29.
‘Robert Stopford’ in J. Ritchie (ed), Australian Dictionary of Biography,
Vol.12, Melbourne University Press, Melbourne, 1990, 105.
‘Roy Coupland Winn’ in J. Ritchie (ed), Australian Dictionary of Biography,
Vol.12, Melbourne University Press, Melbourne, 1990, 540-41.
‘Historians and Archives’, Locality Vol.3, No.4, 1989, 3-4.
‘Horace Henry Nowland’ in G. Serle (ed), Australian Dictionary of Biography
Vol.11, Melbourne University Press, Melbourne, 1988, 43-4.
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‘Patrick O’Shea’ in G. Serle (ed), Australian Dictionary of Biography Vol.11,
Melbourne University Press, Melbourne, 1988, pp.105-6. Reprinted in C.
Coultould-Clark (ed), The Diggers, Melbourne University Press, Melbourne,
1993, 279-80.
‘Chisholm Ross’ in G. Serle (ed), Australian Dictionary of Biography Vol.11,
Melbourne University Press, Melbourne, 1988, 455-6.
‘Eric Sinclair’ in G. Serle (ed), Australian Dictionary of Biography Vol.11,
Melbourne University Press, Melbourne, 1988, 614-15.
‘Frederick William Neitenstein’ in G. Serle (ed), Australian Dictionary of
Biography Vol.10, Melbourne University Press, Melbourne, 1986, 674-5.
‘Charity and Welfare in Australia’ in History Teachers Association of New
South Wales (ed), Australia: Issues and Images History Teachers Association,
Rozelle, 1985, 10-23.
‘Urban Insanity: Incarceration in New South Wales from the 1870s to the
1930s’ Sydney Gazette No.6, 1984, 20-30.

(g)

Reviews
I have written film reviews for Cinema Papers and book reviews for
Australian based journals such as Overland, World Review, Arena, Labour
History, Politics, Labour Forum, Australasian Journal of American Studies,
Australian and New Zealand Journal of Criminology, Journal of Australian
Studies, Australian Journal of Politics and History, Australian Historical
Studies, Australian and New Zealand Journal of Psychiatry, Journal of the
Royal Australian Historical Society, Australian Book Review, History
Australia, and Journal of Religious History, and for overseas journals such as
Metascience, Journal of the History of Behavioral Sciences, Bulletin of the
International Association for the History of Crime and Criminal Justice,
Victorian Studies, Gender & History, War in Society and Criminal Justice
History.

(h)

Conference Papers
‘Present Blinkers/Past Practices: Missions, Methods, Management’, Keynote
Address, 14th Australian and New Zealand Society for the History of Medicine
and 7th World History of Medicine Society Joint Congress, Australian Catholic
University, 3 July 2015.
‘Bureaucrats on Tour: Transnationalism and Localism in the Construction of
19thc Patient Populations’, 2nd International Research Workshop: Psychiatric
History and the History of Psychiatry, Australian Catholic University, 29 June
2015.
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‘The Failure of Eugenics in Australia and New Zealand’, History of Eugenics
Conference, University of Otago, 7 February 2015.
‘Legacies of War: The Anzac Legend and Australian Culture’, 14th Chinese
Australian Studies Association Conference, Keynote Address, Mudanjiang
University, 11 July 2014.
‘Building the Platform for Sustainable Growth: The Australian Case Study’,
Keynote address, 7th Universities’ Global Strategy Symposium – ‘Driving
University Reform through Innovation’, Tokyo, 1 November 2013.
‘Empire Nationalism and the Demobilisation of Anzacs’, Empire And
Demobilisation Conference, Dublin, 18-20 May 2012 (invited paper)
‘Demobilisation, Embittered Veterans and the Struggle for Citizenship Rights
in Australia 1918-25’, Demobilisation Workshop (invited paper), University
College Dublin, 10-11 September 2010.
‘Welfare History – where have we come from and where are we going”,
Keynote Plenary Session with Em. Prof Jill Roe and Dr Brian Dickey (invited
paper), Third Australasian Welfare History conference, UNSW, 18 February
2010.
‘From Health to Well-being: Histories and Subjectivities’ Invited Keynote
Address, Tasmanian Historical Association Conference, 5 September 2009.
‘Historicism and other dilemmas in writing histories of sexuality’ Let’s Talk
About Sex: Histories of Sexuality in Australia and New Zealand Conference,
Keynote Address, Macquarie University, 2 October 2008.
‘Taking another Man’s Wife: Manhood, Mateship and Returned soldier
Fantasies in World War II’, When the Soldiers Return Conference, University
of Queensland, 28-30 November, 2007.
‘Dismissing the Past: Why the idea of the asylum might still be relevant today’
Griffith University Centre for Public Culture and Ideas Symposium ‘Australian
Asylums and their histories’, Museum of Brisbane, 23 November, 2007.
“The name insane gives a man the miserables”: Asylum Histories in Australia’,
invited paper, Royal Australian and New Zealand College of Psychiatrists
Congress, Convention Centre Darling Harbour, 23 May 2005.
‘Uncovering Sex: Investigating Women’s Sexuality in New York, 1913-1953’,
Women’s Sexualities Conference, Indiana University, Bloomington, 13-15
November, 2003.
‘Changi: Myth, Memory, Narrative and History’, Keynote Address, Frontlines:
Gender and War Conference, Melbourne, 12 July 2002.
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‘Contesting the Canon: The ADB Supplementary Volume Project’, Australian
Historical Association Conference, Brisbane, 4 July 2002.
‘My Brilliant Career and Men’, invited paper, Centenary Symposium on My
Brilliant Career, State Library of NSW, 11 August 2001.
‘A Little Bump on the Head: Lives and Stories of Delinquent Girls in New
York, 1918-1940’, Keynote Address, Lives, Stories, Narratives Conference,
Monash University, 15-18 July, 2000.
‘Writing the History of Eugenics’, Keynote Address, History and Sociology of
Eugenics Conference, Keynote Address, University of Newcastle, 26-8 April,
2000.
‘Crime, Prisons and Psychiatry in NSW, 1880-1940’, The Criminal and the
Scientists Conference, Joint German Historical Institute, Washington DC and
European University Conference, Florence, 16 October 1998.
‘Conversations and Dialogues: Love and Death in The Diaries of Dr J.W.
Springthorpe’, Lives, Stories, Narratives Conference, Monash University, 1820 July 1997.
‘Researching Masculinity - Panel Session’ (invited paper), Women, Gender
and Sexuality Conference, Monash University, 19-20 July 1996.
‘The War Damaged Family’ (invited paper), Australian Historical Association
Conference, University of Melbourne, 14-18 July 1996.
‘Freud Versus the Rat: Understanding Shell Shock During WWI’ (invited
paper), Intellect and Emotion: A Symposium to Celebrate the Work of
Professor Michael Roe, University of Tasmania, Hobart, 29-31 March 1996.
‘Legends of the Fall: Romancing Soldiers and Sex Anxiety’, Explorations in
Gender, Sexuality and History: A Symposium for Barbara Caine, University of
Sydney, 13 May 1995
‘Cultural History and Anzac History’ (invited paper), Australian Academy of
the Humanities, ‘"Celebrating the Humanities": Silver Jubilee Symposium’,
State Library, 5 November 1994.
‘After the Convicts: Crime and Policing in Australia’ (invited paper), British
Social History Society Conference, ‘Crime, The Law and Criminal Justice’,
Luton University, 6 January 1994.
‘The State and Labour’ (invited paper), Canadian and Australian Labour
History Conference, University of Sydney, 17 December 1993.
‘Deserving Justice?: Social Outcasts and Australian History’ (invited paper),
Royal Australian Historical Society and Affiliated Societies Conference,
Police Academy, Goulburn, 10 October 1993.
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‘Feed him to the Sharks: The Graeme Thorne Kidnapping’ (invited paper),
Australian Cultural History ‘Exceptional Crimes/Extraordinary Trials’
Conference, Victoria Hotel Melbourne, 20 June 1992.
‘The Media and Kidnapping in Australia’ (invited paper), National Law
Enforcement Media Liason Officers’ Conference, 12 October 1992 – abstract
of this paper published in conference proceedings edited by Des Berwick,
National Police Research Unit.
‘From Labour to Social History’ (invited paper), Conference on History of
Industrial Relations, Australian Centre for Industrial Relations Research and
Teaching, University of Sydney, 29 June 1990.
‘The Work of Policing: Policing in Queensland 1880-1914’, AustralianCanadian Labour History Conference, University of Sydney, 14 December
1988, (joint paper with Dr M. Finnane).
‘The Idea of the Asylum’, Australian Historical Association History ‘86
Conference, Adelaide, 28 August 1986.
‘Sir Charles Mackellar and Child Welfare in NSW’ Unfortunate and
Troublesome: A Welfare History Conference, University of Sydney, 21
September 1984.
‘Policing the Dangerous Lunatic: Nineteenth Century NSW’, AHA History ‘82
Conference, University of NSW, 27 August 1982.

(i)

Other Papers and Lectures
‘Shaping Australia: How a Century of War Changed us’, Sydney Writers
Festival Panel discussion with Julianne Schultz, Jenny Hocking and Tim
Rowse, 23 May 2015.
‘Enduring Legacies: Panel Discussion’, Sydney Ideas, Panel presentation with
Julia Horne, Tim Rowse, Tamson Pietsch, James Brown and Jeannine Baker,
23 April 2015.
‘Enduring Legacies’, Brisbane Powerhouse and ABC Radio National, Panel
discussion with Paul Barclay, Jenny Hocking and Shane Pike, 12 April 2015.
‘’Beyond 1914: War, Death and Memory’, Sydney Ideas, Panel discussion with
Joy Damousi, Brad Manera, Julia Horne, Tamson Pietsch, Kerry O’Neill, 9
September 2014.
‘David Scott Mitchell and Jean-Paul Sartre: The Democratisation of
Knowledge in a Digital Age’ Second David Scott Mitchell Memorial Lecture,
State Library of NSW, 21 August, 2007.
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‘Lunacy and Family History’, Society of Australian Genealogists Workshop
‘Asylum Seekers’, 27 March, 2004.
The Making of the Psychopath’, Public Lecture, Centre for Forensic Science,
University of Technology, Sydney, 28 November 2002.
‘Changi as Television’, Seminar paper, History Program, RSSS, ANU, 5
September 2002.
‘The Great Debate About History’ – Symposium with Richard Evans, Keith
Windschuttle, Behan McCullagh, Stephen Garton, Dirk Moses, Joy Damousi’,
UNSW, 27 July 2002.
‘Evil’, University of Sydney Arts Association Public Lecture, 18 September
2001.
‘The Psychopath: Governing Problem Populations in England 1880-1940’
(invited paper), RSSS Research Seminar, Australian National University, 3
September 1998.
‘Scholarship and the Academy’ (invited paper), "Uses and Abuses of
Scholarship", public seminar organised by the Independent Scholars
Association of Australia, State Library of NSW, 29 November 1997.
‘A Madwoman’s Diary’ (invited paper), Committee for Australian Studies and
Centre for Women’s Studies Seminar, Harvard University, Cambridge Mass.,
18 March 1994.
‘Veterans and Social Welfare: The Problem of Returning Soldiers after WWI’
(invited paper), Department of History and Department of Social Work
Seminar, University of Manitoba, Winnipeg, Canada, 4 March 1994.
‘Soldiers, Shell-shock and Sexuality: Tensions in the Civil Assimilation of
Veterans of the 1914-18 War’ (invited paper), Department of History and
Centre for Women’s Studies Seminar, Indiana University, Bloomington, 1
March 1994.
‘Anzac Health: A.G. Butler and the Writing of the Medical History of the
Australian Armed Forces 1914-18’, Sir Robert Menzies Centre for Australian
Studies and Institute of Commonwealth Studies, University of London, ‘Health
and Empire’ Seminar, London, 21 January 1994.
‘The Cost of War: Soldier Repatriation in Australia’, Lecture to the Royal
Australian Historical Society, 26 October 1993.
Participant in Ideas for Australia Workshop ‘What is a Citizen?’ Sydney, 6
August 1992.
‘Themes in Australian History’, Bemidji University (USA) Tour group
lectures, 12-13 November 1991.
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‘The Cost of War’, University of Western Australia, Staff/Postgraduate
Seminar, 9 August 1991.
‘Health and Environment in Nineteenth Century Australia’, guest lecture in
History of the Environment Course (Co-ordinator Dr Sharon Beder),
University of Sydney, 17 April 1991.
‘Recent trends in social and cultural history’, University of Sydney, Faculty of
Architecture Postgraduate Research Methods Seminar, 10 April 1991.
‘Returned Soldiers in Australia’, University of Sydney, History Department
Postgraduate Seminar, 14 March 1991.
‘Letters of Anger’, Australian Culture Workshop ‘Anger’ Seminar, State
Library of NSW, 13 October 1990.
‘Foucault and Incarceration’, Foucault and History Seminar, University of
Sydney, 13 July 1990.
‘Policing Incorrigible Rogues: Patterns of Policing and Punishment in NSW
1870-1930’ Public Lecture Series sponsored by NSW Police and Justice
Museum and Royal Australian Historical Society, Police and Justice Museum,
2 May 1990.
‘Poverty in Australia – A History’, University of Sydney, Department of Social
Work, Staff Seminar, 29 March 1990.
‘History of Madness in NSW’, paper given to NSW Society for the History of
Medicine, University of New South Wales, 22 November 1989.
‘Lunatic Asylums in NSW’ Paper read before Royal Australian Historical
Society, 31 October 1989.
‘Where are we and where are we going in Australian History’ Public lecture at
State Library of NSW, organised by Library Society of NSW and History
Department, University of Sydney, 5 August 1989.
‘Economic and Social Change in Australia in the 1920s and 1930s’ History
Department and History Teachers Association, Lecture Series for HSC
students, 15-16 June, 1989.
‘Social History and Archives’ Workshop of Professional Historians
Association and Archives Office of NSW, 10 June 1989.
‘Psychiatry and Ethics: A History of Developments in New South Wales’,
Prince of Wales Hospital, Medical Ethics Seminar, 28 April 1989.
‘Australia and the Great Depression’ United States Information Service
Lectures, University of Sydney, 7 April 1989.
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‘Social History’ University of Sydney, Critical Approaches to History
Lectures, 14 March 1989.
‘Decarceration: Recent Debates’ University of Sydney, Department of Social
Work, Staff Seminar, 25 September 1988.
‘Asylums and Social Reform in Australia, 1840-1920’, University of Sydney,
History Department Staff Seminar, 11 November 1985.
‘Incarceration and Decarceration’, University of NSW, School of Sociology,
Staff Seminar, 24 October 1984.
‘The Making of Urban Insanity’, Paper presented to Sydney History Group,
Evan-Jones Theatre, Rozelle Hospital, 21 October 1983.
‘The Commitment of the Mentally Ill in NSW’ University of NSW, School of
Law, Guest Lecture, 1 October 1982.
‘Prisons, Mental Asylums and Juvenile Reformatories in NSW, 1788-1940’,
University of NSW, School of Law, Guest Lecture, 2 August 1982.
‘The Dangerous Lunatic in NSW’, University of NSW, School of History,
Staff Seminar, 26 May 1982.
‘Lunacy and Social History’, Sydney University Australian History Seminar, 1
October 1981.
‘Charity and Welfare’, NSW Department of Education, In-Service Training
Lecture, 17 July 1981.
‘Psychiatry and Eugenics in NSW, 1880-1930’, Sydney University Australian
History Seminar, 19 June 1980.

(j)

Media Interviews
Since 1988 I have been interviewed a number of times by the media
concerning my research. These have included radio interviews on; ‘Late Night
Live’ (2RN), “Life Matters – Julie Macrossen’ (Radio National), ‘Simon
Marnie’ (Radio National), ‘Phillip Adams’ (2UE), Phillip Adams (Radio
National), ‘Kel Richards’ (2BL), ‘Richard Glover’ (2BL), ‘James O’Brien’
(Rural Australia Radio), Graham Denmead (7ZR) and ‘Talking History’
(2RN), Paul Murphy (Radio National). I have been interviewed on Television
on ‘Ray Martin Midday Show’, Sky News, Sex/Life and for the TV Opening
Learning Program ‘Introduction to Australian Studies’ and also ABC 24
Morning News. I have also been interviewed for the Sydney Morning Herald
‘Spectrum’ Section.

4. Consultantcies
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1998: Consultant to Film Australia and Australian Consolidated Press Television
Series and associated publication – "Our Century".
1996: Co-Manager (with A/Professor R.I. Jack) of Heritage Consultancy Team for
Heritage Study of the City of Greater Lithgow.
1995: Consultant to Department of Public Works, State Projects, Heritage Division,
for project ‘Royal Prince Alfred Hospital’. This involved the preparation of a report on
the historical significance of the hospital.
1992: Consultant to Department of Public Works, Heritage Division, for project ‘The
Kirkbride Block, Rozelle Hospital’. This involved the preparation of an assessment of
the historical significance of the Kirkbride Block.

5. Professional contributions
i) Editorial Responsibilities
Co-editor, Journal of the Royal Australian Historical Society (1990-2002).
Associate editor, Labour History (1992-5).
Member, Editorial Board, Journal of Australian Colonial History (1999-)
Member, Editorial Board, Law and History (Chicago) (2000-2005)
Member, Editorial Board, Australian Dictionary of Biography (1999-)
Correspondent, Australian Historical Studies (1997-2002)
i) Membership of professional societies
Member, Australian Historical Association (1980- )
Member, History Council of NSW (1997- )
Member, Royal Australian Historical Society (1989- )
Member, Sydney Association for Studies in Society and Culture (1988-90)
Member, Australian Society for the Study of Labour History (1984- )
Member, Australian Studies Association (1986- )
Member, International Association for the History of Crime and Criminal Justice
(Paris), (1993- )

ii) Officer in professional societies
Member, Council of the Australian Academy of the Humanities (2007-10)
Editor, Australian Academy of the Humanities (2007-9)
Treasurer and Member of the Executive Committee of the Australasian Council of
Deans of Arts, Social Sciences and Humanities (2005-7)
Member, Management Committee, History Council of NSW (2001)
Member, Executive Committee, Australian Historical Association (1996-8)
Member of Executive Committee, Australian Society for the Study of Labour History
(1989-96)
Vice-President, Sydney Branch of the Australian Society for the Study of Labour
History (1993- 96)
Co-ordinator, Sydney Association for Studies in Society and Culture (1988-9)
iii) Other
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Member, Research School of Social Sciences, ANU, Research Advisory Board (20022006)
Member NSW Working Party of the Australian Dictionary of Biography (1989- )
Refereed articles for various journals – Labour History, History of Education Review,
Australian Historical Studies, Journal of Australian Studies, UTS Review, Journal
of Australian Colonial History, Australian Journal of Politics and History,
Australian Journal of Human Rights, Melbourne Journal of Politics, Studies in
Western Australian History and Journal of Religious History, American Historical
Review, Journal of American History, Victorian Studies, Asian Women and War in
History.
Read manuscripts for Allen and Unwin, Melbourne University Press, Wiley, Oxford
University Press, Harper/Collins, Routledge and Northern Australia Research Unit
External Examiner for Postgraduate research theses from Australian National
University (5), University of Melbourne (3), University of Queensland (2),
University of Western Australia (3), Monash University (3), University of
Newcastle (3), Griffith University (3), University of Wollongong (3), University of
Technology Sydney (4), La Trobe University (1), UNSW (2), University of
Tasmania (1), Murdoch University (1), Macquarie University (1), Deakin
University (3), Flinders University (1), University of New England (1) and
University of Western Sydney Macarthur (2). Internal examiner at the University
of Sydney for a number of theses in the History Department but also Department
of Gender Studies (3), Art History and Theory (1) and Faculty of Law (1).
External marker for BA (Hons) and MA Courses, ‘Comparative Welfare History,
Flinders University (1989-93)
Judge, Australian Historical Association Manuscript Prize, 1996.
Judge, NSW History Fellowship, NSW Premier’s Department, 1997.
Judge, Ernest Scott History Prize (2004)
Member, NSW Attorney-General’s Department Working Party to draft Guidelines for
Access under the 1998 State Records Act.
Expert assessor for National Cultural Heritage Committee (2000- )
External Member, Selection Committee for Professor of Gender History and Senior
Fellowship in Australian Social and Cultural History, RSSS, Australian
National University (2000).
External Member, Monash University ARC Small Grants Committee (1998).
Member, External Review Panel for Faculty of Arts Deakin University (2003).
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External member, Selection Committee for Professor/Senior Fellow in History and
General Editor Australian Dictionary of Biography, RSSS, ANU (2004).
Chair of External Review Committee, School of History, Philosophy, Religion and
Classics, Queensland University (2004).
Chair of External Review Committee, School of Historical Studies, Monash
University (2004).
Chair, External Review Committee, School of Political and Social Inquiry, Monash
University (2006)
External Member Professor and Head of School Selection Committee, Faculty of Arts,
Deakin University (2005).
External Member, Selection Committee for the Max Crawford Chair of History,
Melbourne University (2006)
Research Quality Assessment Reviewer, University of Western Australia, Modern
History grouping, October (2005).
External member level E and level D promotions committee, UTS, 2006 and 2007.
Member, Selection Committee, National Museum of Australia Fellowships, 2006.
Member, External Review Committee of the Faculty of Humanities and Social
Sciences, La Trobe University (2007)
External Member for Selection Committee Manning Clark Chair of History, ANU
(2008/9)
Australian Research Council Ozreader (2000- )
Royal Society of New Zealand Marsden Fund Assessor (2004- )
Member, Australian Research Council ERA Esteem Indicators Committee (2009)
Member, Validation Panel for the Draft Australian Citizenship Test Resource Book,
Department of Immigration and Citizenship (2009)
Member, ARC Laureate Fellowships Committee (2010-2012)
Member ARC Advisory Council (2011-14)
Member of the Board US Studies Centre (2009-)
Member of the Board, George Institute (2009-10)
Member of the Board Westmead Millennium Institute (2011-12)

21
Member of the NSW Government Centenary of Anzac Advisory Council (2012-)
Governor on the Council of Ascham School (2013-)
External and Corresponding Member of the selection committee for the Wesfarmers
Chair of Australian History, University of Western Australia (2013)
Member of the ACOLA Committee Report (Securing Australia’s Future Report 13)
‘Review of Australia’s Research Training System’ (2015/16)

II. TEACHING
a) Courses
1998-2001

‘Writing History’ and ‘Recovering History’. These are the Second Year
Special entry units for intending Honours students.

1996-8

‘Postgraduate Research Students Theory and Method Seminar’.

1995-2001

‘Histories of Sexuality’. Hons III/IV Seminar.

1992

‘Europe and the New World: Australia, USA and South Africa 16071914’, with Richard Waterhouse and Deryck Schreuder.

1991

‘The Making of Settler Societies: Australia and USA 1607-1914’, with
Richard Waterhouse.

1989-90

‘The People’s Welfare: Social Experiments in Australia’, MA Course.

1988-90

‘Between the Wars: Australian Social and Cultural History 1914-39.
Senior II/III Year unit.

1988-90

‘Workingman’s Paradise?: Australian Social History 1860-1914’,
III/IV Honours Seminar unit.

1988

‘Colonial Charity: Social Policy in Nineteenth Century Australia’.
Senior II/III Year unit.

At Griffith University my primary teaching responsibilities (1983-7) were associated
with the development of the Part-time BA Degree Programme, modelled on the Open
University System. I was responsible for planning, writing and teaching the following
1st and 2nd year courses.
Penal Colony 1
The Family in History
Penal Colony 2
Poverty in Australia
Aboriginal History
Researching Ageing
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In addition I was involved in teaching 2nd and 3rd year courses in the ordinary fulltime BA programme.
Settlement and Society
Knowledge and Power
In curriculum design I was involved in the following ‘Areas of Study’ teams.
Part-time BA Programme Planning Team
Australian Studies Planning Team
Culture and Government Planning Team
Women’s Studies Initial Planning Team
c) Student supervision
In 1992 I was ‘highly commended’ in the SUPRA ‘Supervisor of the Year’ awards.
Two of my BA (Hons) students have had part of their theses published in refereed
journals and two of my PhD students have had their thesis published by a University
Press. Seven of my former PhD students have academic appointments (two at Level
E), another is a history curator at the Powerhouse Museum and another historian for
the Northern Lands Council (Western Australia). Since my appointment at Sydney
University I have supervised the following students.
i) BA Honours
2013
2009
2008

Hilary Bretag ‘SP Bookmaking in NSW 1936/7)
Sean Cosgrove ‘Victorian Hermaphrodite’
Rebecca Benson ‘Religious Insanity’

(I)
(I)
(I)

2007

Dave Earl ‘Mental Disability and Parents Groups’
Eugene Schofield ‘Japanese Subs in Syd Harbour

(I)
(I)

2005

Catherine Mann ‘Women and Crime in 1950s’

(I)

2001

Robert Yerserski ‘Firemen and Masculinity
Lara Kostakidis-Lianos ‘Mandatory Detention’
Harriet Eager ‘8 Hour Day Parades’
Emma Barnard ‘AIDS Narratives’

(I, Medal)
(I, Medal)
(I)
(I)

1999

David Rayment ‘General Philosophy Strike’
Stephanie Cooper ‘Baby farming in NSW’
Patrick Muhlen-Schulte ‘Musica Viva’

(I)
(II/I)
(II/I)

1997

Arlie Loughnan ‘1970s Feminism’
Nee Tran-Dinh ‘Comic Books in Australia’
Joanne Ronalds ‘Mary Booth’

(I)
(II/I)
(II/I)

1996

James Enderbury ‘Psychology and Criminology’
James Park ‘Eugenics in Britain’
John Bailey ‘Architecture of Education’

(I)
(II/I)
(I)

1995

Suzanne Christie ‘Criminal Heroes’
Fiona Graham ‘Sexology’

(I)
(I)
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Alison Jury ‘Irish Catholics and Royalty’

(II/I)

1993:

Tara Gilder ‘Parramatta Girls Home’
Fiona Dransfield ‘Marriage Counselling’
Elizabeth Astle ‘Slum Literature’
Craig Powell ‘Windeyer as Judge’

(II/I)
(II/I)
(I)
(I)

1992:

Damien Lucas ‘Aborigines and Police’
Patrick Duffy ‘Campbelltown 1950-70’

(I)
(II/I)

1991:

Jeff Grant ‘The Rothbury Miners’ Strike-1929’

(II/I)

1990:

Andrew Combe ‘Police in NSW’
Chris Mead ‘Prisons in NSW’
Georgiana Sheridan (co-supervisor)
‘Aborigines at Gove’

(II/I)
(I)
(II/I)

1989:

Julia Burke ‘Museums’
Meredith Hall ‘Newsreels in WWII’
Caroline McQueen ‘The New Woman’

(II/I)
(II/I)
(II/I)

1988:

Erik Eklund ‘History of Port Kembla’
Ronald Tierney ‘Asylum Architecture’
Jill Forinash ‘Women’s Magazines’
John Cronan ‘Temperance’

(I)
(II/I)
(II/I)
(II/I)

ii) MA(Pass) and M.Litt Long Essays
1999
Ben Skerman ‘Sydney Hospital’
(Distinction)
1992:
Gordon Roberts ‘Factory Acts in NSW’
(Pass)
1991:
Joe Hallion ‘Workers Compensation’
(Pass with Merit)
1990:
Jennifer Raines ‘The 1967 Referendum’
(Pass with Merit)
Linda Wobith ‘Prostitution in NSW’
(Pass)
1989:
Helen Lucas ‘Hypnotism’
(Pass with Merit)
Kathryn Fairfax ‘Timberworkers Strike’ (Pass with Merit)
Rose Winser ‘Bulli Mine Disaster’
(Pass with Merit)
Cynthia Scherer ‘First Wave Feminism’
(Pass with Merit)
Robert Rabbidge ‘Juvenile Reform’
(Pass)
Deborah May ‘W.G. Spence’
(Pass)
Kylie Barrett ‘Women’s Magazines in 1950s’
(Pass)
iii) Postgraduate Research Students Awarded Their Degree
Mark Staniforth ‘Passenger Travel to Australia 1838-88’(MA - 1993)
Morris Graham ‘A.B. Piddington’ (1993)*
Erik Eklund ‘Space and Locality at Port Kembla 1900-50’ (1995)*
Leonora Ritter ‘William and Mary Windeyer’ (1995)
Samantha Frappell (co-supervisor) ‘Religion in NSW 1950-70’ (1995)
John Pomeroy ‘Morale in Sydney in World War II’ (1996)
Ian Hoskins ‘Public Space in Sydney 1820-1940’(1996)
Fiona Skyring ‘Riots Against Disloyalty 1918-20’ (1997)
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Chris Mead ‘Education in 19thc NSW’ (2000)
Mark Hearn ‘John Dwyer: Australian Radical’ (2001)
Fiona Cameron ‘Museums in New Zealand’ (co-supervisor - Otago 2001)
Peter Quinn ‘Juvenile Justice in NSW’ (2004)
Colin Bale ‘WWI War Grave Inscriptions’ (2006)*
Philip Norrie ‘Deaths in Darlinghurst Gaol’ (MA - 2007)
Shino Konishi ‘Indigenous Masculinity in 18thc Travel Accounts’ (2008)*
Deborah Beck ‘Cell Block Theatre’ (MA – 2009)*
Changwei Chen ‘Anglo-Australian Relations 1970-75’ (2012)
Hannah Forsyth ‘Intellectual Property and Higher Education’ (2012)*
Joe Cavallaro ‘A History of Centre for Independent Studies’ (MA - 2013)
*indicates thesis published as a book

iv) Postgraduate Research Students Being Supervised
Dave Earl ‘Mental Disability in Australia, 1911-1960’ (PhD)
Nick Irving, ‘Vietnam Moratorium’ (PhD)
III. ADMINISTRATION
1 Papers and Seminars
I have been asked to give a number of papers and workshop presentation in relation to
aspects of University administration.
Mentor, Heads of Department Orientation Program, Ritz Hotel, 28/9 January 1999.
‘Workloads and Departmental Administration’, Heads of Department Forum,
University of Sydney, 19 May 1998.
‘Funding and Departmental Administration’, Faculty of Arts Heads of Department
Retreat, Sydney, 4-5 November 1997.
‘Transforming Departmental Cultures’, Heads of Department
Development Program, Chateau Hotel, Potts Point, 20 May 1997.

Leadership

‘Semesterisation’ Faculty of Arts Teaching Workshop, University of Sydney, 17
September 1996.
‘Departmental Plans and Planning’, University Heads of Department Forum, Novotel
Hotel, Wollongong, 7 November 1996.
2. Boards
Member, Board of Sydney Talent Pty. Ltd (2008-10).
Member, Board of the George Institute, 2010.
Member of the Board of the United States Studies Centre, (2009-)
Member, Board of the Westmead Millennium Institute (2010-13)
Member, Dictionary of Sydney Trust (2009-13)
Governor, Ascham School Council (2013-)
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3. Committees and Working Parties
Since my appointment to Sydney University I have been involved in the following
administrative duties. Upon assuming the role of Dean in 2001 I have participated in
far too many committees and working parties to possibly list. Those listed below are
the committees and working parties joined before assuming my role as Dean.
i) University
Member, Financial Strategy and Sustainability Board (2001-6)
Chair, ARC Small Grants, Humanities and Social Sciences Panel (1997-99)
Member, Review Committee into Research Higher Degree Administration (1998)
Chair, Working Party into Development of Terms of Reference for a University
Environment Advisory Committee (1998)
Member, Heads of Department Advisory Committee (1998)
Member, CHASS Research Committee (1999-2004)
Member, Law Extension committee (1999)
Member, Heads of Department Staff Development Committee (1996-8)
Member, U2000 Postdoctoral Fellowship Central Committee (1997-8)
Elected Member, Academic Board (1990-94).
Member, Academic Board Research Committee (1996-99)
Member, University Heritage Committee (1997-2003)
Member, Academic Board Committee for Graduate Studies (1988-95).
Member, University of Sydney PhD Award Sub-Committee (1988-94).
Member, University Research Committee (1991-2).
Member, ARC Small Grants Committee (1992-3).
Member, ARC Institutional Grants, Humanities and Social Sciences Panel (1993,
1996)
Member, University Research Grant, Humanities and Social Sciences Committee
(1991-3,1996).
Reserve Member, Faculty of Education, Level D FPAC (1997-9).
Member, University Language Board Working Party on Language Skills (1995)
Member, Faculty of Economics Working Party on M.Ec Social Sciences (1995)
Member, University Administrative Systems Steering Committee (1995)
Member, University Overseas Travel Grant Committee (1991-2 and 1995-6).
Member, University Postgraduate Travel Grant Committee (1991-2).
Member, Academic Board Working Party on Quality in Higher Education (1992).
Member, University Sub-Committe on Participation of Women in Reseach (1992-3).
Member, Vice-Chancellor’s Task Force on the Distribution of Postgraduate Research
Load (1993).
Member, Vice-Chancellor’s Working Party to Investigate Proposal for Chair of Ethnic
Studies (1988).
Representative of University (along with Mr Ian Harris of the International Education
Office) at ‘Studies Abroad Conference’, Butler University, Indianapolis, 22-24
September 1989.
ii) Faculty
Dean (2001-2009)
Pro-Dean (Research), Faculty of Arts (1999).
Associate Dean, Postgraduate Programs, (1993-95).
Acting Associate Dean, Research, (1991-92).
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Sub-Dean (PG coursework), Faculty of Arts (November 1988-91)..
Faculty of Arts, Studies Abroad and International Students Liaison Officer (1989-93).
Chair, Working Party to Investigate the Establishment of Programs in Media and
Communication Studies (1998).
Chair, Review Committee of the Department of Semitic Studies (1999).
Chair, Faculty of Arts Lecturer Promotions Assessment Committee (1995).
Chair, Faculty of Arts Masters Coursework Review Committee (1993).
Chair, Faculty of Arts Research Committee (1989, 1991-2, 1999).
Member, Faculty Postgraduate Committee (1988-95).
Member, Faculty of Arts Research Committee (1989-93).
Member, Faculty Policy and Review Committee (1993-99)
Member, Faculty of Arts Management Committee (1991-3 and 1995-99)
Member, Faculty of Arts Alumni Association Planning Committee (1989).
Member, Master of Arts in Australian Studies, Planning and Teaching Team (198891).
iii) History Department
Head of Department (1996-98)
Deputy Head of Department (1995)
Australian History Area Convenor (1989-90).
Convenor of History Department Postgraduate Seminar (1989-90).
Member, History Department Coordinating and Planning Committee (1989-95).
Member, History Department Postgraduate Committee (1989).
Chair, History Department Research Sub-committee (1992-3).
Co-ordinator, History Department Workloads (1991-3).
iv) Other
At Griffith University (1983-7) my administrative responsibilities included:
Member, Part-Time Programme Management Committee
Convenor, Part-Time Programme Assessment Item Revision Committee
Member, School of Humanities Course Review Committee
Elected Member, School of Humanities Standing Committee
Member, Griffith University Senior Selection Committee for appointment of Chair of
Australian Studies

SG - 2
SCHEDULE 2 – CLASSIFICATION DESCRIPTORS
ACADEMIC STAFF
The responsibilities of Academic staff may vary according to the specific requirements of the University to meet its
objectives, to different discipline requirements and/or to individual staff development. Typical standards for levels
of Academic staff, other than casual staff, are as set out below. The levels are differentiated by level of complexity,
degree of autonomy, leadership requirements of the position and level of achievement of the Academic staff
member.
A staff member appointed to a particular level may be assigned, and may be expected to undertake, responsibilities
and functions of any level up to and including the level to which the Academic staff member is appointed or
promoted. In addition, staff may undertake elements of the work of a higher level in order to gain experience and
expertise consistent with the requirements of the University's promotion processes.
Teaching and Research Academic Staff
Level A
•

work with the support and guidance from more senior Academic staff

•

expected to develop expertise in teaching and research with an increasing degree of autonomy

•

normally expected to contribute to teaching, at a level appropriate to the skills and experience of the staff
member, primarily at undergraduate and graduate diploma level

•

engage in scholarly, research and/or professional activities appropriate to professional discipline

•

undertake administration primarily relating to staff member’s activities at the University

•

normally have completed four years of tertiary study or equivalent qualifications and experience; may be
required to hold a relevant higher degree

Level B
•

undertake independent teaching and research in staff member’s discipline or related area

•

expected to make an independent contribution to research, scholarship and/or teaching through professional
practice and expertise, and co-ordinate and/or lead the activities of other staff, as appropriate to the
discipline.

•

normally contribute to teaching at undergraduate, honours and postgraduate level

•

may be required to perform full academic responsibilities of and related administration for co-ordination of
an award program of the University provided that this is consistent with a reasonable and overall workload

•

undertake administration primarily relating to staff member’s activities at the University

Level C
•

expected to make a significant contribution to the discipline at national level

•

in research, scholarship and/or teaching, expected to make original contributions which expand knowledge or
practice in discipline

•

normally expected to make a significant contribution to research, scholarship and/or teaching and
administration activities of an organisational unit or interdisciplinary area at undergraduate, honours and
postgraduate level

•

normally expected to play a major role or provide a significant degree of leadership in scholarly, research
and/or professional activities relevant to the profession, discipline and/or community

•

may be required to perform full academic responsibilities of, and related administration for, co-ordination of
a large award program or a number of smaller award programs, if consistent with a reasonable overall
workload

Level D
•

expected to make an outstanding contribution to research, scholarship and/or teaching and administration
activities of an organisational unit, including a large organisational unit, or interdisciplinary area
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•

responsibilities may include co-ordination of a large award program or a number of smaller award programs
where this is consistent with a reasonable overall workload

•

expected to make an outstanding contribution to governance and collegial life inside and outside the
University

•

will have attained recognition at a national or international level in staff member’s discipline and is expected
to make original and innovative contributions to advancement of scholarship, research and teaching in
discipline.

Level E
•

provide leadership and foster excellence in research, teaching and policy development in academic discipline
within the University and within the community, professional, commercial or industrial sectors

•

will have attained recognition as a leading authority in discipline, and will have achieved distinction at the
national level and may be required to have achieved distinction at the international level

•

expected to make original, innovative and distinguished contributions to scholarship, researching and
teaching in discipline and make a commensurate contribution to the work of the University

Research Academic Staff (inclusive of creative disciplines)
Level A
•

will normally work under the supervision of Academic staff at Level B or above, with an increasing degree of
autonomy as the research Academic staff member gains skills and experience

•

will typically conduct research/scholarly activities under limited supervision either independently or as a
member of a team

•

may undertake limited teaching, supervise at undergraduate levels, and/or publish the results of the
research conducted as sole author or in collaboration

•

undertake administration primarily relating to staff member’s activities at the University

•

will normally hold a relevant higher degree

Level B
•

will normally have experience in research or scholarly activities, which have resulted in publications in,

•

will carry out independent and/or team research

•

may supervise postgraduate research students or projects and be involved in research training

refereed journals or other demonstrated scholarly activities

Level C
•

will make independent and original contributions to research, which have a significant impact on staff
member’s field of expertise

•

work will be acknowledged at national level as influential in expanding knowledge of discipline, and standing
will normally be demonstrated by a strong record of published work or other demonstrated scholarly
activities

•

will provide leadership in research, including research training and supervision

Level D
•

will make major original and innovative contributions to staff member’s field of study or research, which are
recognised as outstanding nationally or internationally

•

will play an outstanding role within University, discipline and/or profession in fostering the research activities
of others, and in research training.
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Level E
•

will typically have achieved international recognition through original, innovative and distinguished
contributions to staff member’s field of research, as demonstrated by sustained and distinguished
performance

•

will provide leadership in field of research, within the University, discipline and/or profession and within the
scholarly and/or general community

•

will foster excellence in research, research policy and research training

PROFESSIONAL STAFF - CLASSIFICATION DESCRIPTORS
Definitions
Training level

Type and duration of training which the duties of the classification level typically
require for effective performance.

Occupational

Examples of occupations typically falling within each classification level.

equivalent
Level of supervision

Covers both the way in which staff are supervised or managed and the role of staff
in supervising or managing others.

Task level

Type, complexity and responsibility of tasks typically performed

Organisational

Required level of knowledge and awareness of University, its structure and

knowledge

functions and purposes to which that organisational knowledge may be put.

Judgement,

Judgement: ability to make sound decisions, recognising the consequences of

independence and

decisions taken or actions performed; Independence: extent to which staff

problem solving

member is able (or allowed) to work effectively without supervision or direction;
problem solving: process of defining or selecting appropriate course of action from
alternative courses.

Close supervision

Clear and detailed instructions provided. Tasks covered by standard procedures.
Deviation from procedures or unfamiliar situations referred to higher levels. Work
is regularly checked.

Routine supervision

Direction provided on tasks to be undertaken, with some latitude to rearrange
sequences and discriminate between established methods. Guidance on approach
to standard circumstances provided in procedures; guidance on the approach to
non-standard circumstances provided by a Supervisor. Selective rather than
constant checking.

General direction

Direction provided on assignments to be undertaken, with staff member
determining appropriate use of established methods, tasks and sequences. Some
scope to determine an approach in the absence of established procedures or
detailed instructions, but guidance is readily available. Performance is checked by
assignment completion.

Broad direction

Direction provided in terms of objectives which may require planning of staff, time
and material resources for their completion. Limited detailed guidance will be
available and staff member may be required to develop or modify procedures.
Performance measured against objectives.
Higher Education Officer Level 1

Training level or qualifications
(a)

No formal qualifications or specific work experience required on employment;

(b)

structured training and extensive induction provided.
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PART G: MANAGEMENT OF WORK AND PERFORMANCE
PERFORMANCE OF WORK
250

Staff may be directed by the University to carry out such functions and duties as are consistent with the nature of
their appointment, classification/level and employment fraction, and are within their skill, capability and training
and are without risks to health and safety. Other factors to be taken into account when assigning work will include:
(a)

the importance of maintaining an appropriate balance between work and family life;

(b)

provision of appropriate opportunities for career development;

(c)

the working hours specified in this Agreement; and

(d)

ensuring equity within each work unit.

WORKPLACE CONDUCT
251
252

Staff must comply with the Codes of Conduct (as defined in clause 3).
Workplace bullying is unacceptable behaviour and the University is committed to providing staff with information
and training, and managing any incidents of workplace bullying in a fair and timely manner.

253

Workplace bullying is defined as repeated, unreasonable behaviour directed towards a staff member or a group of
staff that creates a risk to health and safety. It does not include reasonable management action or practices.
INTELLECTUAL FREEDOM

254

The Parties are committed to the protection and promotion of intellectual freedom, including the rights of:
(a)

Academic staff to engage in the free and responsible pursuit of all aspects of knowledge and culture through
independent research, and to the dissemination of the outcomes of research in discussion, in teaching, as
publications and creative works and in public debate; and

(b)

Academic, Professional and English language teaching staff to:
(i)

participate in the representative institutions of governance within the University in accordance with
the statutes, rules and terms of reference of the institutions;

(ii)

express opinions about the operation of the University and higher education policy in general;

(iii)

participate in professional and representative bodies, including Unions, and to engage in community
service without fear of harassment, intimidation or unfair treatment in their employment; and

(iv)

express unpopular or controversial views, provided that in doing so staff must not engage in
harassment, vilification or intimidation.

255

The Parties will encourage and support transparency in the pursuit of intellectual freedom within its governing and
administrative bodies, including through the ability to make protected disclosures in accordance with relevant
legislation.

256

The Parties will uphold the principle and practice of intellectual freedom in accordance with the highest ethical,
professional and legal standards.
WORKLOADS – ACADEMIC STAFF ONLY
Objective of academic workload provisions

257

The objective of clauses 258 to 277 is to provide a framework for ensuring that academic workloads are equitable,
transparent, manageable and without risks to health and safety.
Workload allocation principles

258

Academic workloads will be determined on a fair, transparent and consultative basis, having regard to the following
principles:
(a)

the allocation and recognition of academic workloads should support the strategic directions of the University
and, except for teaching focused and research only staff or where otherwise agreed in accordance with
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clause 269, will encompass the elements of teaching, research and service while taking into account the
career aspirations of Academic staff;
(b)

the allocation of academic work should reflect the multiplicity of career trajectories for Academic staff, and
that the emphasis between different areas of academic work for an individual member of staff may shift
throughout their career;

(c)

an Academic staff member’s workload should be suitable to their stage of development and level. For
example, Level A and B staff in the first year of their appointment should have a lower teaching load than
experienced staff as they need time for research. Level A staff will not normally have sole responsibility for
the design and delivery of courses. Unless otherwise agreed, Level D and E staff are required to provide
evidence of research mentoring and support for early career staff; and

(d)

for teaching and research staff (i.e. staff other than “research only” and “teaching focused” staff), academic
work will be assigned to ensure a well-balanced portfolio encompassing, unless an alternative allocation
is agreed in accordance with clause 269, on average:
(i)

teaching and teaching-related activities – 40%;

(ii)

research and scholarship– 40%;

(iii)

professional & community engagement and administration – 20%.

Workload allocation policy
259

Each academic work unit must have in place a workload allocation policy that complies with the provisions of this
Agreement.

For the purposes of this clause, academic work units will be determined at the Faculty level in

consultation with Academic staff, and may comprise the Faculty, individual Schools or other organisational units.
260

Workload allocation policies will be developed in a way which identifies a transparent correlation between the
measure applied and hours of work generated.

261

Workload allocation policies will be developed and reviewed in consultation with staff, and for the purposes of this
consultation, Deans will provide staff briefings on the Faculty’s financial and strategic directions, overall staff and
student profile and staffing and development needs.

262

Copies of each workload allocation policy will be provided to the Workload Monitoring Committee and posted on the
University’s intranet.
Individual workload allocation

263

Each Academic staff member’s workload will be allocated in consultation with the staff member concerned, having
regard to:
(a)

the staff member’s level of appointment and time fraction;

(b)

the needs of early career staff to establish their research profile;

(c)

the importance of maintaining an appropriate balance between work and family life;

(d)

the working hours specified in this Agreement; and

(e)

the annual and other leave plans of the staff member. No staff member will be required to make up time,
take on additional duties or alter the duties that would normally be undertaken as a result of taking leave.
For example, no staff member will be required to perform additional teaching duties as a result of taking
leave during a teaching period.

264

A staff member who is enrolled for a research higher degree will be allocated a proportion of time to undertake such

265

In determining the allocation of academic workloads and their quantification, the following factors will be taken into

studies, provided that their research higher degree Supervisor certifies that adequate progress has been made.
account:
(a)

modes of delivery, including, for example, face-to-face teaching, on-line learning and blended learning;

(b)

the level of courses taught;
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266

267

(c)

preparation for teaching, curriculum development and the development of course materials;

(d)

supervision and mentoring of staff and students, including required attendance at classes or meetings;

(e)

research, scholarship, creative production;

(f)

the number of students taught;

(g)

staff development requirements;

(h)

field work supervision;

(i)

internal and external professional work;

(j)

administration, including participation on committees;

(k)

overseas teaching and international commitments;

(l)

intercampus travel;

(m)

University service and community engagement; and

(n)

carers’ responsibilities and/or disabilities.

In determining reasonable hours the University will have regard to the following:
(a)

the total number of hours required be worked each day on a particular day;

(b)

the number of teaching and/or required hours worked without a break;

(c)

the time off between finishing and starting times of teaching sessions;

(d)

the number of days of the week during which teaching and/or required duties are scheduled;

(e)

the provisions of the Work Health & Safety Act 2011 and health and safety issues generally;

(f)

the incidence of evening work;

(g)

the incidence of overseas work;

(h)

the staff member’s general workload; and

(i)

the staff member’s caring needs/responsibilities.

The required duties will be such that they can reasonably be expected to be completed in a professional and
competent manner within an average of 37.5 hours per week, and staff will not be required to work more than 1725
hours per year.

268

The workload allocation will factor in the hours required as a consequence of the class size for tutorials, seminars
and laboratory groups; and will take into account such factors as the nature of the activity, safety requirements,
and availability of teaching facilities.

269

The total amount of teaching and related activities for teaching and research staff will not exceed 40% of the total
workload over a 12 month period, unless otherwise agreed by the staff member and their Supervisor.

270

Staff will not be required to commence teaching within ten hours of the conclusion of a teaching session, or other
directed duties, conducted on the previous day.

271

Staff will not be required to teach on weekends or public holidays without their agreement. Where teaching is
agreed to on weekends or public holidays, the staff member will take time off in lieu at a time agreed by the staff
member and their Supervisor.

272

Staff will not be required to:
(a)

teach more than two semesters per year without their agreement (including agreed arrangements in relation
to compensation for additional teaching beyond a two semester load); and/or

(b)

teach overseas without their agreement.
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273

Any change in the teaching year or academic calendar will be subject to consultation with affected staff and, if
requested, their Representative(s).
Part-time Academic Staff

274

Clauses 258 to 273 will apply to Part-time staff on the basis of the work being in proportion to their fraction of
employment, including the following:
(a)

during the normal weekly hours of employment, in addition to face-to-face teaching or other equivalent
delivery of teaching, part-time Academic Staff are required to provide associated duties in the nature of
preparation, marking and student consultation; and

(b)

in addition to teaching and associated duties, Part-time Academic staff may be required to participate in the
academic and administrative activities of the school and be available on campus for some or all of the
nominal hours of employment.

Workload Monitoring Committee
275

The University will maintain a Workload Monitoring Committee for the purposes of overseeing and supporting the
implementation and monitoring of clauses 258 to 273. The membership of the Workload Monitoring Committee
will be four nominees of the University, including the Provost, a Dean, a Head of School and a Senior Faculty
Administrative Manager, and four nominees of the NTEU.

276

The role of the Workload Monitoring Committee is to:
(a)

monitor the operation of each workload allocation policy and review each policy on an annual basis to ensure
that the provisions of this clause are observed;

(b)

ensure each workload allocation policy provides a reasonable basis for determining comparison of workload
quantum across the University.

277

The Workload Monitoring Committee will meet at least six times each year or as the Committee otherwise agrees.
Dispute resolution

278

Where agreement cannot be reached between a staff member and their Supervisor, or in circumstances where a
dispute arises regarding the operation of clauses 258 to 273, the issue will be resolved through the Review of
Action procedures of this Agreement.
WORK ALLOCATION FOR PROFESSIONAL STAFF

279

Managers and staff will work together to ensure that work is allocated in a way that is equitable, transparent,
reasonable and consistent with the University’s obligations, including health and safety, having regard to:
(a)

maintaining a balance between work and family life, including carers’ responsibilities;

(b)

reasonable adjustment for disabilities;

(c)

provision of opportunities for career development;

(d)

the working hours specified in this Agreement;

(e)

the staff member’s classification level, skills and training, employment fraction and the nature of their
appointment;

(f)

equity within each work unit; and

(g)

annual and other personal leave plans of the staff member.
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ACADEMIC STAFF WORKLOADS POLICY

This document applies to academic staff. The following definitions are drawn from the Delegations of
Authority, Administrative Functions (2010):
HOS (Head) an employee who is a head of a School or equivalent budget unit (or the equivalent of that position for
example Associate Dean or Pro Dean), formally appointed as such by the Provost
School

an organisational unit or equivalent budget unit reporting through an academic college or a faculty, or
unit with equivalent standing as designated by the Provost

Principles and purpose
1

This workload policy and its applications are directed at supporting the mission and strategic directions
of a faculty, school, and/or discipline and the University. The policy is prepared in the context of the
University of Sydney Enterprise Agreement 2009-2012.

2

The policy is designed to encourage principles of equity, transparency, and flexibility for staff to manage
their workload in a way that is most effective for them and for the benefit of their particular unit and the
University as a whole.

3

It is recognised that individual staff at any one time, are at different stages of their careers, have
different career objectives, have different research objectives and contribute to the University in a
variety of ways. The application of this policy should be based on consultation with individual staff and
take account of these factors along with curriculum and other needs of a specific unit, including financial
directions, staff and student profiles and development needs. Special consideration should be given to
new and early career staff.

Guidelines
1.

These guidelines are designed to provide a framework for the development of workload allocation
arrangements at the school or faculty level. The local workload allocation arrangements for a school or
faculty should be generally understood and supported by the majority of academic staff within the unit.

2.

Schools or faculty should review annually the balance, distribution and priorities associated with the
group’s workload, taking into account the previous year’s experience, strategic plans and anticipated
resources for the forthcoming year.

Responsibilities
1.

Responsibilities of the head
The head is responsible for:
(a)

workload allocation within the school, setting work priorities (in accordance with the EA 2009 2012) and discussing with staff the most efficient ways of achieving strategic goals;

(b)

consulting with staff in respect of the allocation of duties;

(c)

monitoring changes in workload and ongoing evaluation of the impact of workload;

(d)

taking into account workload allocation arrangements when working with PM&D supervisors and
reviewers to set and review benchmarks for performance standards in the school; and

Academic Staff Workloads Policy

(e)
2.

providing adequate support to staff.

Responsibilities of staff
Staff are responsible for:
(a)

working efficiently and towards individual and school/faculty goals;

(b)

participating in discussions concerning workloads with the aim of reaching a common
understanding of the issues; and

(c)

reporting any workload difficulties and variations to supervisors.

Teaching
The following overarching principles should be used as guidelines for allocating teaching:
1

Staff should teach within areas in which they have ongoing research activity and/or recognised
expertise.

2

Staff would normally complete a variety of teaching, such as lectures, tutorials, online teaching etc, in
each semester and/or year.

3.

Academic staff who do not have research only appointments should contribute to teaching in each
semester.

4

Teaching will normally comprise 40% of an individual’s annual workload. Any variation to this would be
the result of an agreement with a supervisor to have a heavier of lighter proportion of workload in other
areas such as research or service, depending on the particular circumstances of the staff member and
the needs of the academic unit.

5

Based on the 40:40:20 principle, teaching allocations for workload purposes should be in the region of
690 hours per year, providing the staff member has a normal teaching workload allocation. The hours
will vary if the proportion devoted to teaching is different.

6

It is expected that periods of high teaching loads within semesters will balance with periods of lower
teaching loads outside of semester commitments, however teaching workloads during teaching weeks
of the year should not normally exceed the hours of a normal working week.

7

An individual’s teaching allocation should be discussed and negotiated with the relevant person
(supervisor, unit of study co-ordinator, etc) in the faculty, school or discipline.

8

A faculty, school or discipline may wish to weight various activities. Appendix I provides an example of
a system for counting teaching hours and relates face to face teaching activities and other unit activities
such as development and marking to a nominal figure designed to allow an equitable distribution of
teaching duties between staff. This system is designed to recognise and promote the fact that students
benefit from a diversity of well designed and conducted learning experiences.

1

CLINICAL AND FIELD WORK
Leadership activities in learning and teaching
1

Staff at various levels would be expected to take leadership roles in the delivery of high quality learning
and teaching experiences. Faculties and schools should take into account the work loads associated
with these roles throughout the year.

2

This allocation of time should take recognise that the workload in some roles does not vary with the
number of students, whilst others do.

3

Faculties should ensure that the allocation for leadership activities in learning and teaching are not also
counted as service.

1

Faculty of Health Sciences Teaching Workload Policy 2010
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Research degree supervision
1

The primary supervisor of a student should be allocated teaching hours as part of their teaching
workload.

2

Associate supervisors should only be allocated teaching hours where their contribution is substantial,
for example when the primary supervisor is on leave.

3

The workload associated with the supervision of research students should vary with the academic level
of the individual.

Teaching-focused roles
1

The decision to enter into a teaching-focused position is between the individual and their supervisor.
The teaching workload would normally be up to twice that of a regular teaching load, that is up to 80%
of total working hours. The actual workload should be arranged in consultation with the supervisor and
be mindful of the other activities undertaken by the individual.

Postgraduate fellows
1

Postgraduate fellows are generally appointed on fractional appointments for teaching-focussed roles.
As a consequence the target number of hours (pro-rata) is generally higher. Faculties should recognise
that postgraduate fellows are developing skills in learning and teaching and should be provided with
additional mentoring and support.

2

Postgraduate fellows should not be expected to co-ordinate units of study but could be called upon to
assist with lecture and tutorial preparation, etc.

Auditing of teaching workloads
1

To promote transparency, a faculty, school or discipline should develop a method of recording workload
that can be audited on a regular basis to ensure transparency and that staff are neither over or underworked in terms of teaching.

Expectations at different academic levels
1

Level A
Level A staff are developing their academic careers. They should not be expected to co-ordinate units
of study, nor be solely responsible for the delivery of any unit of study. Staff at this level would be
expected to deliver lectures, present tutorials, take responsibility for modules within a unit of study, etc.

2

Level B
Level B staff are expected to have diverse teaching portfolios, covering several units of study and
sometimes over several courses. They can be expected to take on some co-ordination and curriculum
responsibilities.

3

Level C
Staff at this level are expected to demonstrate leadership in learning and teaching activities and have
central roles in course and curriculum development, and peer mentoring. It is likely that Level C staff
will teach at both the undergraduate and postgraduate levels.

4

Level D
Level D staff are expected to provide strategic, farsighted leadership in the planning and delivery of
curriculum, and to give students consistently excelling learning experiences. In addition to regular
teaching duties, staff at this level should be able to provide a ‘content specialist’ role within the faculty,
teaching in specialist areas across courses and disciplines as appropriate.

5

Level E
Level E staff are expected to be internationally respected leaders in their areas of teaching and
research.
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Research
1

Research activities will vary depending on the discipline and the faculty. In some cases research
student supervision that involves writing a paper, lab work, etc can be both research and teaching in
terms of workload.

2

There is an underlying assumption that providing that any given unit has adequate controls on teaching
and service, there will be adequate time for research.

3

It is important not to confuse research workload with research performance, although over a period of
time (usually 3 years), however, the University would expect staff to be allocated sufficient time to
research to be considered research active. Performance should be dealt with via other processes such
as PM&D.

Service
1

It is important to differentiate between service that benefits the school, faculty or discipline within the
boundaries of the University and service that has no direct benefit to the above. Service in a workload
model should demonstrate a direct benefit to the unit or University. Other service (for example,
organising a conference for a professional organisation) may be of benefit in terms of promotion but
would not normally be considered part of a workload model.

2

Staff at various levels would normally undertake leadership roles within their faculty, school or discipline
and within the University. To recognise the workloads associated with these roles, an allocation of time
should be made based on the extent of the role. Faculties may wish to allocate service using a
numerical calculation similar to that of teaching.

3

Some service activities such as unit of study co-ordination will be counted as teaching and some
service work is given teaching relief. It is important to ensure that regardless of where the activity is
counted, it is only counted once.

4

Where the role is primarily academic, it may best be placed in the teaching allocation, whereas primarily
administrative roles should be allocated under service.

5

Faculties should also consider what proportion of the 20% allocation for service may be used for
personal activities, such as the organisation or management of conferences. Whilst personal time
should be allocated to ensure that staff have met the appropriate requirements for promotion, this time
should not be taken to such an extent there is no time for University service.

6

The following activities can be considered as a guide for University service in terms of workload
allocation: membership of the Academic Board; being an Associate Dean or Pro Dean; or participation
in recruitment selection committees or academic promotion committees (local or central).

Staff development
1

It is important that staff are able to attend workshops, courses and conferences that promote the
development of skills for both teaching and research.
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Administration
1

Background/context
This document provides guidance on the management of academic staff workloads at the unit and
individual level.

2

Consultation
Input for this document was received from the Academic Workloads Monitoring committee and several
faculty specific workload documents. The Faculty of Health Sciences workload document for 2010 was
particularly valuable in the development of this policy.

3

Management responsibility
Provost and Deputy Vice-Chancellor

4

Implementation responsibility
Deans

5

References
Enterprise Agreement 2009-2012
Faculty of Health Sciences workload document 2010

6

7

Dates
Approval (Version 1)

7 February 2011

Effect

7 February 2011

Review

31 December 2012

Approval
(Version 1)

8

Professor Stephen Garton
Provost and Deputy Vice-Chancellor

Signatures
Approved by:
Name: Professor Stephen Garton
Position: Provost and Deputy Vice-Chancellor
Date: 7 February 2011
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SG-5
School of Psychology
Academic Workload Policy 2015

1. Background
The School of Psychology's Academic Workload Allocation Pol icy was initially formalised in
2010 to meet the requirements of the 2009-12 Enterprise Agreement. The Head of School's
Advisory Committee (HoSAC) reviewed a number of workload models used in other areas
of this University and by Psychology departments at comparable Universities. Some of
these models mixed workload with work performance by allowing outcome measures of
research performance to be traded to reduce teaching allocations. The broad and
representative group of School staff on HoSAC agreed that such approaches rarely take
sufficient account of the different expectations and opportunities available to staff at
different academic levels and stages of career and often undermine collegiality and
devalue teaching by creating a culture in which teaching comes to be perceived as a
punishment for weaker performance in other areas. It was also agreed that attempting to
capture every aspect of teaching and administrative workload within the allocation
algorithm is both very difficult, and potentially counterproductive because staff become
reluctant to make contributions to School activities that are not 'counted' in the algorithm.
These considerations informed the general principles instantiated in the initial policy that
was approved at the School's Board meeting in November 2010 and submitted to the
Academic Workload Monitoring Committee.

Principles
This policy is designed to ensure an equitable and fair distribution of workload that takes
into account the different demands on staff teaching in different School programs,
recognises the different expectations of staff at different levels of seniority, and allows
some flexibility so that staff can manage their workload in a manner that is effective for
them and of benefit to the School as a whole.
The policy is concerned with allocating workload, not assessing work performance. All
academic staff are expected to make contributions to Teach ing, Research and
Administration that are at least satisfactory relative to expectations given their level and
position . The policy aims to promote research productivity and innovation in teach ing,
1

while ensuring a fair distribution of teaching and administrative responsibility. It is
designed to ensure that all staff have sufficient quality time to undertake research, but
does not attempt to assess research performance, which is more appropriately considered
through AP&D and promotional processes.
Consultation and Review Processes
Over 2011-12 the allocation algorithm was refined through consultations between the
Head of School, Deputy Head Teaching & Learning {T&L), and Director of Clinical training to
enhance the alignment of the weightings and total load associated with the School's
different programs and respond to staff input from HoSAC and T&L Committees, and
individual staff consultations, about coverage and relative demands of different teaching
and administrative tasks.
In 2013, in response to staff input, the T&L Committee established a Working Party to
evaluate the workload associated with co-ordination of undergraduate units. On the basis
of the data collated by the working party, the algorithm was adjusted to increase the base
workload allocation for units with 100 or more students to 60 hours and add an additional
10 hours per 100 students. The incoming HoS also surveyed staff about the time required
for different administrative tasks to facilitate an equitable distribution of these roles.
In 2014, a Workload Allocation Working Party was established to review the policy and
report to a School Retreat held in July, 2014. The Working Party reviewed the weightings
used in the allocation algorithm and collated information about distribution of research
supervision responsibilities to inform a more systematic approach to assessing supervision
workload and balancing Honours and postgraduate supervision. At the Retreat, staff reaffirmed the general principles underlying the workload policy, endorsed the weightings
used in the algorithm, and accepted the Working Party's proposal that a standard 40%
teaching allocation should comprise 400 hours of t eaching and assessment related activity,
and 200 hours of research supervision.
The Retreat also resolved to cla ssify administrative tasks as High, Medium and Low
Demand. Medium demand roles, appropriate to staff level, would be standard expectation
for a T&R staff member: Low Demand roles may be able to be combined with other service
roles; and High Demand roles may warrant some relief from teaching or co-ordination
responsibiliti es.

2

2. Workload Allocation policy and procedures.
The University's expectation is that, on average, staff in Teaching and Research posit ions
devote 40% of their time to teaching and teaching-related activit ies, 20% to
service/administrative activities and the remaining 40% to research. Translation of these
expectations into annual workload in these areas must be based on paid working hours of
37.5 hours/week, as per the University of Sydney Enterprise Agreement 2013-2017. Over
the 46 week year, this converts to 690 hours for teaching, 690 hours fo r research, and 345
hours for service and non-teaching administrative duties.

(i)

Teaching

Internal consultation process and timeline
Planning for the following year typically begins at least half way through the year. The HoS
and Director of Education discuss staffing changes and staff leave plans. Academ ic staff
express their preferences for teaching duties for the following year to the Directo r of
Education and, from then on, there is ongoing dialogue. The resu lts of t his collaboration
are entered into a teaching allocations spreadsheet, a draft of wh ich is distribut ed to all
teaching staff in early November. Staff responses to the draft are addressed in an iterative
process which continues until mid-December. The Director of Education and Head of
School consult to ensure a balance between teaching and admin istrative workloads for
each member of staff.

Teaching and assessment activities
The workload expectations for staff in a standard 40:40:20 T&R role are:
•

300 hours of teaching, clinical supervision and unit co-ordi nation

•

100 hours of assignment, exam and thesis marking

•

200 hours of research training (Honours, MPsych, HDR}

This accounts for 600 hours of the 690 hours that corresponds to 40% FTE. This was agreed
at the 2014 School Retreat to be appropriate because, since the algo ri thm is based mainly
on face-to-face hours and their directly associated preparation and consultatio n act ivities,
it fails to take full account of many ancillary teaching and assessment related act ivities, or.
Attempting to capture all of these details in the algorithm would yield t he 'po ints- drive n
culture' described above. Staff agreed that it was preferable to recognise these less
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tangible demands, and the time required to implement teaching innovations, by formally
allocating only 600 of the 690 hour load.
Expectation
Activity

Weighted
40%

Face-to-face
teaching

Large lectures (>60)

4

Repeat large lectures

1.5

Small lectures (<SO)

3

Tutorials/workshops/laboratory

2

Honours seminars

1.5

Statistical Consultation

1

Clinical supervision

1

Unit coordination

300

60+10 per
Unit co-ordination (>60)

100
students

Marking

Exam/assignment marking

As for tutors

Honours thesis marking

7 hrs/thesis

100

50
Honours thesis supervision
hrs/student

Research
supervision

200 hours

25
MPsych/MSc/PhD supervision
hrs/student
TOTAL

600

Workload allocation for the teaching and clinical supervision component is based on the
number of lectures, tutorials, seminars etc that each member of staff delivers, weighted to
take account of the preparation, consultation, and assessment-related tasks associated
with different sizes and teaching format. These include preparation of
lecture/seminar/tutorial/laboratory content; development and delivery of teaching
materials; Blackboard adm inistration; lecturer and tutor consultation; student
consultations (face to face, email, phone); and contributions to preparation of assignment
4

and examination tasks. The weightings allocated to the various teaching activities have
been established through the staff consultation processes described above.
The academic unit co-ordination responsibilities associated with large undergraduate units
include curriculum development/refinement; development and implementation of
tutorial/laboratory program and assessment tasks; management of Blackboard site and
Sydney Student academic administration; leadership, training and monitoring teaching and
assessment activities of a team of tutors; conducting regular tutor meetings; exam
construction and checking; and student consultation, feedback etc. Based on the estimates
of workload collated by the 2013 working party described above, co-ordinators of units
with enrolments of 60 or more are allocated 60 hrs per unit of study, which is increased by
10 hrs for every 100 additional students enrolled in the unit, up to a maximum of 100 hrs.
Estimates of time associated with marking of assignments and exams are derived from the
rates used to pay casual staff. Marking workload also include Honours theses, which are
weighted at 7 hours/thesis.
In accord with the decision of the 2014 School Retreat, the model also includes 200 hours
of research supervision, rather than simply attempting to equate Honours allocations with
some moderation for HDR load, the approach adopted in earlier versions of the workload
model. Supervision of an Honours student is weighted at 50 hours, so the typical allocation
of 3 students to staff teaching in the undergraduate program would comprise 150 of the
200 hour expectation. Given the greater independence and less time-constrained nature of
HDR supervision, PhD and MSc students are weighted at 25 hours/year. The research
project required for MPsych students is equivalent to an Honours thesis, but completed
over 2 years rather than 1, so they are also weighted at 25 hours. TSP project time is given
retrospectively as it is difficult to predict which topic will have the interest of the students.
On average this takes about 8 hours.
Implementation issues

Staff on approved SSP for a semester are expected to carry 50-60% of their annual teaching
allocation during the semester that they are not on leave. They will normally be relieved of
Honours supervision for the year but may be required to co-supervise with another staff
member in a related area during the semester in which they are not on leave.
New staff will normally be assigned a teaching load of approximately 50% of the standard
5

expectations for their position in the first year and approximately 75% of the standard load
in their second year.
Continuing staff on research-focussed appointments are expected to supervise Honours
students and to contribute up to 20 hrs of teaching per year in their area of expertise.
It is difficult to accurately estimate Honours supervis ion loads and marking demands for
the following year at the time that workload allocations are assigned and unexpected
changes in staff availabi lity, Fellowships etc often result in late changes to teaching load. To
address these issues, it was agreed at the 2014 Staff Retreat that workload allocations
should be based on 3 year rolling averages to allow unexpectedly high (or low) marking or
supervision loads in a particular year to be compensated for in subsequent years. The
University is currently trialli ng software options for workload allocation and the Faculty of
Science will consider requiring Schools to use this common platform to implement Schoolspecific workload allocation policies. The School is awaiting the outcome of these activities
to avoid modifying its own spreadsheets to manage the additional complexity associated
with rolling average procedures.

(ii) Research
It is expected that Teaching & Research (40:40:20) staff wil l spend 690 hours a year on
research activities, as indexed by:
•

Publication of journal articles, books and book chapters

• Attendance at relevant conferences
• Applications for research funding
• Industry linkages and commercial consultancies
The expected time allocated to research allocation by teaching focussed staff on continuing
appointments is reduced proportionately to their increased teaching load. For example, a
staff member in a 60% teaching role is expected to devote approximately 345 hours {20%)
of their time to research.

(iii) Service
All staff members are expected to contribute to service activities that directly benefit the
School, Faculty and University and are appropriate to their seniority. In keeping with the

Academic Staff Workloads Policy, contributions to research and professional communities
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through journal reviewing and editorial roles, membership of professional and community
bodies and research administration tasks such as grant review panels and conference
organisation are not normally considered within the workload model. However,
recognising that such activities are an important component of academics' contribution to
their discipline, and research/professional community and contribute to the School and
University' s reputation, the School's Workload Policy aims to limit the amount of time
expected for School/Faculty/University service to approximately 200 hours/year, so that
staff have time for professional and community service as well.
The Head of School and Director of Education discuss the allocation of School and Faculty
administrative roles with individual staff members and make efforts to align administrative
roles with staff interests and expertise. To develop a more systematic basis for equating
service workload allocations, the HoS has surveyed staff about the time associated with
different service roles. On the basis of these data, some of the major School administrative
roles have been refined to create shared and team roles that reduce the burden on a single
staff member, and contribute to continuity. A working party is now being established to
classify the resulting roles as High, Medium and Low in demand, as agreed by the 2014
Staff Retreat in preparation for the workload allocation process for 2016.
A tentative classification of some of the current School roles is illu strated below:
HIGH DEMAND

MEDIUM DEMAND

LOW DEMAND

(200+ hours/year)

("'100 hours/year)

(up to 50 hours/year)

Postgraduate Co-ordinator

Undergraduate advisor

Student-staff liaison

Honours Co-ordinator

TSP Co-ordinator

Colloquium organizer

Summer School Coordinator

International exchange
advisor

Member School
Committee

Director of Education

Member Ethics Committee

Chair School Ethics
Committee

Associate Head Resources,
L& T, Research .

When a large service role or a combination of service roles exceeds 345 hrs per year the
Head of School consults with the relevant staff member about the most appropriate
reduction of other components of their workload given their stage of career and focu s.
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School of Mathematics and Statistics
Work Load Policy
Updated fanuan; 2016

The School of Mathematics and Statistics is a research intensive School that prides itself on
quality teaching and leadership in research. The following statement is designed to provide
broad guidelines covering the distribution of core teaching and administration activities
within the School. The aim is to ensure that there is an equitable distribution of work while
allowing flexibility.
The below discussion applies to staff in Teaching and Research positions. In general those
on fractional appointments should expect a pro rata arrangement unless special terms and
conditions have been negotiated with the University.
The University's Academic Staff Enterprise Agreement specifies a 37.5 hour week and a
40:40:20 allocation to Teaching, Research and Administration. Under the Enterprise Agreement, after allowing for annual leave and public holidays, staff are required to work 46 weeks,
or 1725 hours, per year. In a typical work week staff should devote:
• 15 hours per week to research and research related activities,
• 15 hours per week to teaching and teaching related activities, and,
• 7.5 hours per week to administration.
All academic staff may apply for six months of Special Studies Leave for every three years of
full-time equivalent service, subject to University Policy.
These guidelines are not designed to capture every aspect of an academic's activities. The
statement describes general principles for allocating teaching and administration duties to
guide an equitable, transparent allocation of duties and to allow staff to plan and manage
their activities.
The School's Research Incentive Scheme (RIS) provides a small funding allocation to
all research active staff (as defined by the University's criteria based on publications and
supervision) and staff who actively seek external research funding during the year. The
amount of the allocation is reviewed as part of the budget process each year. The RIS offers
staff some flexibility as, subject to approval by the Head of School, the allocation can be spent
directly on research activities or used to buy out of marking or tutorials, hence providing
more time for research.

Teaching
Each year the Program Directors, in collaboration with the Head of School, allocate the
teaching duties for the following year. The allocation is done in a collegial manner with
appropriate staff consultation.
The allocation of a unit of study to a staff member implies that the person also has responsibility for the associated preparation, refinement or development of the course material,
student consultations, preparation of tutorials, quizzes, assignments and examinations (including supplementary examinations) associated with the unit of study. The time required
for these tasks will vary across units of study. Staff will need to invest considerable time in
preparing lectures and associated support materials the first time they deliver a unit of study
but they should expect to be able to give the same unit in the following year to benefit from
this investment.
In units with multiple streams the assessment tasks will be split fairly between the
lecturers involved. The allocation of duties will be determined by the lecturers involved by
negotiation before the semester starts.

The basic teaching allocation for staff will be 78 to 85 one hour lectures per year and
3 one hour tutorials per week during semester. This represents six to seven face-to-face
contact hours per week during semester. In terms of the workload formula each lecture is
allocated 3.5 hours to recognise the associated average preparation time and each tutorial is
allocated 2 hours. In addition staff will nominate one hour per week during semester as their
formal office hour for student consultations.
The tutorial allocation will be reduced to 1 tutorial per week for the:
- Associate Head of School (Learning and Teaching)
- Associate Head of School (Research)
- Deputy Head of School
- Director of First Year Studies
- Director of Undergraduate Studies
- Director of Postgraduate Studies
The tutorial allocation will be reduced to 2 tutorials per week for the:
- Program Directors (Pure, Applied and Statistics)
- Chairs of the IT Committee and Publicity Committee
- Year Coordinators (Second year, third year and honours)
- Deputy Director of First Year Studies
- Staff supervising 2 or more full time equivalent graduate students
- Staff undertaking the Graduate Certificate in Teaching.
If a staff member fulfills more than one of the above roles then they can negotiate an allocation
with the Head of School.
Typically the Director of First Year Studies has a 50-65 lecture per year load and the Head
of School gives no more than 39lectures per year. New staff members generally give no more
than 65lectures and 1 tutorial p er week in their first year. For new Level B staff this reduced
lecture load applies in their second year but with the tutorial load increasing to 2 tutorials
per week.
All staff should expect to teach across the spectrum from large first year units of study to
specialized Senior and Honours level units. In years where a staff member is developing a
new unit of study, as opposed to modifying an existing unit of study, they should receive a
reduced tutorial allocation for that semester.
Requests to buy out a complete unit of study using external funding should be made
at least three months before the start of the unit of study that is being bought out. Ideally,
requests should be made before December in the preceding year. Requests made after the
draft lecturer allocation has been released may be declined.
Delivering the School's teaching program is a team effort and it may not be possible to
agree to all requests for teaching relief in a given academic year even when funding has
been provided for teaching relief by a granting body. The School is committed to delivering
specialist intermediate, senior and honours units, so the timing of the relief and the availability
of suitable lecturing staff needs to be taken into account before a request can be granted.
All staff are expected to be available to supervise Honours and/or graduate students. If
a staff member is supervising more than 2 full time equivalent honours and / or postgraduate
students then they can request additional tutorial relief from the Head of School. The time
commitment for supervision will vary from student to student, but staff are typically expected
to spend one and a half hours per week per honours student during term-time and one and a
half hours per week per graduate student throughout the year.
All staff are expected to mark examination papers. The approximate load is of the order
of 400 script-hours per year. A script-hour corresponds to the time allocated for students
to respond to the paper. For example, a class of 150 students taking a 2 hour examination
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would result in 300 script-hours. If a lecturer only marks 2 out of the 4 questions on this
paper then their allocation would be 150 script-hours for this activity. The time taken to mark
the responses depends on the level of difficulty of the paper but will always be considerably
less than the students' writing time. For workload purposes we translate script-hours to load
as 6 script-hours to 1 hour of marking on average.
The actual duties a staff member may have will vary according to a range of factors. Staff
may request a heavier teaching or marking load in one semester to facilitate research activities
such as attendance at an overseas conference or a research collaboration visit. It is expected
that the lecturers of honours and advanced third year units will mark the exam papers for
these units of study. Staff members who want to buy out of exam marking for these units
should negotiate this before the teaching program for the year is finalised. Late requests may
be denied.

Research
All members of the School are expected to be research active. They should publish
regularly in high quality peer reviewed journals in their field, participate in seminars and
relevant conferences, supervise graduate students, and apply regularly for major external
funding to support their research.

Administration
All staff are expected to take on administrative roles within the School and the Faculty
at different points in their careers. The expectations will vary with the level of appointment.
Each staff member will have a different mix of administrative activities. The administration
load is typically not spread evenly across the year. The overall load for an individual will be
monitored by their supervisor through the AP&D process.
• Staff will contribute to the administration of all units of study that they teach, including
attendance at examiners' meetings, and the administrative components of any grants
that the staff member currently holds.
For most lecturers unit of study administration tasks will require 1-2 hours per week
during semester time and then a further 8-12 hours for processing of examination
results, handling special consideration requests and examiners' meetings. Research
administration varies with researcher but would typically average out at less than 1
hour per week.
• All staff will be allocated duties associated with enrolments and student outreach.
• Other administrative activities undertaken by members of the School within the University include:
University Level

Academic Board or subcommittee member
Academic Board Committee Chair
Academic Board nominee on appointment panels
A P & D Advisor
Faculty Level

Pro-Dean, Associate Dean or Sub-Dean
School representative on a Faculty committee (eg Representative on the Arts,
Engineering or Pharmacy Boards);
School representative on a Faculty of Science committee:
Research Committee, Undergraduate Studies Committee,
Postgraduate Studies Committee, Board of Postgraduate Research,
SMS Workload policy
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Teaching and Learning Committee, Dean's Advisory Committee
School
Deputy Head of School
Associate Head (Learning and Teaching)
Associate Head (Research)
Director of Postgraduate Studies
Deputy Director of Postgraduate Studies
Director of First Year Studies
Deputy Director of First Year Studies
Director of Undergraduate Studies
Program Directors (Applied, Pure and Statistics)
Year Coordinators (Second, Third and Honours)
TSP /SSP Coordinator
Committee Chair for the IT, Outreach and WHS Committees
School Committee Member:
(Academic Program Committee, IT Committee, Management Committee,
Publicity and Outreach Committee, Research Committee, WHS Committee)
Australian Mathematics Society Correspondent
Bridging Course Coordinator
Coordinator of an outreach activity:
(e.g. Degree in a Day, MANSW Talented Student Day, Mega Maths Day)
Library Liaison officer
Member of a postgraduate review panel
Nominated Academic
Seminar or Joint Colloquium Organiser
Summer School Coordinator
Tutor Training Program Coordinator
Vacation Scholarship Coordinator
Website Coordinator
Winter School Coordinator

• All continuing academic staff are members of the School Board.
• Staff holding significant leadership positions outside the School can request a reduction
in tutorial load from the Head of School.
These administrative activities vary in time commitment. Some activities occur once or
twice a year and involve a few hours. Others involve 2-3 hours a month for regular committee
meetings and related work. More substantial time commitments are required by senior staff
chairing Faculty or University committees.
In addition to university based administrative roles staff are encouraged to be active in
their support of the profession and professional organizations through refereeing research
papers and grant applications, editorial duties, and serving on professional committees
(eg Academy of Science, Australian Mathematical Society, ANZIAM, Statistical Society of
Australia Inc). These activities help raise the School's profile and are all factors that contribute
to a staff member's Administration load component.
The above guidelines are informed by our ambition to be a research intensive School and
our current capacity to fund casual teaching and marking.
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Consultation and review process
This policy will be reviewed annually by the Head of School in consultation with the
School's Management Committee and the Academic Workloads Monitoring Committee.

Appendix: Workload Policy Teaching Allocation Example
Lectures

Mathematics and Statistics lecturers prepare lectures, tutorial and assignment materials plus solutions. 3.5 hours per lecture reflects the preparation
time for lectures and assessment/ feedback tasks. Lecture preparation is
less for large first year classes with well developed materials but there are
typically far more emails and other student enquiries to handle. Many
courses include a quiz as well as an assignment.

Consultation

Staff nominate an Office Hour each week during semester as well as providing 5 hours per semester for pre-examination consultations.

Tutorials

Mathematics tutorials are weighted at 2 hours per tutorial to reflect one
hour preparation / administration (eg roll entry) and one hour in the classroom.

Examinations

A lecturer typically produces 3 examinations papers per year (or substantial
parts thereof) and is the vetter for examinations in other units of study.
They are also responsible for trial marking of the units of study that they
teach.

PhD supervision
Some of the PhD supervision allocation is attributed to research time. PhD
projects in Mathematics and Statistics are generally individual projects with
the supervisor, not team based research.
Typical workload allocation
Lectures
Consultation/ Office Hours
Tutorials (2hrs/tutorial)
Examination paper setting and vetting
Examination & assignment marking
1 PhD student ('training' component)
1 Honours student supervision and marking
Total

3.5

X

78

273

36
2

X

3

X

24

144

30
99
48

60
690

Adjustment of teaching load for key administration activities is not meant to reflect total
time recovery. It is an acknowledgement of the importance of the role. Part of the load is also
attributed to the Service component of workload.
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Faculty of Pharmacy Workload Policy (September 2015 revision)
1.

Introduction

The Workload Policy for the Faculty of Pharmacy is couched under the general
requirements and policies of the University and the Academic Staff Enterprise
Agreement 2013 - 2017 as outlined in the appendix to this document. The University
of Sydney guidelines on Academic Workload seek to establish an environment in
which the shared goals and responsibilities for academic work are distributed in an
equitable, transparent and collegial manner. At the same time, the Faculty requires
flexibility in its approach to workloads and practices to meet changing circumstances
affecting its teaching, research and administrative arrangements.
The Faculty recognises that academic staff approach their work with a strong sense
of professionalism and responsibility in meeting Faculty commitments and in realising
opportunities in the work of the Faculty, the Division of Medicine, Dentistry, Nursing
and Pharmacy (MDNP) and the University. It is also recognises that academics must
be provided with opportunities via their Workload to develop their careers in the
intrinsically
interrelated
areas
of
leaming
and
teaching ,
research,
administration/governance and community engagement, in line with their career
goals and professional development. This policy is intended to support the needs of
individuals and the Faculty in each of the above activities, and to assist in the
development of constructive workload management practices. It is not intended to be
applied rigidly, but to promote equity, transparency and flexibility in the allocation of
responsibilities among staff while ensuring that individuals are protected from
excessive load.

2.

Major Areas of Academic Work in the Faculty of Pharmacy

Academic duties undertaken within the Faculty will typically include:
• Teaching, which can involve:
o new course and unit of study development, including development of materials,
alternative modes of unit/program delivery and obtaining professional
accreditation; staff development in the relevant discipline area and in
pedagogy, reflecting the development of new approaches to independent and
flexible student teaming;
o conducting lectures (face-to-face, via video-conference, online, etc.); fa cilitating
discussion (face-to-face tutorials/online discussions (e.g. discussion boards)),
laboratory classes, tutorials, seminars, workshops and field or practicum
supervision; assessment including examination marking, monitoring plagiarism,
moderation of grades, etc.;
o course and unit coordination;
o student consultation: face-to-face and on-line;

o developing and/or conducting non-award short courses, bridging courses and
programs including Continuing Education;
o supervision of postgraduate and honours students;
o approved travel associated with teaching on other University of Sydney
campuses.
• Research and related activities, including:
o undertaking and publishing research;
o writing articles and other works for publication;
o preparing and submitting research grant proposals;
o research management and administration (including monitoring expenditure
from research grants against budget, preparation of financial reports, etc.);
o approved consultancy work;
o presenting scholarly papers, addresses to conferences , etc. ;
o scholarly activity to maintain professional currency in the discipline area;
o research training (techniques, facilities and instrumentation, etc.);
o mentoring of colleagues;
o activities related to patent searching, lodgement of patent applications and
other research commercialisation/knowledge-transfer activities;
o approved travel associated with research activities;
• Administration and governance and service to the community, including:
o management or coordination of academic organisational sub-units or functions;
o management of research facilities and coordination of activities related to
maintenance, operation, trouble shooting, etc.; review of quotations,
negotiations and submission of tender documents;
o site preparation and commissioning of new equipmenUmajor facilities;
o budget and financial management;
o contributions to Faculty or University committees;
o reviewing job applications and serving on interview panels;
o formal employee supervision, including casual and contract staff supervision;
o general administration of policies and work of the Faculty;
o management, coordination, development or promotion of Faculty or University
enterprises, programs or commercial activities;
o attendance at meetings, forums and workshops;
o contributions to and involvement with professional associations, business,
unions and industry;
o contributions to and involvement with relevant government and community
bodies and associations;
o refereeing or reviewing grant proposals, journal articles and theses;
o conference organisation and participation;
o promotion of the Faculty or University in the community (particularly within the
High School system);
o approved travel as outlined in the University's Travel Policy;
Additionally the Workload Policy will:
•

Include face-to-face (and alternative modes) teaching and research or scholarly
activity, unless the Dean approves otherwise;
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• Enable staff to have, within a period without teach ing timetabled classes, a
sustained period or periods of scholarly or other activity, consistent with their
workload, of a total of not less than 12 weeks in any one year, in addition to
opportunities to take annual leave. The 12 weeks referred to above may include
intra-session teaching breaks. Staff will not normally be requ ired to teach
timetabled classes, including direct face-to-face, alternative mode, fie ld
supervision and/or conducting non-award courses, for more than 36 weeks in any
one year;
• Contain work that is consistent with their level of appointment.
• Ensure that new staff appointed at Level A, Level B and (where app ropriate) Level
C have their teaching loads introduced incrementally over the fi rst 3 years of their
appointment, normally half teaching load in year 1, 3/4 teach ing load in year 2 and
full teaching load in year 3.
Year of appointment
1 = half normal load
2 = 3/4 normal load
3 =full load

Face to face teaching load
75 hours
112.5 hours
150 hours

Total teaching load
345 hours
517.5 hours
690 hours

The Faculty Workload Policy includes broad scholarship and research profiles for
establishing individual staff workloads, as outlined below. These are intended to be
sufficiently general to avoid the need for micro-accounting. The Faculty is adopting
the University model (see appendix 1), of 40:40:20 percent, Learning and Teaching :
Research : Administration.
Note: A full time academic workload is calculated as 37.5 hours per week for a total
of 46 weeks per year (discounting annual leave and holidays) - 1725 hours per year.
This equates to 690 hours per year for Learning and Teaching , 690 hours for
Research and 345 hours for Administration. When an increased Research load is
proposed, it is anticipated that generally there is a matching reduction in the
Teaching load. When staff duties account for a percentage of teaching load, this is
deducted from the full teaching allocation of 690 hours. As outlined in the University's
Academic Workloads Policy, an individual's allocations should be discussed and
agreed with the relevant staff (i.e. supervisor, Associate Deans, Course
Coordinators).
3.

Workload Profiles (Research)

The sub-headings below are used as category descriptors on ly, and are not meant to
be interpreted as performance guidelines.
New Staff or Staff Developing a Research Profile: The Faculty expects, and
encourages, all academic staff to engage in scholarly activities beyond teaching . It
also recognises the diversity of ways in which staff can develop and disseminate
their scholarship and research beyond the teaching relationship . Academic staff who
are new to the Faculty at the Associate (A) or Lecturer (B) level or where appropriate
Senior Lecturer (C) fit in this profile. Generally, mentors would be actively assisting
their colleagues within this profile to develop and enhance their research activities,
by (for example) encouraging synergies between their teaching and research,
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seeking external funding for research, assisting with the publication of research
outcomes, providing advice on appropriate journals in which to publish their
research, co-supervision of Honours and HDR students, etc. It is envisaged that staff
matching this profile would have a higher research allocation in the first two years
(with a matching reduction in teaching load) and progress to a full teaching and
research load in the third year of appointment.
Year of appointment
1

2
3

Research load
1.5 research load
(1 036 hours)
1.25 research load
(826.5 hours)
Full (1 .0) research load
(690 hours)

Teaching load
1/2 teaching load
(345 hours)
3/4 teaching load
(517.5 hours)
Full teaching load
(690 hours)

Substantial Research: Academic staff in this profile would have demonstrated
substantial research outcomes as measured by publications in international refereed
journals, attracting external funding, Honours and HDR load/completions, etc.
Faculty staff within this profile will be allocated a full research workload .
Research Leaders and Mentors: Academic staff in this profile would have
substantial research outcomes, typically including significant external grant income,
well-above-average numbers of publications in journals indexed in HERDC,
SCOPUS and lSI Web of Science, Honours and HDR student load/completions, etc.
They would also be expected to undertake a research leadership and mentoring role
for staff in other profile areas by (for example) encouraging synergies between their
teaching and research, seeking external funding for research, assisting with the
publication of research outcomes, providing advice on appropriate journals in which
to publish their research, co-supervision of Honours and HDR students, etc. Faculty
staff within this profile will be allocated a full research workload.

The research allocations specified above shall include all research-related activities,
including:
•
•
•
•

Preparation of applications for external funding;
Management of research infrastructure and facilities, where appropriate;
Preparation of scientific manuscripts for publication in international journals;
Supervision of HDR students, post-doctoral fellows, etc. (excluding Honours
students);
• Participation in international conferences and other research-related meetings;
• Consultancy activities;
The other agreed duties of academic staff, including undergraduate or other
coursework teaching, governance, external engagement, etc., shall be embedded
within these profiles according to the workload allocations defined below.
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Teaching Focused Roles

Teaching focused roles will be an option within a Faculty's workload model to allow
staff to concentrate on learning and teaching.
Provision for teaching focused roles will have regard to the personal and/or
professional circumstances and preferences of individual staff and will enable staff to
be employed in teaching focused work for agreed and specific time periods. Staff
employed in teaching focused roles will have access to promotion (taking into
account teaching excellence, leadership and record of scholarship), performance
management and development as well as a career path in teaching. Teaching
focused roles may be full-time or part-time.
A staff member employed in a teaching and research role may assume a teaching
focused role only if, in the preceding 12 months (or for an earlier period of 12 months
in the case of staff returning from extended leave), they have been given an
opportunity to engage in research work.
A staff member (other than a staff member who has entered into a pre-retirement
contract) who undertakes a teaching focused role may elect to return to a teach ing
and research role after a specified term if they develop an annual research plan of
work (using the University's performance plan template, and including provis ion for
development and mentoring), have their research plan approved by their Supervisor
and agree to undertake the work specified in the research plan .
A staff member who enters into a pre-retirement contract may be employed in a
teaching focused role on a fixed term basis.
A staff member who has been employed on a casual basis to perform at least 60% of
a full-time teaching workload (i.e. , will be offered a fixed term position in a teaching
focused role subject to the following:
(a) fixed term positions will offered only if there is sufficient teaching work available to
require the position to be filled for a period of at least six months;
(b) the staff member must have demonstrated the capacity to meet the future
expectations of the position (including any new duties or skills that may be required )
and the Faculty's strategic directions; and
(c) the staff member's casual employment was not for any of the following purposes:
(i) to replace another staff member who is absent on leave or temporary
transfer, or is undertaking restricted duties, or reduced working hours; or
(ii) to undertake work where a curriculum in professional or vocational
education requires that work be undertaken by a person who has practical or
commercial experience.
The duration of any fixed term contract entered into must be no less than six months
and no more than two years.
The Faculty will recruit Scholarly Teaching Fellows if and when appropriate
opportunity arises.
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4.

Learning and Teaching

It is proposed that every academic staff member should have 150±5 hours of face-toface teaching (unless they are in a teaching only position). Based on a 40:40:20
Workload allocation giving a total of 690 hours per year for teaching, this allows for
3.6 hours preparation/additional activity for each hour of face-to-face teaching (see
points 4.2 and 4.5- 4.8 below for definition) per hour of face-to-face teaching. Note:
each reduction of 1/8 in teaching load equates to a reduction in total teaching of
86.25 hours.
The University Workload Model has established a general limit of 15 hours of face-toface teaching per week (or equivalent, for external delivery) during recognised
teaching periods and averaged over the teaching year, although there might
occasionally be higher allocations in some circumstances where the levels of
preparation and assessment are significantly different to the norm. The actual
teaching allocation shall be informed by the particular Workload Profile and
administration/governance responsibilities and assigned in collaboration with
members of the relevant academic groups(s).
4.1

The teaching period for Semesters 1 and 2 is regarded as 13 weeks. Where
units are team taught, allocation is made on a pro-rata basis.
4.2 The teaching load -Within each individual's workload, units should be listed for
each session, and the details of the work required in each unit should be
recorded .
4.3 Any additional work that may be required for special circumstances shall be
recorded. For example, teaching may involve innovative practices, such as
Faculty-initiated development of a website for on-line learning, the preparation
of approved flexible delivery print packages, field supervision, or additional time
for subject mastery.
4.4 Three scenarios for learning and teaching, where an academic plans, prepares
and delivers a unit are considered:
4.4.1 Continuing/Update: preparation and delivery of an existing unit, with
routine updating and enhancing of content from a previous year - 1/8
(86.25 hours) Teaching Workload allocation. This allocation includes
general assessment (e.g. class presentations, quizzes, etc.) directly
associated with the class, but not the major assessment tasks;
4.4.2 Significant review: preparation and delivery of an existing unit, where
significant modification to assessment, delivery, etc., is required, or
where an academic is teaching the unit for the first time - 1/8 (86.25
hours) Teaching Workload allocation. This allocation includes general
assessment directly associated with the class, but not the major
assessment tasks;
4.4.3 Unit Development: Development of a new unit from scratch, including
delivery of 4-5 contact hours per week -1 /4 (172.5 hours) Teaching
Workload allocation . This allocation includes general assessment
directly associated with the class , but not the major assessment tasks;
4.5 Other tasks associated with learning and teaching , such as consultation and
major assessment tasks, etc. are dependent on student numbers. Each group
of 100 coursework students shall attract a Teaching Workload allocation of
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4.6

4.7

5.

1/20 (34.5 hours) for consultation and 1/10 (69 hours) for major assessment
tasks (these allocations shall be pro-rata for smaller numbers). Allocations for
other activities (e.g. supervision of project students) shall be discussed with
members of the relevant academic group and negotiated with the Associate
Deans, who will make a recommendation to the Dean for approval.
All activities associated with supervision of Honours students shall attract a
Teaching Workload allocation of 1/8 (86.25 hours). Where there are multiple
supervisors (which shall be regarded as the norm), this allocation shall be split
according to the supervision load.
Workload allocations for the development of new programs shall be negotiated
with the relevant Research Theme Leader (or equivalent), and Associate
Deans, endorsed by the Pharmacy Senior Executive Group (PharmSEG) and
approved by the Dean.

Administration and Governance

The roles of Dean and Associate Dean are University of Sydney defined roles.
Deans are appointed by the Vice-Chancellor; Associate Deans are appointed by the
Dean under consultation with PharmSEG. Other roles (including Course Coordinators, Theme Leaders, etc.) are approved by the Dean. The following base
reduced teaching workload allocations shall normally apply in the Faculty of
Pharmacy.
5.1 Dean -full allocation (no other allocations made).
5.2 Associate Dean - Up to 1/2 (345 hours) allocation for all duties defined in the
relevant Position Description, including management of staff, marketing
activities, committee meetings directly associated with the roles (as per the
relevant Position Descriptions), etc.
5.3 Year Coordinator- 1/4 (172.5 hours) allocation, (this allocation assumes that
administration support will be provided and that Unit of Study coordinators will
assist Year Coordinators in the day-to-day running of programs. Higher
allocations can be negotiated with the Associate Deans and approved by the
Dean.
5.4 Course coordinators - 1/8 (86.25 hours) allocation per 100 EFTSL (this
allocation assumes that administration support will be provided, together with
support from other academics at peak times).
5.5 Unit of Study Coordinators - The allocation of time for unit coordination will be
dependent on the number of students enrolled in a unit of study, the number of
staff involved in teaching (team teaching), mode of offer (external/internal) and
whether the unit is offered outside of the Faculty. Units will attract an allocation
of 1/8 (86.25 hours). The allocation for student loads between 20 and 500
students shall be determined by linear interpolation. Allocations for other
scenarios shall be negotiated with the Faculty via Associate Deans, PharmSEG
and approved by the Dean.
5.6 Chair of Faculty or University Committee -1/4 (172.5 hours) allocation, including
preparation of materials for meetings (appropriate admin support provided),
attendance at relevant University meetings, and all other activities as defined in
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the relevant Position Description. Higher allocations can be negotiated with the
Faculty via Associate Deans, PharmSEG and approved by the Dean.
5. 7 General allocation - up to 1/8 (86.25 hours) allocation to each academic for
participation (other than Chair) in Faculty or University meetings, committees
and working parties, and administrative activity such as attending to email,
informal work, general professional development and attendance at university
public events.
5.8 Participation in Administration and Governance external to the Faculty will not
normally result in a reduced teaching workload but may result in a reduced
administration and governance role within the Faculty.

6.

Community Engagement and Service

Allocations under this category are based upon service recognised in the Enterprise
Agreement 2013 - 2017. These include contributions to and involvement with
professional associations, business and industry which promote the University in the
community; contributions to and involvement with relevant government and
community bodies and associations; and promotion of the University in the
community.
6.1 Endorsement- While workload recognition may rightly be given to such activity,
it is clear that Faculty resources to fund community service activities are limited.
For applications to receive Workload allocations, the activity must be supported
by the Faculty Workload Guidelines and approved as falling within the Enterprise
Bargaining Agreement guidelines as Community Service or Service to a relevant
Professional Body.
6.2 Substantiation - Evidence will be needed to substantiate a record of continuing
involvement and activity, with indications of outcomes for the university or the
academic's discipline, arising from the activity. Such activities must be registered
with the University's system and claims should indicate:
• name(s) of organisation(s) to whom service is given;
• goals of the organisation and relevance to the academic's work;
• the nature of the activities/services provided;
• frequency of meetings or events attended;
• benefits to the university for the academic's participation in this community
service;
• nature of documentary evidence to support application, such as minutes of
meetings, letters of invitation.
6.3 Allocation- Up to 1/8 (86.25 hours) may be agreed for community service, but in
exceptional circumstances the Dean, through PharmSEG , may approve a higher
allocation.
6.4 Participation in Community Engagement external to the Faculty will not normally
result in a reduced teaching workload but may result in a reduced community
engagement role within the Faculty.
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Appendix 1: Academic Staff Enterprise Agreement 2013-2017
https :1/intranet. sydney. edu .au/em ployment/enterprise-agreement/20 13-1 7 -parts/part-g. php

WORKLOADS -ACADEMIC STAFF ONLY
Objective of academic workload provisions
Workload allocation principles
Workload allocation policy
Individual workload allocation
Part-time academic staff
Workload monitoring committee
Dispute resolution

Objective of academic workload provisions

257.
The objective of clauses 258 to 277 is to provide a framework for ensuring
that academic workloads are equitable, transparent, manageable and without risks to
health and safety.
Workload allocation principles

258 .
Academic workloads will be determined on a fai r, transparent and
consultative basis, having regard to the following principles:
1.

the allocation and recognition of academic workloads should support the
strategic directions of the University and, except for teaching focused and
research only staff or where otherwise agreed in accordance with clause
269, will encompass the elements of teaching , research and service while
taking into account the career aspirations of Academic staff;

2.

the allocation of academic work should reflect the multiplicity of career
trajectories for Academic staff, and that the emphasis between different areas
of academic work for an individual member of staff may shift throughout their
career;

3.

an Academic staff member's workload should be suitable to thei r stage of
development and level. For example, Level A and B staff in the first year of
their appointment should have a lower teaching load than experienced staff
as they need time for research. Level A staff will not normally have sole
responsibility for the design and delivery of courses. Unless otherwise
agreed, Level D and E staff are required to provide evidence of research
mentoring and support for early career staff; and

4.

for teaching and research staff (i.e. staff other than "research only" and
"teaching focused" staff), academic work will be assigned to ensure a wellbalanced portfolio encompassing , unless an alternative allocation is
agreed in accordance with clause 269, on average:
1.

teaching and teaching-related activities- 40%;

2.

research and scholarship- 40%;
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3. professional & community engagement and administration- 20%.
Workload allocation policy

259.
Each academic work unit must have in place a workload allocation policy that
complies with the provisions of this Agreement. For the purposes of this clause,
academic work units will be determined at the Faculty level in consultation with
Academic staff, and may comprise the Faculty, individual Schools or other
organisational units.
260.
Workload allocation policies will be developed in a way which identifies a
transparent correlation between the measure applied and hours of work generated.
Workload allocation policies will be developed and reviewed in consultation
261.
with staff, and for the purposes of this consultation, Deans will provide staff briefings
on the Faculty's financial and strategic directions, overall staff and student profile and
staffing and development needs.
262.
Copies of each workload allocation policy will be provided to the Workload
Monitoring Committee and posted on the University's intranet.
Individual workload allocation

263.
Each Academic staff member's workload will be allocated in consultation with
the staff member concerned, having regard to:
1. the staff member's level of appointment and time fraction;
2.

the needs of early career staff to establish their research profile;

3.

the importance of maintaining an appropriate balance between work and
family life;

4. the working hours specified in this Agreement; and
5.

the annual and other leave plans of the staff member. No staff member will
be required to make up time, take on additional duties or alter the duties that
would normally be undertaken as a result of taking leave. For example, no
staff member will be required to perform additional teaching duties as a result
of taking leave during a teaching period.

264.
A staff member who is enrolled for a research higher degree will be allocated
a proportion of time to undertake such studies, provided that their research higher
degree Supervisor certifies that adequate progress has been made.
265.
In determining the allocation of academic workloads and thei r quantification,
the following factors will be taken into account:
1. modes of delivery, including, for example, face-to-face teaching, on-line
learning and blended learning;
2.

the level of courses taught;
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3.

preparation for teaching, curriculum development and the development of
course materials;

4. supervision and mentoring of staff and students, including required
attendance at classes or meetings;
5.

research, scholarship, creative production;

6.

the number of students taught;

7.

staff development requirements;

8.

field work supervision;

9.

internal and external professional work;

10. administration, including participation on committees;
11. overseas teaching and international commitments;
12. intercampus travel;
13. University service and community engagement; and
14. carers' responsibilities and/or disabilities.
266.
In determining reasonable hours the University will have regard to the
following:
1. the total number of hours required be worked each day on a particular day;
2.

the number of teaching and/or required hours worked without a break;

3.

the time off between finishing and starting times of teaching sessions;

4. the number of days of the week during which teaching and/or required duties
are scheduled;
5.

the provisions of the Work Health & Safety Act 2011 and health and safety
issues generally;

6.

the incidence of evening work;

7.

the incidence of overseas work;

8.

the staff member's general workload; and

9. the staff member's caring needs/responsibilities.
267.
The required duties will be such that they can reasonably be expected to be
completed in a professional and competent manner within an average of 37.5 hours
per week, and staff will not be required to work more than 1725 hours per year.
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268.
The workload allocation will factor in the hours required as a consequence of
the class size for tutorials, seminars and laboratory groups; and will take into account
such factors as the nature of the activity, safety requirements, and availability of
teaching facilities.
269.
The total amount of teaching and related activities for teaching and research
staff will not exceed 40% of the total workload over a 12 month period, unless
otherwise agreed by the staff member and their Supervisor.
270.
Staff will not be required to commence teaching within ten hours of the
conclusion of a teaching session, or other directed duties, conducted on the previous
day.
271.
Staff will not be required to teach on weekends or public holidays without
their agreement. Where teaching is agreed to on weekends or public holidays, the
staff member will take time off in lieu at a time agreed by the staff member and their
Supervisor.
Staff will not be required to:

272.
1.

teach more than two semesters per year without their agreement (including
agreed arrangements in relation to compensation for additional teaching
beyond a two semester load); and/or

2.

teach overseas without their agreement.

273.
Any change in the teaching year or academic calendar will be subject to
consultation with affected staff and, if requested, their Representative(s).
Part-time Academic Staff

274.
Clauses 258 to 273will apply to Part-time staff on the basis of the work being
in proportion to their fraction of employment, including the following:
1.

during the normal weekly hours of employment, in addition to face-to-face
teaching or other equivalent delivery of teaching, part-time Academic Staff
are required to provide associated duties in the nature of preparation,
marking and student consultation; and

2.

in addition to teaching and associated duties, Part-time Academic staff may
be required to participate in the academic and administrative activities of the
school and be available on campus for some or all of the nominal hours of
employment.

Workload Monitoring Committee

275.
The University will maintain a Workload Monitoring Committee for the
purposes of overseeing and supporting the implementation and monitoring of
clauses 258 to 273. The membership of the Workload Monitoring Committee will be
four nominees of the University, including the Provost, a Dean, a Head of School and
a Senior Faculty Administrative Manager, and four nominees of the NTEU.
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276.

The role of the Workload Monitoring Committee is to:
1.

monitor the operation of each workload allocation policy and review each
policy on an annual basis to ensure that the provisions of this clause are
observed;

2.

ensure each workload allocation policy provides a reasonable basis for
determining comparison of workload quantum across the University.

277.
The Workload Monitoring Committee will meet at least six times each year or
as the Committee otherwise agrees.
Dispute resolution

278.
Where agreement cannot be reached between a staff member and their
Supervisor, or in circumstances where a dispute arises regarding the operation of
clauses 258 to 273, the issue will be resolved through the Review of Action
procedures of this Agreement.
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WORKLOAD POLICY
Sydney Medical School (SMS} is committed to delivering high quality educat ion and research
outcomes while providing its staff with an equitable work environment. This workload policy
details SMS's approach to the allocation of workload while recognising th e different
environments in which staff are employed. Expected performance standards are detai led in SMS
Guidelines for Performance Management and this policy should be read in conjunction with the
Guidelines. An individual's performance is assessed via the Academic Performance and
Development (AP&D} process.
In SMS there are three distinct types of schools:
• School of Medical Sciences: major undergraduate teaching load particularly in Science
(Bachelor of Science and Bachelor of Medical Science} with contributions to the Sydney
Medical Program (SMP) and teaching in other faculties.
• School of Public Health: focuses intensively on postgraduate coursework teaching.
• Clinical Schools: major contributions to teaching in the SMP with varied postgraduate
coursework loads, plus significant clinical service responsibilities.

1
Clarity around roles
1
While the Enterprise Agreement defines the nature of work undertaken by each academic
classification (i.e. Teaching an·d Research, Teaching-focussed and Research-focussed) for each level,
there are a number of areas where SMS differs from the wider university. Notably, the unique nature
of the SMP and the close relationship with teaching hospitals, med ical research institutes and the
healthcare system. Classification descriptors are refined in SMS Guidelines for Performance
Management.
2
Equity and fairness
In recognition of the different environments listed above, workload expectations and policy will
vary across these settings. In all cases, however, the policy provides a foundation for ensuring
fairness and equity of workload across and within academic levels. The policy serves to set
expectations for individual staff members and their academic supervisors about workload .
3
Workload
The policy sets expectations in each of the core areas of academic activity: teaching and learning
(Table 1), research, and service. These are set by the level of academic appointment for a full-time
employee and would normally be expected to be accomplished in the 37 .5 hours per week of
employment. Allocation of time between categories is based on the 40 :40:20 principle where
t eaching and research each comprise 40 percent of an individual' s annual workload and service 20
percent of the annua l workload. This equates to 690 hours per annum for each of teach ing and
research and 345 hours per annum for service. Adjustments are made f or research -focussed and
teaching-focussed staff.
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4
Harnessing an individual's strengths/flexibility
Individual academics, in consultation with their Head of School, may trade off component targets
within each domain of activity (research, teaching and service) through compensat ing higher
targets in another domain. It is recognised that;
a. academic staff who are funded from external sources have obligations which would
significantly alter the weight attached to each of the domains of research, teaching and
service;
b. academic staff who have external responsibilities approved by Sydney Med ica l School (see
section 11 below) have their FTE load reduced commensurate with the ir contractual
requirements; and
c. account must be taken of local environments including teaching load, staffing levels and
facilities.
5
Staff on fractional appointment and/or who have Academic Management responsibilities
Workloads for staff who work part-time, or have an agreed fraction of their time allocated to an
academic management role, will be set on a pro rata basis retaining the 40:40:20 principle.
6
Teaching
Teaching loads in SMS vary greatly between Schools and Disciplines, but no Teaching and Research
classified staff are required to undertake more than 690 hours per annum of teaching. Details of
teaching workloads in the three types of Schools in SMS are set out in the tab le below. The number
of hours specified are face-to-face (or on-line equivalent) hours recogn ising that delivery of
teaching also requires a significant time commitment to associated activities including (but not
limited to) planning and revising content, assessment, and student support. This equates to over
S.Sh for teaching associated activities for each 1h of face-to-face teaching time. Academics with
teaching administration responsibilities (e.g. unit of study or course coordination) may have their
face-to-face hours reduced in keeping with this additional load. In general, teaching loads in SMS are
well below the maximum of 690 hours per annum .
Teaching-focussed staff are expected to contribute 1.5-2 times the teaching hours of teach ing and
research academics. Research-focussed staff are expected to contribute to teaching as determined
by their Head of School, but a proportionately lower teaching load should be anticipated.
The time devoted to supervision of research students, whether postg raduate resea rch,
undergraduate Honours or MD project, is a teaching activity. This includes both direct supervision
and group teaching such as facilitation of a journal club or presentation of training sem inars.
7
Newly appointed staff
Where local environments and circumstances allow newly engaged teaching-focussed and research
and teaching academics may have their face-to-face (or equivalent} teaching time reduced in the
first two years of appointment to allow for establishment of their teaching and/or research
capabilities.
Research
8
SMS strives to retain its position as a leader in health and medical research by producing high quality
and influential research outcomes. Teaching and resea rch academics who devote 40% of the ir time
to research must demonstrate outcomes such as, but not limited to, peer-reviewed journal articles,
books, book chapters, reports or reviews. Emphasis is placed on the quality of outputs.
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Research-focussed staff are expected to devote more time to resea rch activities than teaching and
research academics while teaching-focussed staff will have a proportionately lower research time
allocation than teaching and research academics.
9
Higher degree by research (HDR) student supervision
Academic staff at level B or above are expected to engage in HDR supervision as a research
supervisor, co-supervisor or auxiliary supervisor. Newly engaged or promoted staff must undertake
research supervisor training as specified by the University.

HDR completions are captured in Research Productivity Returns. HDR supervision is a teaching
activity and the time devoted to supervision recorded as teaching hours. Teaching-focussed staff
are encouraged to participate in HDR supervision if the opportunity and resources are available.
10
Service
All members of academic staff should undertake 345h of activity in service to the University as we ll
as to their discipline and the broader community. Service activities should f acilitate the objectives of
SMS and/or the University. While time commitment to service activity is equiva lent for each level of
appointment, it is recognised that these contributions are likely to involve increasing leadership for
more senior academics.
11
Medically qualified academic staff in the clinical schools/teaching hospitals
Clinical (medically qualified) academics are key to providing a relevant medical program and
undertaking healthcare related research . The delivery of care to patients is a major activity of
clinical academics with appointments in the teaching hospitals. Much of this care has a teaching
aspect as the academic may be accompanied by students on their patient rounds, consultations or in
the operating theatre. Recruitment of patients for clinical research is faci litated by this commitment.

Clinical academics are required to maintain clinical competence and expertise, retain national
medical registration, and participate in Continuing Professional Development. The face-to-face
teaching load of clinical academics is reduced from 120h pa (FTE) to 100h pa allowing approximately
115h pa to achieve these additional demands.
Clinical academics with hospital appointments are required to enter an agreement w ith their state
hospitals consistent with clause 12 of the Staff Specialist (State) Award dealing with performance
agreements for staff specialists in return for a minimum eight-hour commitment to the hospita l. For
staff with such agreements their University commitments are calculated on a pro-rata basis (e .g.
0.8 FTE when there is an 8h commitment to the hospital).
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School of Medical Sciences

Level A

120 hours per year being any mixture
of lectures, tutorials (face-to-face or
online) and practicals as well as
contributing to unit of study
coordination or a similar
organisational role .

Level B

120 hours per year being any mixture
of lectures, tutorials (face-to-face or
online) and practica ls as well as
coordinating a unit of study or
performing a similar organisational
role. Academics who take on the role
of Discipline Postgraduate
Coordinator or Course Coordi nator
may have the teaching load reduced
commensurate with these duties and
the number of enrolments in the
unit/course.

LeveiC

120 hours per year being any mixture
of lectures, tutorials (fa ce-to-face or
online) and practica ls as well as
increasing coordination of a unit of
study or a similar organisational role.
Academics who ta ke on the role of
Discipline Postgrad uate Coordinator
or Course Coordinator may have the
teaching load reduced
commensurate with t hese duties and
the number of enrolments in the
unit/course.

School of Public Health

120 hours per year being any mixture
of lectures, tutorials (face-to-face or
online) and group learning.

Clinical Schools
For clinically active academics 100 hours per
year and for other academics 120 hours per
year being any mixture of lectures, PBL
sessions, clinical reasoning sessions, clinical
attachments or tutorials delivered in the
SMP or in postgraduate coursework degree
programs.

For clinically active academics 100 hours per
year and for other academics 120 hours per
year being any mixture of lectures, PBL
sessions, clinical reasoning sessions, clinical
attachments or tuto rials delivered in the
Teach at least one 6 credit point unit of
SMP or in postgraduate coursework degree
study (or equivalent) up to 120 hours
programs. In addition, participation in
per year being any mixture of lectures,
teaching coordination (e.g. block or theme
tutorials (face-to-face or online) and
committees, unit of study). Academics who
group learning.
take on the role of Postgraduate
Coordinator, Stage Coordinator or similar
may have the teaching load reduced
commensurate with these duties (est. 40SOh pa).
Teach at least one 6 credit point unit of For clinically active academics 100 hours per
study (or equivalent) and teach in
year and for other academics 120 hours per
other units of study for at least the
year being any mixture of lectures, PBL
equivalent of a 4 credit point unit of
sessions, clinical reasoning session s, clinical
study per annum, up to 120 hours per
attachments or tutorials delivered in the
year being any mixture of lectures,
SMP or in postgraduate coursework degree
tutorials (face-to-face or online) and
programs. In addition, parti cipation in
group learning. Academics who take on teaching coordination (e.g. block or theme
the role of degree program coo rdinator committees, unit of study). Academics who
may have their teaching load reduced
take on the role of Postgraduate
by 40 hours per year, degree program
Coordinator, Stage Coord inator or similar
director or postgraduate coordinator
may have the teach ing loa d reduced
by SO hours per year, Director of
commensurate with these duties (est . 40SOh pa).
Rese_arch -~y 20 hours per yea r.
--

Updated 29/2/16

Other (e.g. Deanery, OME)
For clinically active academics 100
hours per year and for other
academics 120 hours per year being
any mixture of lectures, PBL
sessions, clinica l reason ing sessions,
clinical attachments or tutorials
delivered in the SMP or other
programs.

For clinically active academics 100
hours per year and for other
academics 120 hours per year being
any mixture of lectures, PBL
sessions, clinical reasoning sessions,
clinical attachments or tutorials
delivered in the SMP or in other
programs. In addition, participation
in teaching coordination and/or
governance.

For clinically active academics 100
hours per year and for other
academics 120 hours per year being
any mixture of lectures, PBL
sessions, clinical reasoning sessions,
clinical attachments or tutorials
delivered in the SMP or in other
programs. In addition, participation
in teaching coordination and/or
governance.
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Level D

120 hours per year being any mixture
of lectures, tutorials (face-to-face or
online) and practicals as well as
taking a leadership role in the
development or delivery of a unit of
study or course, or leading in a
similar organisational role. Academics
who take on the role of Discipline
Postgraduate Coordinator or Course
Coordinator may have the teaching
load reduced commensurate with
these duties and the number of
enrolments in the unit/course.

Level E

120 hours per year being any mixture
of lectures, tutorials (face-to-face or
online) and practicals as well as
taking a leadership role in the
development or delivery of a unit of
study or cou rse, or leading in a
similar organisational role. Academics
who take on the role of Discipline
Postgraduate Coordinator or Course
Coordinator may have the teaching
load reduced commensurate with
these duties and the number of
enrolments in the unit/course.

Updated 29/2/16

Direct/coordinate and teach at least
one 6 credit point unit of study (or
equivalent) and coordinate a degree
program and/or teach into other units
of study for at least the equivalent of a
4 credit point UoS per year, up 120
hours per year being any mixture of
lectures, tutorials (face-to-face or
online) and group learning. Academics
who take on the role of degree
program coordinator may have their
teaching load reduced by 40 hours per
year, degree program director or
postgraduate coordinator by 50 hours
per year, Director of Research by 20
hours per year.

For clinically active academics 100 hours per
year and for other academics 120 hours per
year being any mixture of lectures, PBL
sessions, clinical reasoning sessions, clinical
attachments or tutorials delivered in the
SMP or in postgraduate coursework degree
programs. In addition, take a leadership role
in the development or delivery of teaching
(e.g. block chair, theme coordinator,
director of a degree program). Academics
who take on the rol e of Postgraduate
Coordinator, Stage Coordinator or similar
may have th e teaching load redu ced
commensurate with these duties (est. 40SOh pa).

For clinica lly active academics 100
hours per year and for other
academics 120 hours per yea r being
any mixture of lectures, PBL
sessions, clinical reasoning sessions,
clinical attachments or tutorials
delivered in the SMP or in
postgraduate coursewo rk degree
programs. In addition, take a
leadership role in the development
or delivery of teaching, or
coordination or governance of a
program.

Director of a degree program or
coordinate and teach at least one 6
credit point unit of study (or
equivalent) up to 120 hours per year
being any mixture of lectures, tutorials
(face-to-face or online) and group
learning. Academics who take on the
role of degree program di rector or
postgraduate coordinator may have
their teaching load reduced by 50
hours per year, Director of Research by
20 hours per year.

For clinically active academics 100 hours per
year and for other academics 120 hours per
year being any mixture of lectures, PBL
sessions, clinical reasoning sessions, cl inical
attachments or tutoria ls delivered in the
SMP or in postgraduate coursework degree
programs. In addition, ta ke a leadership role
in the development or delivery of teaching
(e.g. block chai r, theme coordinato r,
director of a degree program). Academics
who take on the role of Postgraduate
Coordinator, Stage Coordinator or similar
may have the teach ing load reduced
commensu rate with these duties (est. 40SOh pa).

For clinically active academics 100
hours per year and for other
academics 120 hours per year being
any mixture of lectures, PBL
sessions, clinical reasoning sessions,
clinical attachments or tutoria ls
delivered in the SMP or in
postgraduate coursework degree
programs. In addition, take a
leadership role in the development
or delivery of teaching, or
coordination or governance of a
program.
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Academic Staff Workload Allocation Policy
Faculty of Architecture, Design and Planning
Introduction
This policy should be read in conjunction with the "University of Sydney Enterprise Agreement 2013 -2017", clauses 257274, and the "Academic Staff Workloads Policy". The policy wi ll be reviewed periodically to take into account relevant
changes in enterprise agreements, and other changing circumstances.
The first aim of this policy is to ensure that the Faculty's teaching and administrative duties and service to the University
are di stributed amongst the Faculty's academic staff in a transparent and equitable fashion whilst ensuring adequate time
for research. Its second aim is strategic: to assess and prioritise th e work commitments generated by the current curriculum,
as a means of establishing viable staffing levels and sessional staffing requirements.
Towards the end of each year or at the annual AP&D meeting, each Head of Discipline wi ll discuss with each academic
staff member in the discipline their work plans for the following year. Performance and achievements in previous years will
be considered by the Head of Discipline during discussions. The expectation of 40% researc h must be achieved and cannot
be traded again st an increased teaching load; any uncommitted service hours are re-allocated to teachi ng (so the 40%
allocated to teaching might be increased in the light of unused service hours). Heads of Discip line will forward the agreed
workload allocations to the Dean for final approval. The process of workload allocation will be completed by the end of the
academic year. Variations arising during an academic year must be approved by the Head of Discipline, advised to the
responsible HEO Manager and notification sent to the Dean.
Heads of Discipline will ensure all academic staff have appropriate loads before consideration is made of sessional teaching
requirements. New staff and Early Career Researchers wou ld be expected to have a lighter than standard load, as set out
below.

Research
The Faculty expects every academic staff member to have a 40% engagement in research. In making applications for
research grants staff must bear this in mind. If they wish to commit to more than this it must be agreed with the Head of
Discipline/ Dean, and teaching relief for the tim e over 40% must be included in the grant application or sought from other
sources. The time commitment on ARC and other grants with formal contracts will be taken as stated in the contract or
grant approval.

Education- Teaching and HDR Supervision
The workloads formula aims to provide a viable and varied workload for individual academic staff. A typical workload
migh1 consist of at least the equivalent of
•
18 to 24 credit points of taught units of study, and
•
the primary supervision of two FTE HDR candidates, and
•
some students undertaking honours, and
•
a research unit in a masters by coursework program (see below for definition of research units).
Staff are encouraged to consult with their Head of Discipline to manage Service and HDR Supervision arrangements, as all
staff are expected to coordinate and teach a minimum of one 6 credit point unit of study.
Units of study are grouped into categories and hours assigned to each category based on the number and types of contact
hours. Tasks within a unit of study are divided into
Those that scale with number of enrolments such as coordination and marking,
Those that depend on contact hours such as preparation, and
•
An overall subject preparation component.
Units taught in parallel are treated as one unit with the enrolment numbers of the units combined to ensure load is
appropriately captured.

Research Units ofStudy
Research units of study comprise honours units of study, and research reports in masters by coursework programs.
Coordination is calculated pro-rata based on a group of 20 students. Supervision and marking are given to the supervisors.

Coordination, marking and subject preparation for other units ofstudy
All other units of study share the same guidelines for coordination, subject preparation and marking (see Allowances for
teaching-related tasks below). Coordination and subject preparation are split pro rata between staff who share the
coordination duties of a unit of study, including any contribution by sessional staff. Similarly teaching is split pro rata
between staff who share responsibility for the teaching of a unit of study.
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Repeat lectures and tutorials and additional groups
Repeat lectures and tutorials within the week do not attract any preparation time but the extra contact hours will be included
as per the relevant unit of study category. The load for a staff member taking a full tutorial group in a subject coordinated
and taught by another staff member will be the contact hours for the tutorial group as per the relevant unit of study category
and attendance a t the lectures of the unit of study, as appropriate.
Under- enrolled electives
The Faculty has a policy of cancelling elective units that have fewer than 20 enrolments except those in postgraduate
programs w here the program cohort is fewe r than 20 students. In these cases, the electives will be cancelled when numbers
are lower than the program cohort s ize .
HDR supervision
Supervisors of HDR students receive a load of 46 hours per annum per EFTSL for students within the RTS time limit of
four full-time years of study (or equivalent for students undertaking some or a ll of their program part-time.). This load is to
be d ivided between supervisor and associate supervisor(s) as agreed betwee n them in each case, and up to a maximum of 5
HDR students as per University policy. Any supervision taken on in excess of 5 HDR studen ts must be on the basis of a
very close alignment of the student's research project with the supervisor's research area, is to be negotiated with Head of
Discipline, and will not attract an additional loading. Staff supervising more than 5 HDR students who w ish to rationalise
their supervision workload should consider negotiating an arrangement to transition some of their HDR students to a new
supervisor. This might include a period of associate supervision.
Allowances for teaching-related tasks
•
Marking is I hour per student per 6 CP
Coordination
For a unit of study involving co-ordination o f a single group, a llowance is 13 hours, and I 0 hours subject
preparation. (23 hours total).
For a unit of study involving co-ordination of multiple tutorial, studio or laboratory groups, a llowance is
13 hours [weekly tasks], plus 7 hrs per extra tutorial group [0.5 hrs for tutor recruitment, 6.5 hrs
additiona l weekly tasks], 13 hours for weekly meetings with tutors, and I 0 hours subject preparation.
For an online unit of study, the a llowance is 13 hours (for weekly tasks) for the first 20 students, p lus 6.5
hours pe r additional 20 students, and I 0 hours subject preparation.
For a Research unit of study, coordination is given pro rata based on a group of 20 students, e.g. 6 .5
hours coordination where I 0 students are enro lled.
A staff member who is notionally coordinating a unit actuall y coordinated by a sessional staff member
receives 6 hours. Subject preparation is I0 hours per unit of study .
Supervision of research units and honours dissertations is 13 hours per semester plus marking as above.
Curriculum Development and Major Revision - to be negotiated with Head of Discipline and Dean.
Development of a new Unit of Study - to be negotiated with Head of Discipline and/or Dean; up to 50 hours in
cases of complete development process.
Substantial revision of an existing unit of study - by negotiation with Head of Discipline
Teaching a unit of study in a new mode (eg converting to online delivery) - by negotiation with Head of
Discipline
Teaching a unit of study for the first time - I 0 hours
New Staff Member or Early Career Researcher In allocating teaching load to new staff members, two issues
need to be considered. The total teaching and coordination load should be lighter than the norm, and the spread of
teaching activities should be restricted. Allowance to enable new staff to undertake the Graduate Certificate in
Educational Studies (Higher Education): 300 hours

Administration and Service
Service is understood as activities relating to the Faculty and University, to the Academy, to the Profession and to the
Community. It constitutes 20% of total workload in the University model (345 hours); any uncommitted service hours are
re-allocated to teaching (so the 40% allocated to teaching might be increased in the ligh t of unused service hours).
Conversely, heavy and unavoidable Faculty service ro les such as Associate Dean, Head of Discipline or Program Director
(often well in excess of345 hours) will attract responsibility allocations to reduce teaching load. Staff members in such
roles should be particularly careful about making add itional service commitments. The following key Faculty roles are
recognized as attracting substantial workload allocations: Associate Dean (Education), Associate Dean (Research),
Associate Dean (Research Graduate Studies (H DR)), Research Chairs, Head of Discipline, and Program Director.
Allocations for these positions, and the formulas used to calculate them, are in Appendix 2.
Workload a llocations for major external service co mmitments (e.g. membership of ARC College of Experts, positions in
professional associations, organi sing internationa l confere nces or major exhibitions etc.) arc to be negotiated between staff
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member, Head of Discipline and Dean, taking into consideration the extent to wh ich the proposed activity corresponds with
the discipline's and Faculty's strategic aims.
All staff are allocated two hours per week for 46 weeks (92 hours) to cover such items as discipline, program, and Faculty
meetings, attending presentations by candidates for academic vacancies, graduations (3 x 3 hrs per year), informat ion days
and other general marketing and communication events, Spendvision work, emails not related to research or teaching, etc.
The following wi ll serve as a check-list to assist staff to identify service responsibilities for which they might claim a
workload allocation. In some cases the nature of the responsibility might dictate a retrospective rather than prospective
allocation for the acti vity. Apart from the roles for whi ch standard or formula ic allocat ions have been made (see A ppendix
2), the workload allocations for the service roles listed below are to be negotiated w ith HoD/Dean in the light of its scope
and the extent to which the proposed activity corresponds with the discipline's and Faculty's strategic aims.
University

Academy

Teaching admin istration and service
Leadership of formal curriculum review process
Management of teaching allocation
C ourse and Research Group Level
Program Director
Year or other substantial coordination
Director of lecture series
Chair, External Advisory Committee
Mentoring of junior colleagues
Faculty Level
Leadership role (e.g. A/Dean, Research Group leader)
Head of Discipline
Committee chair
Committee membership (unless covered by AID allowance)
Leading initiatives to develop new policies, programs or procedures
Preparation of reports to Faculty
Participation on promotions or selection committees
Disability Liaison officer
Fire warden, OH&S or first aid officer
University L evel
Academic Board rep on staff selection or promotions committee
Representing the Faculty on University committees, Academic Board
Membership of University Senate
University working groups (e.g. Academic Board review)

Journal or volume editor
Guest editor of edited book or special issues of a journal
Reviewing manuscripts submitted to academic journals or publi sher
Organiscr of international conference or symposium
Organiser of major exhibition
Participation on ARC or' HMRC grant review panels
Reviewing one or more external grant applications
Examining student theses submitted at other universities
Invited participation in course reviews at other universities
Elected officer of academic organization (e.g. 1-IERDSA)
Leading initiatives to develop policies, programs or procedures
Preparation of substantial and forma l reports.
Member or chair of course accreditation panel
Office bearer of academic organizations

Con11111111ity

Profession

Maintaining professional practice, subject to formal approval by HoD/ Dean
Media interviews
Office bearer in a consumer organization (e.g. complaints tribunal)
Leading seminars or workshops for community groups
Non-research articles in publications oriented to community groups and the
public
Contribution to government policy development and implementation

Office bearer of professional organizations
Chair. Awards Panel or Committee
Member of panel, committee, jury
Membership of professional registration board
Providing research advice to practitioners or professional organizations
Leading non-award continuing professional education programs for
practitioners
Leading seminars or workshops for pract itioners
Non-research articles in publications oriented to practitioners
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Appendix 1: Implementing the teaching component of the FADP Workload Policy
•
•
•

•

The Faculty works on the basis of students receiving 3-4 contact hours per semester week, per 6 credit points, or
the equivalent thereof.
It is expected that units of study will run for 13 teaching weeks, or equivalent for intensive units of study.
It is expected that the majority of small group teaching will be conducted in groups of20, however:
o
Heads of Discipline (in consultation with Program Directors) will put forward an annual proposal of
group sizes within their programs, so that resources may be allocated to address program requirements;
o
Some units of study may have group sizes of less than 20 students, however it is expected that this w ill be
offset by larger groups in other units of study, to provide an average of 20 students per group across the
program;
o
It is acknowledged that design studio teaching requires smaller groups than other teaching modes, and
thi s will be assessed as part of the Discipline' s proposal;
o The proposal will be reviewed by the Dean and Faculty Manager, with approval subject to financial
forecasting;
o
For DMaF Lab, group sizes are to be in accordance with facili ties and WHS.
In instances where groups are over-enrolled, the Head of Discipline should be advised and s/he will discuss with
the Faculty Manager. The decision, particularly if resulting additional groups wi ll be below standard group sizes,
must take account of budget, retention rates, and student experience.

T a bl e I : P reparatiOn ttmes per contact hour or eac h type of session and total hours per contact hour.
Associated
working
Total hours
Type of contact hours per
per contact
hour
contact hour
hour
Lecture
3.5
4.5
Computer Lab
2
3
I
2
Tutorial
0.5
1.5
Studio
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A'ppcn d"IX 2: C a Icu atedh ours or some a d m1mstrahve d UtlCS
Associate Deans

Suggested formula allocations

Education

500

Research

500

Research Grad Sruds ( HDR) ( 11 .25 hrs/wk, 46 wks, plus 2 hours per student for Probation
Reviews, plus 0.5 hours per continuing student for Annual Progress Reviews)

6 10

Research Chairs
Head of Discipline:

20
Discipline with I FTE: 120 hrs, then increments of 20 hrs for each
additional FTE up to Discipline with 20 FTE: 500 hrs

Architectural Science

FTE
7

240

20.9

500

6

220

5.6

220

2014- 15
average
EFTSL

hrs per year

B Architecture and Environments

67.875

137

B Design in Architecture

412 .45

482

104.625

174

188.9375

258

Architecture
Design Lab
Urban and Regional Planning and Policy
Program Director

.
.

1.5 hours per week base plus I hour per EFSTL, with enrolment numbers calculated
as the average of the most recent two years with full data
Priorities may change each year for each program (e.g. increase enrolments, program
review, accreditation). Program Directors are therefore encouraged to negotiate with
their Head of Discipline and the Dean, an additional allowance which reflects the
strategic priorities for the year ahead.

B Design Computing
M Architecture
M Architectural Science (PD allowance is divided 50150 between PD and stream coordinators)

259

Stream: Audio & Acoustics

29. 1875

50

Stream: Building Services

11.0625

41

6.5625

38

Stream : Facil ities Management
Stream: High Perfonnance Buildings

13

41

Stream: Illumination Design

22.9375

46

Stream: Sustainable Design

21.625

46

IDEA

22.5

92

Heritage Conservation

16.625

86

Urban Design

17. 125

87

Urban & Regional Planning

55.9375

125

Art and Architecrure Director (2 hours per week base, plus 0.5 hour for every EFTSL over
50 srudents, with EFTSL calculated as the average in art and architecrure units of the most
recent two years with full data)

43 .9375

92

Journal or Volume Editor

I 00 per issue

ARC College of experts me mber

120

ARC assessor

I per assessment

ERA (e.g. for Research C hairs, every second year)

To be negotiated

Chapter or National Preside nt, Prof Association

100

Council Member, Prof Association

50

Chair, Awards Panel or Committee

20

Member of panel, committee, jury

10

Director of Lccrure series

100

Supervisor of s taff (if not HOD), per staff member

5

Membe r of Ac Board (if not Associate Dean)

20

Organiser of international conference, sympos ium, or major exhibition
Disability Liaison Officer

To be negotiated with Dean & HoD
14 hrs per semester
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Committees at Faculty level and above

Append ix 3: Review
The Faculty will annua lly rev iew the policy to address changing priorities.
Future reviews of this pol icy will be conducted by a committee, consisti ng of:
Associate Dean (Ed ucation) - Chair
Dean or nominee
Architectural Science - Head of Discipline or nominee
Architecture - Head of Discipline or nominee
Design Lab - Head of Discipline or nominee
Urban and Reg ional Planning and Policy - Head of Discipline or nominee
Faculty Manager
The Associate Dean (Education) wi ll announce by email to the Faculty that the policy is due for review. The process wi ll
involve:
Discipline Meetings: compiling of key concerns I recommendations for submission to the committee;
Workload Allocation Policy Committee: Chaired by Associate Dean (Education), the committee w ill
meet to discuss Faculty priorities, matters raised by Disciplines, conduct workload modeling, dra ft policy
changes and c irculate draft changes by email to all academic staff;
Partners Meeting/s: Faculty discussion of proposed policy revisions; and
Faculty Board: fonnal endorsement of policy revision.
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Sydney Conservatorium of Music
ACADEMIC WORKLOADS GUIDELINES
September 2015

PREAMBLE

These Academic Workloads Guidelines support the mission and strategic directions of the
Conservatorium and the University. Whilst these guidelines have been prepared in the context of
the University of Sydney Enterprise Agreement 2013- 2017 (EA), distinguishing features of the
Conservatorium are taken into account in the guidelines and its application.
The guidel ines, and the manner in which the Conservatorium allocates workloads to individual staff,
acknowledges the forms of work academic staff undertake at the Conservatorium. Academic
workload is a combination of self-directed and assigned tasks. This flexibility is an important part of
academic life and enables work patterns to match teaching and research requirements. The nonassigned portion of an academic staff member's working time is discretionary in that it is selfdirected. That may include decisions on the part of individual staff or groups/units of staff to offer
classes and other forms of teaching and supervision beyond that which is prescribed for approved
units of study. It is also the time in which staff members conduct research or other scholarly,
creative or performance activity as required by their appointment by the University. The amount of
discretionary time will vary from one member to another and from one area to another.
It is recognised that individual staff are at any one time at different stages of their careers, have
different ca reer objectives, are at different stages of their career development, have different
research and performance objectives and contribute to the Conservatorium in a variety of ways.
The application of these guidelines will be based on consultation with individual staff.
Determination of workload will include a consideration of the curricul um, student and staff profiles,
SCM development needs and financial position .
The Conservatorium recognises that it has a duty of care to staff and will apply the guidelines in a
fair, transparent, consultative and equitable manner.
At the beginning of each year, workloads are revi ew ed in consu ltation with individual staff members,
Chairs of Units and the Head of School.
FULL-TIME WORKLOAD

Teaching workload allocations are expressed in terms of Weighted Workload Credits (WWC). The
total WWC for a Fulltime Teaching Workload is 690 hours per year. Actual teaching hours are
weighted according to the activity, and ca n vary from 1hr = 1 WWC, to lhr = 3 WWC.
The Full-time workload is divided across the following 3 categories:

1.

Teaching & Teaching-Related Activities 40%

2.

Research & Scholarship (incorporating scholarly professional practice) 40%

3.

Professional and Community Engagement and Administration 20%

Workload requirements are adjusted pro rat a for staff employed on a fractional basis.

Raw teaching hours are weighted to arrive at an allocation in accordance with the following
activities:
Weightings
One to one teaching
Group/ensemble teaching/Chamber Music seminars
Recital Accompaniment
Lecture
Lecture (Repeat)
Tutorial
Tutorial (Repeat)
Assessment/marking
Thesis supervision

1.1
1.0
1.1
3.0
2.0
2.0
1.5
1.0
1.1

TEACHING AND TEACHING RELATED ACTIVITIES (40%)

Definitions
One to One: One to One sessions include all individual instrumental and voice tuition. As well as the
individual sessions for each student, those hours include Performance Workshop. One to One
teaching is weighted as 1.1.
Group/Ensemble Teaching/Chamber Music seminars: Includes all approved performance group
teaching in an approved unit of study (except Performance Workshop). It may include: ensemble
class, chamber music, performance tutorial, improvisation class, sectional tutorial, repertoi re class,
and rehearsal which do not form part of the Principal Study or equivalent. The weighting for these
classes is 1.0.
Accompaniment: Accompaniment can be defined in two ways. Firstly within the context of a
teaching activity, which includes provision of specific accompaniment tuition to students in an
approved unit of study such as Accompaniment 1-4. Such activities are included under One to One
Teaching. Secondly, musical accompanying included in this category applies to repetiteurship,
coaching and general recital preparation, where the staff member is required to provide
accompaniment support to the student and is weighted at 1.1.
Academic Classes: Academic classes (including repeat academic classes) include lectures and
tutorials. They have been weighted as follows:

Lecture
Repeat Lecture
Tutorial
Repeat Tutorial

one
one
one
one

hour= 3.0 WWC
hour= 2.0 WWC
hour = 2.0 WWC
hour= 1.5 WWC

Assessment/Marking: An allowance of 37.5 hours per semester is made for all staff. This accounts
for assessment of recitals which requires real time (between 40-70 mins per student), and academic
classes accounting for essay and exam marking. A further allowance of 30 minutes per student
enrolment is allocated to faculty with class responsibility over 75 enrolments. This is to account for
non-contemporaneous marking beyond that provided for under the general allocation for

assessment/marking. Such claims have to be supported by actual enrolment numbers and approved
curriculum requirements.
PhD/DMA/Masters (Musicology, Performance, Composition & Music Education) Thesis Supervision: A
provision of 1 hour per week for 24 weeks per annum is allocated for the supervision of full-time
PhD, DMA and Masters students. That is halved in respect of part-ti me students. It is recognised
that supervisory sessions will not in some instances be held every week of each semester. On the
other hand, during some peak periods, those sessions can be more often and possibly longer. In the
case of performance students the allocation is negotiated between performance and thesis
supervision . It has been judged that this is a reasonable allocation given the flexibility of this form of
teaching. All postgraduate and honours supervision has a weighting of 1.1.
Honours Supervision (Composition, Musicology, Music Education and Arts Music)
A provision of 24 hours per annum is allocated for the supervision of full-time Honours students as
outlined in the appropriate Units of Study. Performance Honours receive 12 hours supervision per
annum.

Number of Weeks
All teaching and supervision is calculated on the actual number of approved teaching weeks for that
component of the unit of study or degree.
Teaching and Learning Administration
An allowance of 3 hours per week for 46 weeks is allocated for Chair of Unit responsibilities- 138
hours per annum. Chairs of Units with high student enrolment numbers can be allocated up to 250
hours per year.
A special workload allocation may be approved by the Dean on the recommendation of the Chair
and Associate Dean for additional outstanding responsibilities. New or early career staff are
supported in their roles by short term load reduction s, taking into account the establ ishment of new
courses. They are also eligible to apply for the Divisional ECR development program as well as other
internal faculty research development grants.
PROFESSIONAL & COMMUNITY ENGAGEMENT & ADMINISTRATION (20%)
An allowance of 345 hours per annum is made for general administration for all staff. This provides
for such things as filing, photocopying, phone and email enquiries etc. This allowance also covers
orientation, Open Days and admissions including interviewing, auditioning and testing of applicants.
Further professional and community engagement activities may also include for example,
participation in external adjudication panels, school master-classes, international recruitment
outreach, pre-tertiary audition preparation or consultation with the Con High School.
Other recognized activities include participation in specific SCM committees and representing the
Faculty on University working parties and committees.

Special Activities
Other specia l activities may be approved by the Dean by negotiation. These may include approved
professional practice activities which do not qualify for inclusion under Research and Research
Related Activiti es and which meet approved criteria for such activities. This could include
negotiations with external artistic groups to prepare artistic collaborations, festival organization,
participation in external benchmarking activities etc.
PROCESS
In broad t erm s the process for determining and approving individual workloads must be
underpinned by official student enrolments, enrolm ent plan s and approved curriculum
requirements. The process involves staff completing their workl oad sheet s based on teaching
responsibilities ass igned by their Chair and finalising those with their Chair. This will be the

framework for a discussion between the Chair and Associate Dean (supported by appropriate
administrative staff). Individual staff may need to be involved in part of those discussions. That
meeting is responsible for validating teaching claims against curriculum requirements and enrolment
records and then approval by the Associate Dean.

RESEARCH AND RESEARCH RELATED ACTIVITIES (40%)

Definitions
Research means "the creation of new knowledge and/or the use of existing knowledge in a new and
creative way so as to generate new concepts, methodologies and understandings. This could include
1
synthesis and analysis of previous research to the extent that it is new and creative."
Professional practice means "the application of one's knowledge in a particular profession" and for
Conservatorium staff may include performance, composition, recording, organization of professional
events and conferences, examination of thesis, reviews of concerts, artistic support of community
concerts, pre-concert talks, seminar presentations, music competition adjudications, and other
activities as approved by the AP&D supervisor.

The normal expected research workload for teaching and research staff is 40% of total workload.
With approval from the AP&D Supervisor, some or all of the research component may be
substituted with equivalent approved professional practice activities.

1

ERA Submission Guidelines, 2014.
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PART H: PLANNING AND DEVELOPMENT
P&D PROGRAM
280

The University is committed to providing a working environment that fosters excellence in teaching, world-class
research and best practice organisational professionalism and performance.

281

A key element to achieving these objectives is the University's P&D Program. Staff will be provided with the
opportunity to develop their skills and effectiveness within the University, and to promote improved performance
and efficiency through their participation in the Performance Management and Development Program and
appropriate staff development activities.

282

The University will consult with staff through the Management and Staff Consultative Committee in relation to the
operation of the P&D Program.

283

All staff are required to participate in the P&D Program in accordance with the University’s policies and procedures,
and will have access to a range of staff development opportunities. Supervisors, Advisors and staff will undertake
training in relation to the P&D Program.

284

Casual staff who are engaged on a regular and systematic basis for 12 months will have their performance
assessed in accordance with the P&D Program, and other Casual staff may also have their performance assessed in
accordance with the P&D Program.

285

A Professional Staff member whose performance is assessed as outstanding or having far exceeded expectations
(as applicable) may be granted a performance progression payment in the form of an accelerated salary increment
(including into the next classification level) for a 12 month period. The decision to grant a performance progression
payment will be reviewed annually through the staff member’s P&D Program evaluation.
CAREER DEVELOPMENT FOR PROFESSIONAL STAFF

286

The University is committed to supporting the development of Professional staff to achieve their personal career
goals as well as the University’s strategic objectives.

287

Staff will be assisted in their ongoing development through the P&D Program, including through the implementation
of agreed development plans, which may include actions such as participation in training and development
programs, further study and temporary transfers or placements, either within the University or externally.

288

During the term of this Agreement, the University will establish:
(a)

A Professional Staff Development Fund; and

(b)

A Professional Staff Exchange and Secondment Scheme.

(c)

The Parties will confer, through the Management and Staff Consultative Committee, about policies and
procedures governing operation of the Staff Development Fund and the Exchange and Secondment Scheme
with a view to both being operational by 1 March 2014.

Staff Register
289

The University will establish an online system to enable staff to register their interest in participating in the
Professional Staff Exchange and Secondment Scheme and/or being notified of temporary vacancies. Staff with at
least 12 months’ Continuous Service will be eligible to register their interest in, and receive email notifications of,
vacancies at particular HEO levels, locations and/or areas of work.
Professional Staff Exchange and Secondment Scheme

290

Where a Professional staff position is to be filled on a temporary basis for a period of 3 to 12 months, expressions of
interest will be invited through advertisement on the University website for at least three days.

Continuing, Fixed

Term and Casual Professional staff employed at the time of advertisement will be eligible to submit expressions of
interest in advertised vacancies and selection decisions will be made on the basis of:
(a)
(b)

Relevant skills and experience;
“Next Step” career development goals as specified in the applicant’s current Performance Planning and
Development Evaluation;

49
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Name:
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1

Name of policy

This is the Academic Promotions Policy 2015.

2

Commencement

This policy commences on 1 January 2016.

3

Policy is binding

Except to the extent that a contrary intention is expressed, this policy binds the
University, staff, students and affiliates.

4

Statement of intent

This policy:

5

(a)

sets out the principles upon which, and the process by which, the University
promotes its academic staff; and

(b)

provides for the fair and consistent application of absolute indicators of
academic performance, benchmarked across disciplines and against
institutions of similar international standing.

Application

This policy applies to:
(a)

all academic staff employed by the University on a continuing or eligible
fixed term contract basis who wish to apply for promotion to a higher grade
of employment; and

(b)

holders of conjoint titles who wish to apply for a higher conjoint title.
Note:

6

See Honorary Titles Policy 2013.

Definitions

Academic Board
nominee

means an individual selected from the list of Academic Board
nominees published by the Academic Board on the University
website.
Note: As at the date of this policy, this list is available at
http://sydney.edu.au/provost/promotions.shtml

additional
member

means a member of a committee appointed as such in accordance
with the committee’s terms of reference.
Note: See Schedules 2 & 3 of this policy.

assessor

means an expert in an applicant’s field of expertise, external to the
University and of high international standing, who is requested to
provide an expert assessment of the work of an applicant, in
accordance with clause 14 of this policy.

CPC

means Central Promotions Committee.

day

means calendar day.
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delegate

means a person or persons holding delegated authority from the
Senate to undertake a particular action, as set out in the University of
Sydney (Delegations of Authority – Administrative Functions) Rule
2010 (as amended).

Director

means, as appropriate, a director of a University centre or institute.

effective date

means 1 January each year in the case of annual promotions
rounds, and from the first pay period after the contract is signed for
“out of round” promotions.

Head

means a senior member of the academic staff nominated by the
relevant Dean to undertake the role and responsibilities of a Head
under this policy. The position may be titled Head of School, Head
of Department or Head of Discipline, or have another title.

LPC

means Local Promotions Committee.

“out of round”
promotion

means a promotion resulting from the process specified in clause 17
of this policy.

promotion

means movement from one grade of academic employment to
another, higher grade. It does not refer to role changes within a
single grading.

reserve member

means any member of a committee appointed as such in accordance
with the committee’s terms of reference.
Note: See Schedules 2 and 3 of this policy.

7

Promotion generally

(1)

The University is committed to equal employment opportunity, and promotion
opportunity, for all staff. It does not discriminate against employees (including in
promotion) on the grounds of:

(2)

(a)

sex;

(b)

pregnancy;

(c)

race (including colour, ethnic background or national identity);

(d)

marital status;

(e)

disability;

(f)

sexual preference;

(g)

transgender status;

(h)

political or religious belief; or

(i)

age.

The University expects that, during their careers, all academic staff will:
(a)

be active in research and scholarship; and

(b)

be committed to and participate in research-enriched teaching.

Academic Promotions Policy 2015
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(3)

Each academic staff member is appointed to a position at a particular level,
classified from Level A to Level E. Within these levels staff undertake particular
roles, which may vary over time and over the course of a career.

(4)

There are three streams for promotion:

(5)

(a)

teaching and research;

(b)

education-focussed; and

(c)

research-focussed.

Promotion committees must ensure that each applicant’s achievements are
assessed relative to their opportunities to undertake tasks as compared to other
members of staff at an equivalent level. This will include consideration of the
impact of factors such as:
(a)

part-time or fractional employment;

(b)

significant parenting or other caring responsibilities;

(c)

clinical responsibilities; or

(d)

disability

(6)

Promotions commence as from the next effective date.

(7)

A promotion approval does not constitute an extension of employment in
circumstances where the staff member’s employment does not extend beyond the
next effective date.

(8)

The level of remuneration consequent upon a promotion will be determined by the
relevant delegate, and will generally be at the first level of the payment scale
applicable to the new appointment. An LPC or CPC may make recommendations
in relation to remuneration.

(9)

The academic promotion process will be administered by the Academic
Promotions Unit.

8

Eligibility for promotion

(1)

Academic staff at Levels A to D may apply for promotion if:
(a)

their appointment is continuing; or

(b)

their fixed term contract extends to the end of the year in which application is
being made; and

(c)

they have completed an academic planning and development or
performance management and development review in the past fifteen
months; and
Note:

(2)

See Performance Planning and Development Policy 2012.

In addition to subclause 8(1), the following requirements will apply from 1
January 2017:
(a)

they have completed at least 12 months employment at the University at
their current level by the closing date for applications to the level for which
they are applying;

(b)

they have discussed their intention to apply for promotion with the relevant
person in their faculty no later than October 31 in the year before applying;
and

Academic Promotions Policy 2015
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(c)

they have not made an unsuccessful application for promotion to the
relevant level in the two years before the closing date for applications.

(3)

Fractional and conjoint appointees may apply for promotion, and their applications
will be assessed against the requirements expected for the relevant level, adjusted
in terms of opportunities.

(4)

Where a position is funded by a grant, eligibility for promotion will depend on the
grant conditions governing the funding of employment. Staff holding such positions
may only apply for promotion under this policy if the applicable grant does not:
(a)

specify the classification or salary level; or

(b)

prohibit personal promotion.

9

Criteria for promotion

(1)

The Provost may, in procedures associated with this policy, publish normative
criteria setting out the achievement expectations for each level of academic
employment. Staff considering applying for promotion should refer to any such
criteria when constructing their application for promotion.

(2)

Applicants must provide:
(a)

evidence of their capacity to perform at the level to which they are seeking
promotion; and

(b)

clear evidence of an upward trajectory in their performance, such as would
warrant advancement to the next level of employment.

(3)

Applicants must demonstrate achievement of at least the minimum standards set
out in Schedule 1 to this policy.

10

Applying for promotion

(1)

The Academic Promotions Unit will determine the closing date for applications for
academic promotions, and will publish this date on the University website at least
six weeks in advance.

(2)

A staff member may apply for promotion in any stream, regardless of their current
role or appointment.

(3)

Applicants may change the stream in which they seek promotion provided that
notice of such change is provided to the Academic Promotions Unit within the
specified time limit.

(4)

Applications must be provided to the Academic Promotions Unit in the form and
manner, and with the content, specified in the procedures.

(5)

In exceptional cases, applicants for promotion below Level E may apply to be
promoted two levels.

(6)

Applicants must provide details of a sufficient number of referees to enable at least
three referees’ reports to be provided.

(7)

The Academic Promotions Unit will notify each applicant of:
(a)

the membership of the LPC which will consider their application;

(b)

the membership of any CPC which will consider their application;

(c)

the names of assessors who will report on their application; and
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(d)
(8)

any changes to committee memberships or assessors.

An applicant may make written objection to the membership of either the LPC or
CPC, or an assessor, no later than seven days after notification.
(a)

All objections must be made in writing and provided to the Academic
Promotions Unit.

(b)

Objections will be determined by the committee Chair or, if the objection is to
the Chair, by the Provost.

(c)

The Academic Promotions Unit will notify the applicant in writing of the
outcome of the objection.

(d)

Any subsequent objection to a replacement member or assessor must be
made in writing to the Academic Promotions Unit no later than four days
after notification.

(9)

Applicants must not nominate members of LPCs, CPCs or assessors.

(10)

An applicant may update his or her application in the manner provided in the
procedures. Responses to requests for clarification do not constitute updates.

11

Local Promotions Committees

(1)

All applications will initially be considered and assessed by an LPC.

(2)

Applications will not be considered unless at least three referees’ reports have
been obtained.

(3)

Applicants from centres outside the normal faculty structure will be assessed by
the LPC for the faculty which in the opinion of the Provost is most relevant to the
centre.

(4)

Each LPC is formed under the authority of the Provost and serves a faculty or
group of faculties, as the Provost deems appropriate.

(5)

The Academic Promotions Unit, in consultation with the relevant Deans, will
convene LPCs and determine the optimum number of such committees.

(6)

Separate LPCs will consider applications for promotion to each level.

(7)

LPCs will be constituted, and have the terms of reference and operation, as
specified in Schedule 2.

(8)

The membership of each LPC will be determined as follows.
(a)

The Chair of each LPC will provide a list of recommended committee
members, including reserves, to the Provost for approval.
Note:

(b)

See Schedule 2.

The Provost must approve any subsequent changes to LPC memberships,
other than minor changes which may be approved by the Manager of the
Academic Promotions Unit.

12

Central Promotions Committees

(1)

The following applications must be considered by a CPC in addition to an LPC:
(a)

all applications for promotion to Levels D or E;
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(b)

any application for promotion to Level C which is recommended by an LPC
convened for a single faculty and which has considered only applicants from
that faculty.

(2)

CPCs will be convened by the Academic Promotions Unit.

(3)

Separate CPCs will consider:
(a)

applications for promotion to Levels C or D; and

(b)

applications for promotion to Level E.

(4)

CPCs will be constituted, and have the terms of reference and operation, as
specified in Schedule 3.

13

Assessing applications for promotion to Levels B to D inclusive

(1)

When notified by the Academic Promotions Unit of the applicants for promotion
from their school, the Head will:

(2)

(a)

verify each applicant’s teaching and research student supervision activities;

(b)

prepare and submit to the Academic Promotions Unit a written report on
each applicant; and

(c)

discuss the content of their report with each applicant.

The following requirements will apply to Heads’ reports under subclause
13(1) from 1 January 2017.
(a)

The Head must not discuss the content of the report with the applicant.

(b)

The report will remain confidential.

(3)

Where a Head is also an applicant for promotion, the relevant Dean will nominate
another member of the school or faculty to provide reports on applicants for
promotion to the level to which the Head seeks promotion.

(4)

The Academic Promotions Unit will:

(5)

(a)

provide each applicant with a copy of the relevant Head’s report; and

(b)

verify with the applicant that the relevant Head has discussed the report with
them.

Until 31 December 2016, applicants may provide a written response to the Head’s
report if they wish. The Head is not entitled to submit any further reply or
response.
(a)

(6)

From 1 January 2017, this subclause 13(5) will no longer apply.

As soon as possible after receiving applicants’ details from the Academic
Promotions Unit, the Chair of each LPC will:
(a)

(b)

nominate to the Provost an assessor and a reserve assessor for each
application, after having:
(i)

consulted the relevant Dean, and if appropriate, Head; and

(ii)

checked that each nominee has agreed to participate and to comply
with applicable time frames if the nomination is approved;

check with each member of the committee that he or she has no conflict of
interests in considering any of the applications;
Note:

For the definition of conflict of interests, and further details of the
University’s expectations about such matters, see the External Interests
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Policy 2010. For the avoidance of doubt, a committee member will have a
conflict of interests if they act as a referee or assessor for an applicant to be
considered by their committee.

(c)

consider each possible conflict of interests and, if necessary, appoint a
replacement member for the committee; and

(d)

arrange one preliminary and one final committee meeting, and advise all
members (including reserve and additional members) and the Academic
Promotions Unit of the dates, times and places of the meetings.

(7)

The LPC Chair, Dean and, where applicable, Head must not consult the applicant
about any proposed assessor, or permit others to do so.

(8)

The relevant Dean must approve each assessor.

(9)

The relevant LPC chair will notify applicants at least seven days in advance of the
final LPC meeting dates.

(10)

LPCs for promotion to Levels B-D will meet twice, being:
(a)

once for a preliminary meeting to discuss each application and to determine
what, if any, further information is required from applicants; and

(b)

once for a final meeting at which final decisions are made about whether or
not to recommend each applicant for promotion.

(11)

LPCs will not interview applicants other than for Level E, except with the express
authorisation of the Provost.

(12)

Each of these meetings will be conducted in the manner specified in the
procedures.

(13)

No applicant may be recommended for promotion without the number of votes in
favour being at least twice the number of votes against promotion.

(14)

The LPC may recommend that:

(15)

(16)

(a)

an applicant who applies for promotion by two levels be promoted by only
one;

(b)

an applicant who would not be promoted in the stream for which they have
applied be promoted in another stream where appropriate.

(c)

The LPC Chair, in consultation with the core members of the committee, will
prepare a final report on the committee’s recommendations in the format and
with the content prescribed in the procedures.

(d)

The report must be endorsed by each core member of the committee in
writing or by email.

The Academic Promotions Unit will provide copies of LPC reports to the relevant
delegate:
(a)

for approval, in the case of promotions which do not need to be considered
by a CPC; or

(b)

for confirmation that the report is in correct form and provision to the CPC
Chair, in the case of promotions which need to be considered by a CPC.

The CPC Chair will consider the LPC report and discuss any concerns about
procedural matters with the Chair of the relevant LPC.
(a)

The CPC Chair may then, if necessary, request further reporting from the
LPC or direct the reconvening of the LPC and the provision of a new report.
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(b)
(17)

Any such request or direction must be made in writing and conveyed through
the Academic Promotions Unit.

As soon as possible after receiving the final LPC report, the CPC Chair will:
(a)

check with each member of the CPC that he or she has no conflict of
interests in considering any of the applications;
Note:

For the definition of conflict of interests, and further details of the
University’s expectations about such matters, see the External Interests
Policy 2010. For the avoidance of doubt, a committee member will have a
conflict of interests if they act as a referee or assessor for an applicant to be
considered by their committee.

(b)

consider each possible conflict of interests and if necessary appoint a
replacement member for the committee; and

(c)

arrange for the committee to meet, and advise all members (including
reserve and additional members) and the Academic Promotions Unit of the
date and time.

(18)

CPCs will meet once, and the meeting will be conducted in the manner specified in
the procedures.

(19)

No applicant may be recommended for promotion without the number of votes in
favour being at least twice the number of votes against promotion.

(20)

The CPC may consult the Chair of the relevant LPC in considering any application,
and must do so before making a final decision not to endorse an LPC
recommendation. The LPC Chair will attend the CPC meeting for this purpose if
required but may not be present for, or take part in, any vote.

(21)

Where an applicant has applied for promotion by two levels, the CPC may endorse
promotion by only one, even if the LPC has recommended promotion by two.

(22)

The CPC may recommend promotion in a stream other than the stream in which
an applicant has applied if:
(a)

the CPC believes the alternative stream to be more appropriate; and

(b)

the CPC is not prepared to endorse a recommendation for promotion in the
stream applied for.

(23)

The CPC Chair will provide a written statement to the LPC Chair on any decision
not to endorse an LPC recommendation, including reasons. The LPC Chair will
provide a copy of this statement to each member of the relevant LPC.

14

Assessing applications for promotion to Level E

(1)

No Head’s report is required for applications for promotion to Level E.

(2)

LPCs will meet only once to consider applications for promotion to Level E, at
which meeting they will:

(3)

(a)

interview applicants; and

(b)

make final decisions about whether or not to recommend each applicant for
promotion.

As soon as possible after receiving applicants’ details from the Academic
Promotions Unit, the Chair of each LPC will:
(a)

nominate to the Provost two assessors and a reserve assessor for each
application, after having:

Academic Promotions Policy 2015

Page 9 of 24

(b)

(i)

consulted the relevant Dean and, if appropriate, Head;

(ii)

checked that each nominee has agreed to participate and to comply
with applicable time frames if the nomination is approved;

check with each member of the committee that he or she has no conflict of
interests in considering any of the applications;
Note: For the definition of conflict of interests, and further details of the University’s
expectations about such matters see the External Interests Policy 2010. For
the avoidance of doubt, a committee member will have a conflict of interests if
they act as a referee or assessor for an applicant to be considered by their
committee.

(i)

consider each possible conflict of interests and, if necessary, appoint
a replacement member; and

(ii)

arrange for the committee to meet, scheduling sufficient time for a 40
minute interview of each applicant plus discussion time;

(iii)

advise all members and the Academic Promotions Unit of the date,
time and place of the meeting.

(4)

The LPC Chair, Dean and, where applicable, Head must not consult the applicant
about any proposed assessor or reserve assessor, and must not permit others to
do so.

(5)

The Provost must approve each assessor.

(6)

The relevant LPC Chair will provide each applicant with at least seven days’ notice
of the date, time and place of the interview.

(7)

The LPC must interview each candidate for promotion to Level E.

(8)

No candidate may be recommended for promotion without the number of votes in
favour being at least twice the number of votes against promotion.

(9)

The LPC Chair, in consultation with the core members of the committee, will
prepare a final report on the committee’s decisions. The report must:

(10)

(11)

(a)

be endorsed by each core member of the committee in writing or by email;
and

(b)

provide a detailed explanation for the committee’s decision on each
applicant.

The CPC Chair will consider the LPC report and discuss any concerns about
procedural matters with the LPC Chair.
(a)

The CPC Chair may then, if necessary request further reporting from the
LPC or direct the reconvening of the LPC and the provision of a new report.

(b)

Any such request or direction must be made in writing, through the
Academic Promotions Unit.

As soon as possible after receiving the final LPC report, the CPC Chair will:
(a)

check with each member of the CPC that he or she has no conflict of
interests in considering any of the applications;
Note:

(b)

For a definition of conflict of interests, and further details of the University’s
expectations about such matters, see the External Interests Policy 2010.

consider each possible conflict of interests and, if necessary, request the
relevant nominator (as specified in Schedule 3) to appoint a replacement
member; and
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(c)

advise all members and the Academic Promotions Unit of the date, time and
place of the meeting.

(12)

The CPC Chair will advise the applicant of the date and time of the CPC meeting.

(13)

CPCs will meet once and the meeting will be conducted in the manner specified in
the procedures.

(14)

No applicant may be recommended for promotion without the number of votes in
favour being at least twice the number of votes against promotion.

(15)

The CPC may consult the Chair of the relevant LPC in considering any application,
and must do so before making a final decision not to endorse an LPC
recommendation. The LPC Chair will attend the CPC meeting for this purpose if
required, but may not be present for, or take part in, any vote.

(16)

The CPC Chair will provide a written statement to the LPC Chair on any decision
not to endorse an LPC recommendation, including reasons. The LPC Chair will
provide a copy of this statement to each member of the relevant LPC.

15

Approving promotions

(1)

Promotions recommended by LPCs and CPCs must be approved by the relevant
delegate.

(2)

The Academic Promotions Unit is responsible for providing delegates with the
relevant recommendations.

16

Annual promotions rounds

(1)

The Academic Promotions Unit will call for applications for academic promotions
annually. Applications for Level E will only be called for at this time.

(2)

Some faculties may elect to conduct a further promotions round for promotions
below Level E, in which case the Academic Promotions Unit will also call for such
applications.

17

“Out of round” promotions

(1)

An “out of round” promotion may be initiated by any of:
(a)

a Head;

(b)

a Dean;

(c)

a Director;

(d)

the Provost; or

(e)

the Vice-Chancellor;

if:

(2)

(f)

a valuable staff member has been offered an appointment at another
institution; or

(g)

the University wishes to offer promotion as a retention strategy.

Submissions requesting “out of round” promotion must be prepared and lodged
with the Academic Promotions Unit in the manner specified in the procedures.
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(3)

The Provost must be satisfied that there is a genuine case for retention, and give
approval for an “out of round” committee to be convened.

(4)

Where a request for “out of round” promotion is received on behalf of a candidate
who has a current promotion application already in progress , the submission must
be prepared and lodged with the Academic Promotions Unit in the manner
specified in the procedures.

(5)

Where a request for “out of round” promotion is received on behalf of a candidate
who has lodged an appeal in relation to the most recent promotion round,
documents relating to that appeal must not be made available to the committee, or
members of the committee, considering the “out of round” promotion.

(6)

Submissions for “out of round” promotion will be considered by the following
committees:
(a)

(b)

(c)

For promotion to Levels C or D:
(i)

The Provost, or nominee (Chair);

(ii)

The Chair of the Academic Board, or nominee;

(iii)

The relevant Dean, or nominee.

For promotion to Level E:
(i)

The Provost, or nominee (Chair);

(ii)

A nominee of the Provost who is a senior member of the University;

(iii)

The Chair of the Academic Board, or nominee;

(iv)

The relevant Dean, or nominee.

Where the originator of the submission would otherwise sit on the
committee, a nominee must be appointed.

(7)

The relevant committee will assess the submission as expeditiously as possible,
applying the standards and criteria for the applicable position specified in this
policy and the procedures.

(8)

The committee may adopt a unanimous recommendation by circulation. Otherwise
a meeting must be held, at which a submission will be recommended if supported
by a simple majority of votes.

(9)

The Academic Promotions Unit will forward the recommendation to the relevant
delegate.

(10)

Where promotion is recommended and approved, only one offer may be made.

18

Appeals

(1)

The only basis for appeal against an academic promotion decision is if:
(a)

there has been a significant breach of this policy; and

(b)

it can be demonstrated that this may have affected the outcome of an
application.

(2)

No appeal is available from an “out of round” promotion submission.

(3)

Potential appellants should:
(a)

within 14 days of receiving notice of the outcome of their application, meet
with the relevant LPC Chair and at least one of:
(i)

the relevant Head;
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(ii)

the relevant Associate Dean (or equivalent);

(iii)

the Dean;

and
(b)

within a further seven days, meet with the CPC Chair (if the application was
considered by a CPC);
and

(c)
(4)

within a further seven days, submit a formal appeal if they still intend to
proceed.

Appeals will be determined by:
(a)

the Provost, for applications for promotion to Levels B or C; or

(b)

the Vice-Chancellor, for applications for promotion to Levels D or E.

(5)

Appeals must be submitted by letter, and no further materials may be submitted
after the appeal is lodged.

(6)

In deciding an appeal, the decision maker will have regard to:
(a)

the applicant’s letter setting out the basis of the appeal;

(b)

the application for promotion;

(c)

reports submitted by referees, Heads or assessors, as applicable;

(d)

LPC report;

(e)

CPC recommendation, if applicable; and

(f)

any other information expressly sought by the decision maker.

(7)

The decision maker will determine only the issues stated in subclause 18(1), and
will not reassess the application for promotion.

(8)

If the appeal is upheld, the application will be reconsidered in accordance with the
provisions of this policy.

(9)

(a)

The application will be reconsidered by the LPC and CPC which originally
considered it.

(b)

Committee members whose conduct has constituted the basis of the appeal
must not participate in the reconsideration.

(c)

If fewer than three quarters (to the nearest whole number) of an original
committee is available, reserve committee members will be used. If,
including reserve members, there are still fewer than three quarters (to the
nearest whole number) of an original committee available, the Chair will
appoint the required number of new committee members.

(d)

The reconsidering committee(s) will refer to the information originally
considered plus any additional information related to the appeal.

(e)

The reconsidering committee(s) will apply this policy and its associated
procedures, resulting in a recommendation to the relevant delegate as to
whether or not the applicant should be promoted.

If the appeal is not upheld, the application will not be reconsidered and no further
appeal will be entertained.
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19

Confidentiality

(1)

Subject to any legal requirement for disclosure, the following are confidential and
not to be disclosed outside the academic promotions process:
(a)

names of applicants;

(b)

information contained in applications, referees’ reports or assessors’ reports;

(c)

the content of interviews; or

(d)

the content of discussions within LPCs or CPCs.

Note:

See the Privacy Policy 2013 and the Privacy Management Plan.

(2)

Any committee member who breaches confidentiality will be required to withdraw
from the relevant committee and may be subject to disciplinary action.

(3)

At the end of each LPC and CPC process, all hard copy committee papers must be
collected by the committee Chair and returned to the Academic Promotions Unit.

(4)

(a)

The Academic Promotions Unit will retain only those materials required by
the University Recordkeeping Policy.

(b)

The Academic Promotions Unit will ensure that all other hard copy materials
are confidentially destroyed.

At the end of each LPC and CPC process, committee members must:
(a)

destroy any hard copy materials in their possession;

(b)

delete any electronic copy materials in their possession; and

(c)

confirm to the committee Chair that they have done so.

20

Roles and responsibilities

(1)

Applicants are responsible for:

(2)

(a)

ensuring their applications are lodged on time and in the appropriate manner
and form;

(b)

ensuring their applications address the relevant criteria for promotion;

(c)

ensuring their referees are willing and able to provide reports within
applicable timeframes;

(d)

responding to requests for further information or clarification within
applicable time frames;

(e)

complying with this policy and its associated procedures;

(f)

refraining from direct or indirect communication with any person involved in
consultation about or consideration of their application; and

(g)

for Level E applicants, ensuring they are available to attend scheduled
interviews

Heads are responsible for:
(a)

being available to give confidential advice and other forms of support to
potential applicants before applications are submitted;

(b)

having a sound knowledge of all facets of the applicant’s work relevant to
their application for promotion;
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(3)

(4)

(5)

(6)

(c)

providing reports on applicants for promotion to Levels B ,C and D;

(d)

verifying the appropriate section of the Teaching and Research Student
Supervision Activities form for all levels;

(e)

providing guidance to relevant LPCs and CPCs on the research and
teaching norms expected of their discipline, including an assessment of the
standard of the mechanisms used for dissemination of research relative to
the norms of the discipline; and

(f)

providing guidance to unsuccessful applicants if requested.

The Academic Promotions Unit is responsible for:
(a)

calling for applications in annual promotions rounds and setting applicable
dates;

(b)

convening LPCs and CPCs;

(c)

notifying applicants of the membership of relevant LPCs and CPCs, and
assessors, including any changes;

(d)

managing all communications between applicants and LPCs, CPCs, and
assessors;

(e)

requesting referees’ and assessors’ reports, and seeking further information
from third parties where requested to do so by an LPC or CPC;

(f)

providing policy and procedural advice to LPCs, CPCs and their Chairs;

(g)

publishing relevant important dates on the academic promotions website;
and

(h)

providing committee recommendations to the relevant delegates for
approval.

LPCs and CPCs are responsible for:
(a)

assessing academic promotions applications presented to them;

(b)

following all required policies and procedures;

(c)

making clear recommendations in relation to each applicant as to:
(i)

whether the applicant should be promoted;

(ii)

the stream in which the applicant should be promoted; and

(iii)

the level to which the applicant should be promoted.

Chairs of committees are responsible for:
(a)

arranging and conducting committee meetings;

(b)

distributing materials and papers to the committee members as required;

(c)

ensuring that the committee follows all required policies and procedures and
that all members are aware of these;

(d)

appointing replacement committee members when required;

(e)

preparing and submitting necessary reports and forms;

(f)

for Chairs of LPCs, ensuring they are available to attend any CPC meeting
which is considering recommendations made in their reports; and

(g)

providing feedback to unsuccessful applicants if requested.

Members of committees are responsible for:
(a)

ensuring their availability to attend all scheduled committee meetings;
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(b)

declaring any conflict of interests (actual, potential or perceived) to the
relevant Chair as soon as they are aware of it;
Note: See the definition of conflict of interests in the External Interests Policy 2010

(c)

appropriately managing any conflicts of interests;

(d)

ensuring that they understand and comply with all policy and procedural
requirements; and

(e)

providing all necessary feedback to the Chair of their committee in a timely
fashion.

21

Breaches by applicants

(1)

If an applicant fails to comply with the requirements of this policy and its associated
procedures the Provost may direct that their application be withdrawn from the
process for that round.

(2)

Failure to comply includes, but is not limited to:

22

(a)

failing to meet relevant deadlines;

(b)

interfering in the process in a manner which renders it unfair to others; or

(c)

communicating directly or indirectly with individuals consulted about, or
involved in considering, their application.

Rescissions

This policy replaces the Academic Promotions Policy 2014, which is rescinded with effect
from the commencement date of this policy.
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SCHEDULE 1
MINIMUM STANDARDS REQUIRED FOR ACADEMIC PROMOTION
The following definitions apply in this schedule.
Exceptional

Demonstrates highly significant achievements and contributions,
which already well exceed the minimum criteria applicable to the
level to which promotion is being sought

Outstanding

Demonstrates achievements and contributions which already clearly
meet the minimum criteria for the level to which promotion is being
sought

Superior

Demonstrates highly significant achievements and contributions at
the level at which the applicant is currently classified

Satisfactory

Demonstrates achievements and contributions at the level at which
the applicant is currently classified/

TEACHING AND RESEARCH STREAM – Minimum required standards
Promotion
sought

Teaching
standard

Research
standard

Governance,
Leadership
&
Engagement
standard

Comment

Level A to Level
B;
Level B to Level
C;
Level C to Level
D.

Superior or
Outstanding

Superior or
Outstanding

Superior

At least one
Outstanding in
either
Teaching or
Research is
required

Level D to Level
E

Outstanding

Outstanding

Superior (until
31 December
2016)

N/A

Outstanding
(from 1
January
2017)

EDUCATION-FOCUSSED STREAM – Minimum required standards
Promotion
sought

Teaching
standard

Research
standard

Governance,
Leadership &
Engagement
standard

Comment

All

Exceptional

Superior or
Satisfactory

Superior or
Satisfactory
(until 31

At least one
Superior is
required, in
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December
2016)
From 1 January
2017: Superior
is required

either
Research or
Governance,
Leadership
&
Engagement

RESEARCH-FOCUSSED STREAM – Minimum required standards
Promotion
sought

Teaching
standard

Research
standard

Governance,
Leadership &
Engagement
standard

Comment

All

Superior or
Satisfactory

Exceptional

Superior or
Satisfactory
(until 31
December
2016)

At least one
Superior is
required, in
either
Teaching or
Governance,
Leadership
&
Engagement

From 1 January
2017: Superior
is required
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SCHEDULE 2

LOCAL PROMOTIONS COMMITTEES
TERMS OF REFERENCE AND OPERATION

TERMS OF REFERENCE
(1)

LPCs will assess faculty applications for academic promotion.

(2)

LPCs will not act as advocates for such applications.

(3)

Having assessed the applications before them, LPCs will vote on each application
and recommend successful candidates for promotion

CONSTITUTION
LPC for Levels B- D inclusive
(1)

An LPC for promotion to Levels B –D inclusive will consist of at least five and no
more than seven core members, plus one additional member, as follows:
(a)

Chair, being a dean of one of the participating faculties or a nominee
approved by the Provost;

(b)

three members, from at least two different faculties, including one member
from the applicant’s faculty;

(c)

one Academic Board nominee; and

(d)

up to two other members in exceptional circumstances, from two different
faculties.

(2)

LPCs with five or six core members must include at least two male and two female
members, excluding the Academic Board nominee. LPCs with seven core
members must include at least three male and three female members, excluding
the academic board nominee.

(3)

Where extenuating circumstances prevent compliance with clause (2) above, any
variance to gender representation will require approval from the Provost.

(4)

An LPC may only be convened for a single faculty:
(i)

if there are at least six applications at any one level; and

(ii)

at least two of the members in clause (1) (b) above are from outside
the applicants’ faculty.

(5)

Where a faculty has fewer than six applications it must form a joint LPC with one or
more other faculties.

(6)

If a joint LPC has fewer than six applications, the LPC Chair must seek Provost
approval to proceed.

(7)

Where Provost approval is not obtained, clause (5) above will apply.

(8)

The Provost may direct an LPC with fewer than six applications to;
(a)

proceed as constituted; or
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(b)

combine with another faculties as directed.

(9)

Each LPC must have a reserve core member. If the reserve core member is
called upon to replace the Academic Board nominee, the reserve core member
may do so even if they are not themselves on the list of Academic Board
nominees.

(10)

Each LPC must also have one additional member (plus one reserve additional
member) specific to individual applications, who will have expertise in the
applicant’s general field. These members will be appointed by the Chair, in
consultation with the relevant Heads.

(11)

Except with the authorisation of the Provost, members of the LPC must be of
academic rank equal to or higher than the grade to which applicants under
consideration are seeking promotion.

LPC for Level E
(1)

An LPC for promotion to Level E will consist of at least six and no more than
eight core members as follows:
(a)

Chair, being a dean of one of the participating faculties, or a nominee
approved by the Provost;

(b)

normally four and no more than six professors from at least two different
faculties; and

(c)

one Academic Board nominee.

(2)

LPCs with six core members must include at least two male and two female
members, excluding the Academic Board nominee. LPCs with seven or eight core
members must include at least three male and three female members, excluding
the Academic Board nominee.

(3)

Where extenuating circumstances prevent compliance with clause (2) above, any
variance to gender representation will require approval from the Provost.

(4)

An LPC may only be convened for a single faculty if there are at least six
applications.

(5)

Where a faculty has fewer than six applications, it must form a joint LPC with one
or more other faculties.

(6)

If a joint LPC has less than six applications, the LPC Chair must seek Provost
approval to proceed.

(7)

Where Provost approval is not obtained, clause (5) above will apply.

(8)

The Provost may direct an LPC with fewer than six applications to;
(a)

proceed as constituted; or

(b)

combine with another faculties as directed.

(9)

Professors external to the University may sit on an LPC for promotion to Level E if
it is considering applications from a small faculty without a large professoriate
(whether it is considering applications from a single faculty or multiple faculties).

(10)

The individual who completed the Teaching and Research Supervision Activities
data verification report for the applicant may sit as a core member of an LPC at this
level.
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(11)

The LPC must have a reserve core member. If the reserve core member is called
upon to replace the Academic Board nominee, the reserve core member may do
so even if they are not themselves on the list of Academic Board nominees.

(12)

Each LPC must also have one additional member (plus one reserve additional
member) specific to individual applications, who will have expertise in the
applicant’s general field. These members will be appointed by the Chair, in
consultation with the relevant Heads of School.

MEETINGS
Quorum
The quorum for any meeting of an LPC for promotion to Levels B – D inclusive is five,
being either five core members or four core members plus the reserve core member.
The quorum for any meeting an LPC for promotion to Level E is seven, being either
seven core members or six core members plus the reserve core member.

Number of meetings
(1)

(2)

The LPC will meet twice for applications for Levels B –D:
(a)

a preliminary meeting; and

(b)

a final meeting

The LPC will meet once to consider applications for Level E.

Format of meeting
(1)

Preliminary meetings may be held in person or by circulation.

(2)

Final meetings, and meetings considering applications for Level E, must be held in
person.

(3)

With the consent of the Chair, the additional member, (but not other members),
may attend any meeting by telephone, video link or similar arrangement.

(4)

With the consent of the Chair, the applicant may be interviewed by telephone,
video link or similar arrangement.

Voting
(1)

All core members present must vote on each application.

(2)

Additional members are not entitled to vote and must not be present when votes
are taken.

(3)

Each core member’s vote must be declared. Voting must not be done by secret
ballot.

(4)

No applicant may be recommended for promotion unless the number of votes in
favour of promotion is at least twice the number of votes against.
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SCHEDULE 3
CENTRAL PROMOTIONS COMMITTEES
TERMS OF REFERENCE AND OPERATION

TERMS OF REFERENCE
(1)

CPCs will review the operation and reports of LPCs in applications for promotion to
Levels C –E inclusive.

(2)

CPCs will be guided by the advice of the LPCs but will make the final
recommendation for or against promotion.

(3)

CPCs will ensure that standards for promotion to senior academic ranks are
consistent and equitable across the University.

CONSTITUTION
CPC for Levels C and D
(1)

A CPC for promotion to Levels C or D will consist of:
(a)

a Chair, being the Provost or nominee (ex officio)

(b)

the Chair of the Academic Board or nominee (ex officio)

(c)

one senior academic from another university, nominated by the Provost

(d)

three members of the University’s academic staff, nominated by the Provost

(e)

three members of the University’s academic staff, nominated by the Chair of
the Academic Board

(2)

The CPC must include at least three male and three female members, excluding
the Chair.

(3)

Where extenuating circumstances prevent compliance with clause (2) above, any
variance to gender representation will require approval from the CPC Chair.

(4)

There must also be two reserve members, being members of the University’s
academic staff nominated jointly by the Provost and the Chair of the Academic
Board.

(5)

Members other than ex officio members should not serve for more than three
consecutive years.

(6)

Individuals may not serve as members of a CPC if they have also been members
of an LPC considering applications for promotion to the same level.

(7)

Where available a representative from the equity and diversity strategy centre
should be present for the scheduled CPC meeting.

CPC for Level E
(1)

A CPC for promotion to Level E will consist of:
(a)

a Chair, being the Provost or nominee (ex officio)

(b)

a nominee of the Provost who is a senior member of the University (ex
officio)

Academic Promotions Policy 2015

Page 23 of 24

(c)

the Chair of the Academic Board or nominee (ex officio)

(d)

two deans, nominated by the Provost

(e)

One senior academic from another university, nominated by the Provost

(f)

Three professors, nominated by the Chair of the Academic Board

(2)

The CPC must include at least three male and three female members.

(3)

Where extenuating circumstances prevent compliance with clause (2) above, any
variance to gender representation will require approval from the CPC Chair.

(4)

There will be two reserve members, being members of the University’s
professoriate, nominated by the Chair of the Academic Board.

(5)

Members other than ex officio members should not serve for more than three
consecutive years.

(6)

Individuals may not serve as members of a CPC if they have also been members
of an LPC considering applications for promotion to the same level.

(7)

Where available a representative from the equity and diversity strategy centre
should be present for the scheduled CPC meeting.
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ACADEMIC PROMOTIONS PROCEDURES
2015
Issued by:

The Provost and Deputy Vice-Chancellor

Date:

16 December 2015

Last amended: 31 March 2016, commencing 1 April 2016
Signature:

1

Purpose and application

(1)

These procedures are to give effect to the Academic Promotions Policy 2015 (“the
policy”).

(2)

These procedures apply to:

2

(a)

all academic staff employed by the University on a continuing or fixed term
contract basis; and

(b)

all applications for promotion of such academic staff.

Commencement

These procedures commence on 1 January 2016

3

Interpretation

(1)

Words and phrases used in these procedures and not otherwise defined in this
document have the meanings they have in the policy.
Note:

(2)

See clause 6 of the policy.

In relation to clause 4 of these procedures:

ERA

means Excellence in Research Australia, a report on research
activity in Australian higher educational institutions compiled annually
by the Australian Research Council.

will

means that staff at the relevant level are expected to meet this

17175/365906_2

requirement.
may

means that some but not all staff at the relevant level would meet this
requirement.

will normally

means that staff at the relevant level are expected to meet this
requirement, but that compelling reasons in individual cases or the
requirements of specific disciplines may mean that it is not met.

will, where
appropriate

means that staff at the relevant level are expected to meet this
requirement where it is appropriate to their discipline.

4

Normative criteria for performance at each academic level

(1)

All academic staff are expected to have the following generic attributes and
responsibilities:

(2)

(a)

will normally hold a relevant higher degree for appointment at Level A;

(b)

will normally hold a PhD or other higher professional qualifications
appropriate to their discipline for appointment at Level B or above;

(c)

will develop expertise in either or both of teaching and research with an
increasing degree of autonomy (for example, through enrolment in
appropriate courses or workshops);

(d)

will carry out the duties assigned to them under their school or faculty
workload provisions, as appropriate to their academic level;

(e)

will be actively engaged in research and scholarship;

(f)

will disseminate their knowledge and expertise in education and their
research skills as appropriate to their role and academic level;

(g)

will be involved in both formal and informal staff mentoring programs;

(h)

will engage in continuing professional development;

(i)

will be institutionally engaged as a member of the University community
through participation in committees, administrative duties and governance at
any or all of school, faculty or University level, as appropriate to their role
and academic level;

(j)

will interact with staff and students in a professional and collegial manner;

(k)

will seek to engage with the wider community where appropriate;

(l)

will, where appropriate, engage in translational research with a view to
establishing strong partnerships with outputs such as commercialisation,
improved practice and policy development;

(m)

will seek to use their expertise to inform the general public or engage in
public debate on key issues of public importance, where appropriate and
consistent with University policy.

Staff in education-focussed roles are expected to:
(a)

devote most of their effort to excellence in, and contribution to, teaching;

(b)

contribute to research in either their discipline or the pedagogy of their
discipline;
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(3)

(4)

(5)

(c)

be building (at junior levels) and to have achieved (at senior levels) national
and international reputations for their contributions to pedagogical issues
within their discipline and more broadly; and

(d)

to have a record of success in competitive grant applications or teaching
awards.

Staff in research-focussed roles are expected to:
(a)

devote most of their effort to research in their discipline;

(b)

participate in teaching through supervision and instruction of postgraduate
students, interaction with honours students or limited instruction to
undergraduate students;

(c)

be building (at junior levels) and to have achieved (at senior levels) national
and international reputations for their research;

(d)

to have a record of success in competitive external grant applications.

Level A staff:
(a)

will undertake administration primarily relating to their activities;

(b)

may supervise research students at undergraduate level;

(c)

may be mentored in a formal University mentoring program;

(d)

will normally work under supervision of staff at Level B or above, with an
increasing degree of autonomy as they gain skill and experience;

(e)

will normally conduct research or scholarly activities under limited
supervision either independently or as a member of a team;

(f)

may, where appropriate, be involved or mentored in translational research
with a view to external collaboration and establishing partnerships with
outputs such as commercialisation, improved practice and policy.

Level B staff:
(a)

will contribute to any or all of research, scholarship or teaching, either
independently or as part of a team, through professional practice and
expertise;

(b)

will co-ordinate or lead the activities of other staff as appropriate to their
discipline;

(c)

will be involved in evaluating teaching and learning, both at the program
level and in relation to their own practice;

(d)

will engage in scholarly development and engagement in their subject area;

(e)

may be engaged in research evaluation and in the assessment of their own
research practice through participation within the University or their
discipline, whether as reviewer or subject of review;

(f)

may have experience in education-related scholarly activities, which have
resulted in demonstrated improvements in teaching quality or education
outcomes, or successful outcomes in research supervision;

(g)

may be involved in training in either or both of pedagogical skills or research;

(h)

may be required to perform the full academic responsibilities, and related
administration, of co-ordination of a unit of study within a faculty, consistently
with the faculty’s workload provisions;

(i)

may be mentored in a formal University mentoring program;
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(6)

(j)

will be an informal mentor for other staff at Levels A or B;

(k)

will normally contribute to teaching at honours, undergraduate and
postgraduate level in units of study or through research supervision;

(l)

will normally demonstrate evidence of competitive grant applications within
the University or externally, either individually or as part of a team;

(m)

will, where appropriate, participate in continuing professional development
(for example through seminars or conferences);

(n)

may, where appropriate, be involved or mentored in translational research
with a view to external collaboration and establishing partnerships with
outputs such as commercialisation, improved practice and policy.

Level C staff:
(a)

will make independent and original contributions to scholarship within their
discipline and will disseminate these among colleagues;

(b)

will be acknowledged at national level as influential in:

(c)

(i)

expanding knowledge within their discipline; or

(ii)

pedagogical and curriculum issues;

will be able to demonstrate a strong record of:
(i)

research;

(ii)

scholarly activities relating to their discipline; or

(iii)

teaching or teaching practices;

(d)

will disseminate knowledge to benefit and promote good practice in their
faculty and the University, in learning and teaching or research and research
training;

(e)

will provide leadership with a significant impact on their faculty or school in:
(i)

teaching, teaching innovation or curriculum development; or

(ii)

research training and supervision.

(f)

will contribute to academic or professional journals on issues relevant to
their discipline or contribute more broadly as appropriate to their discipline.
A premium may be placed on ERA recognised contributions;

(g)

will demonstrate evidence of competitive grant applications within the
University or externally;

(h)

will contribute to governance in their school or faculty or the University,
through activities such as participation in committees, membership of the
Academic Board or administrative roles in centres or institutes;

(i)

may be pursuing education opportunities to enhance their expertise and
professionalism in higher education;

(j)

may be required to perform the full academic responsibilities, and related
administration, of co-ordination of a large unit of study or award program or a
number of small award programs, consistently with the faculty’s workload
provisions;

(k)

may be mentored in a formal University mentoring program and will be an
informal mentor for other staff at Level C or below;

(l)

may be a formal mentor for staff at Level C or below;
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(7)

(m)

may contribute to the University’s work of community and alumni
engagement;

(n)

may contribute their expertise and knowledge to broader forums of public
debate, consistently with University policy;

(o)

will normally make a significant contribution to any or all of the research,
scholarship, teaching or administration activities of an organisational unit or
interdisciplinary area at undergraduate honours or postgraduate level;

(p)

will normally play a major role or provide a significant degree of leadership in
scholarly, research or professional activities relevant to any or all of their
profession, discipline or community;

(q)

may, where appropriate, be involved or mentored in translational research
with a view to external collaboration and establishing partnerships with
outputs such as commercialisation, improved practice and policy.

Level D staff:
(a)

will have attained and maintained recognition at national or international
level in their discipline;

(b)

will make:
(i)

original and innovative contributions to their field of study or research,
which are recognised as outstanding nationally or internationally; or

(ii)

original contributions to teaching, such as contributions to national
efforts to enhance curriculum and providing high quality learning
experiences in their discipline;

(c)

will demonstrate engagement in publications and scholarly dissemination
appropriate to their discipline. A premium may be placed on ERA
recognised contributions;

(d)

will have a sustained record of effective leadership of either or both of:

(e)

(i)

teaching teams (in curriculum design, implementation and innovations
leading to improvements in student learning); or

(ii)

research (in fostering the research activities of others, and in research
training);

will demonstrate evidence of capability to lead developments in:
(i)

education quality, which enhance major aspects of the faculty’s
operations through program management, curriculum development,
faculty and institutional teaching roles (such as Associate Dean,
Academic Board, SEG Education Committee); or

(ii)

research, which enhance the reputation of the faculty or University
(such as leading participation in internationally-funded research
projects);

(f)

will be an informal mentor for other staff at Level D and below;

(g)

will be a formal mentor for staff at Level C or below;

(h)

may be mentored at a formal University mentoring program;

(i)

will normally have evidence of major original and innovative contributions:
(i)

to curriculum development, which enhance the University’s standing
as a national leader in education within their discipline; or
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(ii)

(8)

to the staff member’s field of study or research, which are recognised
nationally or internationally as outstanding;

(j)

will normally make an outstanding contribution to governance and collegial
life within the University and in community and professional service;

(k)

will, where appropriate, contribute to the University’s work of community and
alumni engagement;

(l)

will, where appropriate, contribute their expertise and knowledge to broader
forums of public debate, consistently with University policy;

(m)

will, where appropriate, assist the University in its development work;

(n)

may, where appropriate, be involved in translational research with a view to
external collaboration and establishing strong partnerships with outputs such
as commercialisation, improved practice and policy;

(o)

will, where appropriate, mentor and provide opportunities for other
researchers to develop skills and engage in translational research.

Level E staff:
(a)

will have achieved and maintained international recognition through original,
innovative and distinguished contributions to scholarship and research;

(b)

will have a track record of competitive research grants;

(c)

will have publications in peer-reviewed international journals or creative
works recognised under the ERA in their discipline or more broadly;

(d)

will have evidence of recognition within the broader research community,
such as membership or editorship of journals, membership of national or
international consultative bodies, membership of specialist committees or
advisory boards;

(e)

will have evidence of leadership in any or all of curriculum development,
program development and management or research and scholarship;

(f)

will have evidence of mentoring colleagues to leadership positions;

(g)

will have evidence of capability to lead development which enhances major
aspects of the University’s operations and its international reputation in:
(i)

learning and teaching; or

(ii)

research and scholarship;

(h)

will make an outstanding contribution to governance and collegial life within
and outside the University, for example by chairing school or faculty
committees, undertaking significant administrative positions, or participating
in or chairing University-level committees;

(i)

will be mentored in a formal University mentoring program;

(j)

will be an informal mentor for other staff at Level D or below;

(k)

will be a formal mentor for staff at Levels E or below;

(l)

will, where appropriate, contribute their expertise and knowledge to broader
forums of public debate, consistently with University policy;

(m)

will, where appropriate, assist the University in its development work;
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(n)

may, where appropriate, be involved in translational research with a view to
external collaboration and establishing strong partnerships with outputs such
as commercialisation, improved practice and policy;

(o)

will, where appropriate mentor and provide opportunities for other
researchers to develop skills and engage in translational research.

5

Applications for annual promotion rounds

(1)

Applications must be submitted electronically to the Academic Promotions Unit
using the form specified in the announcement of the opening of applications.

(2)

Applications must comply with all maximum word limits.

(3)

Applications must provide:

(4)

(5)

(a)

information about the applicant’s whole career;

(b)

a clear account of achievements and publications since the applicant’s last
employment or promotion at the University;

(c)

evidence of appropriate upward career trajectory; and

(d)

the names of four referees and a statement of the applicant’s relationship to
each.

Applications for promotion by two levels must:
(a)

set out a strong case for such a promotion;

(b)

be supported by the relevant Head;

(c)

be approved by the relevant Dean and the Provost; and

(d)

be provided to the Academic Promotions Unit at least 14 days before the
advertised closing date for promotions for the level to which they are
applying.

Applications should:
(a)

provide information sufficient to allow the promotion committees to assess
the significance and impact of the applicant’s publications or creative works;
and

(b)

provide an explanation, if necessary, of any known special circumstances
that have affected the applicant’s opportunity to meet the requirements for
promotion

6

Submissions for “out of round” promotion

(1)

Submissions for “out of round” promotion must be prepared by the relevant Head,
endorsed by the relevant Dean, and submitted to the Academic Promotions Unit.

(2)

Submissions must contain:
(a)

a clear statement of the case for:
(i)

retaining the staff member;

(ii)

promoting the staff member to the desired level; and

(iii)

doing so “out of round”.
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(3)

(4)

(5)

(6)

Submissions may contain:
(a)

the application for employment originally made by the subject staff member
to the other institution offering the staff member employment;

(b)

the referee details which were part of that application.

Where a submission for an “out of round” promotion is received on behalf of an
applicant who has a current promotion application already in process, the following
materials will be used to assess the application:
(a)

the “out of round” submission;

(b)

the application for promotion already received; and

(c)

the assessor and referee reports already received.

The relevant committee will consider the “out of round” promotion in accordance
with policy if the original application:
(i)

has not been considered by a final LPC meeting;

(ii)

has been considered by a final LPC meeting and the recommendation
was to not promote;

(iii)

is for Level D or E and has not had a preliminary CPC vote; or

(iv)

is for Level D or E and the preliminary CPC vote is not to promote.

The relevant delegate should approve the “out of round” promotion if;
(i)

a final LPC report in favour of promotion has been received in the
case of promotion to Level B and C; or

(ii)

a final LPC report and a preliminary CPC vote recommending
promotion has been received in the case of Level D or E.

7

Updates to applications

(1)

Applicants may provide to the LPC an update to their application.

(2)

An update to an application may not exceed one A4 page listing significant
additional information arising since lodgement of the application, and must be
lodged electronically in Word format.

(3)

Updates must be lodged with the Academic Promotions Unit and the Chair of the
relevant LPC no later than seven days prior to the final LPC meeting.

(4)

Level D and E applicants (Level C applicants if the application is being considered
by a CPC) may provide to the CPC a second update to their application.

(5)

The second update to application may not exceed one A4 page listing significant
additional information of national/international importance arising since
consideration of the application at the final LPC meeting (Level D) and interview
(Level E).

(6)

Second updates must be lodged electronically to the Academic Promotions Unit in
word format no later than four weeks prior to the CPC meeting.

(7)

Applicants may change the stream in which they have sought promotion provided
that:
(a)

they do so by notice in writing to the Academic Promotions Unit; and

(b)

the notice is received before the applicable deadline.
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8

Local promotion committees

(1)

For LPCs considering promotions to Levels B and C, the nominated Chair should
have had at least three years’ experience as a core LPC member in the previous
five year period:

(2)

For LPCs considering promotions to Levels D and E, the nominated Chair should
have had at least three years’ experience as a core member of LPCs considering
promotions to the relevant level, or higher.

(3)

To establish an LPC, the chair must provide a list of recommended committee
members, including reserves, to the Provost for approval.
Note:

See Schedule 2 of the policy for committee membership requirements.

(4)

To ensure continuity of knowledge, experience and to foster leadership and career
development, the Chair must request that nominees commit to a membership term
of three years where possible.

9

Communications between committees and applicants

(1)

The Academic Promotions Unit will conduct, and keep appropriate records of, all
communications between applicants and those considering their applications.
Note:

See the University Recordkeeping Policy and Recordkeeping Manual.

(2)

Requests from committees for further information from applicants will be
communicated to the applicant in writing, through the Academic Promotions Unit.

(3)

Replies to such requests must be provided in writing, within seven days.

(4)

Requests from committees for further information from sources other than the
applicant should also be communicated through the Academic Promotions Unit,
although this is not always possible. Any such information received by a
committee or committee member must be copied to the Academic Promotions Unit.

9

Heads’ reports for applications below Level E

(1)

The relevant Head will verify an applicant’s teaching and research supervision
activities by completing the online Teaching and Research Student Supervision
Activities form.

(2)

The Head will consult relevant staff of the school and prepare a written report on
each applicant.

(3)

The consultation process would exclude any staff member in the
school/department who is also an applicant for promotion to the same level.

(4)

The Head’s report must include:
(a)

the names and positions of the staff who have been consulted;

(b)

if a staff member who has been consulted objects to being named, then the
report should not include the names of any of the staff consulted. The report
must instead then list the number of and general description of the positions
of staff consulted (for example, three lecturers and two associate
professors);

(c)

views of relevant staff who have been consulted, including divergent views;
and
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(d)

comment on the standing of the applicant’s referees.

10

Referees’ reports

(1)

The Academic Promotions Unit will contact nominated referees to request reports
from them.

(2)

Referees should where possible hold a higher academic rank than that of the
applicant.

(3)

The list of referees should include at least two who are external to the applicant’s
faculty.

(4)

Unless applying in the research-focussed stream, applicants must nominate at
least one referee who is familiar with and can comment on their teaching.

(5)

Referees’ reports should address:
(a)

the nature and duration of the referee’s association with the applicant;

(b)

the referee’s view of the applicant’s standing in their field at a national and, if
appropriate, international level;

(c)

some of the applicant’s notable achievements or contributions in any or all of
research, teaching or governance, leadership and engagement; and

(d)

the referee’s assessment of the applicant’s career trajectory, with reference
to the normative criteria for the relevant academic rank.

11

Assessors’ reports

(1)

The Academic Promotions Unit will contact assessors and request provision of a
written report which addresses:
(a)

any association between the assessor and the applicant;

(b)

the assessor’s opinion of the applicant as a scholar in their field;

(c)

details of the applicant’s achievements in their field;

(d)

whether the applicant has published in well reputed journals;

(e)

the assessor’s view of the value of the applicant’s publications; and

(f)

an assessment of the applicant’s career trajectory in light of the normative
criteria.

(2)

Assessors’ reports must be provided within 21 days of request.

12

Procedure for LPC preliminary meetings for promotions below
Level E

(1)

LPC preliminary meetings for promotions below Level E may be held face-to-face
or by circulation.

(2)

For all such meetings, whether held face-to-face or by circulation:
(a)

each member of the LPC will consider each application in accordance with
the standards specified in Schedule 1 to the policy;
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(3)

(4)

(b)

the additional member of the LPC will be asked to comment on each
application;

(c)

the LPC will identify any applications which require further information or
clarification from the applicant;

(d)

the LPC will agree on the questions to be put to the applicant, which will be
listed in the preliminary report template;

(e)

core members will vote on each application for which no further information
or clarification is required;

(f)

applications which receive unanimous support will be recommended for
promotion without further consideration;

(g)

applications which do not receive unanimous support or which require
further information or clarification from the applicant will be considered at the
final meeting;

(h)

requests for further information or clarification from an applicant will be
provided to the Academic Promotions Unit, which will collect the information
and provide it to the LPC.

Where the meeting is held face-to-face:
(a)

core members will vote on relevant applications after discussion;

(b)

voting will take place in the absence of the additional member.

Where the meeting is held by circulation:
(a)

each member of the LPC will identify any applications in relation to which
they require further information or clarification, from either the additional
member or the applicant;

(b)

each member of the LPC will forward by email to all other members of the
LPC:
(i)

the member’s questions or requests for the additional member; and

(ii)

the member’s questions or requests for each applicant;

(c)

the additional member will provide their comments, and answers to any
questions or requests, by email to all other members of the LPC;

(d)

the Chair will collate the questions and requests for information from
applicants and provide them to the Academic Promotions Unit;

(e)

the Chair will circulate to all members of the LPC a list of applicants from
whom no further information or clarification is required;

(f)

formal voting on remaining applications:

(g)

(i)

will take place only after the additional member has provided answers
and comments on the remaining applications; and

(ii)

Will be undertaken by means of each core member completing a
voting sheet and forwarding this sheet to the Chair;

the Chair will collate the voting sheets and inform each member of the LPC
of the outcome of the voting.

13

Procedure for LPC final meetings for promotions below Level E

(1)

The additional member will be asked to comment on an application under
consideration.
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(2)

The committee will consider and discuss each application, including any additional
information or amendment which has been provided.

(3)

The core members of the committee will vote on each application.

14

Procedure for LPC meetings for promotions to Level E

(1)

The committee will interview the applicant.
(a)

Wherever possible, interviews should be conducted in person.

(b)

The LPC Chair may approve interviews being held by other means, provided
that the applicant and all committee members are able to interact at the
same time.

(c)

The Academic Promotions Unit will inform the applicant as soon as possible
if it is decided to conduct an interview otherwise than in person.

(2)

The committee will consider and discuss each application, including any additional
information which has been provided.

(3)

The core members of the committee will vote on each application.

15

LPC Committee reports

(1)

LPC Committee reports must be prepared using the form supplied for this purpose
by the Academic Promotions Unit.

(2)

The reports must be submitted electronically to the Academic Promotions Unit.

(3)

Reports must:
(a)

note unanimous recommendations for promotion to Levels B or C;

(b)

provide a detailed commentary in all other cases to explain the basis for
each recommendation; and

(c)

provide a detailed commentary on each application for promotion to Level D
or E, regardless of the recommendation.

16

Procedure for CPC meetings

(1)

Prior to the CPC meeting, the Academic Promotions Unit will ask each CPC
member to provide a preliminary vote on each application.

(2)

The Academic Promotions Unit will tabulate the preliminary votes and make the
tabulation available to the CPC at its meeting.

(3)

The CPC will consider:

(4)

(a)

the LPC report;

(b)

the application;

(c)

any updates to, or further information provided in relation to, the application;

(d)

referees’ reports; and

(e)

assessor’s reports.

After discussion, the committee will vote on each application.
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17

Procedure for “out of round” committee meetings

(1)

The committee will assess the application against the standards and criteria set out
in the policy and these procedures.

(2)

Within 2 days of receipt of the submission, the Chair will circulate it to all members
of the committee and will request an electronic response within a nominated time
frame.

(3)

Unless a unanimous response is received within the nominated time frame, the
Chair will call a meeting of the committee.

(4)

The committee may invite the staff member to attend a formal interview if it wishes.

(5)

The Chair may request additional information or clarification which may include
either or both of:
(a)

assessors’ reports; or

(b)

written confirmation of the offer from the other institution.

(6)

The committee will vote on the submission.

18

Titles consequent upon promotion

(1)

Successful applicants for promotion to Level E may select a professorial title in an
appropriate specific field. The selected title must be endorsed by the relevant
Dean and approved by the Vice-Chancellor.

(2)

Successful applicants for promotion will otherwise have the titles specified in
Schedule 1.
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SCHEDULE 1
PERSONAL AND POSITIONAL TITLES

Substantive Position
Teaching & Research

Research Only

Promotion Category
Teaching & Research; Education
Focused or Research Focused
Position Title

Level D

Level E

Position Title

Personal Title

Lecturer

As per personal
status (Dr, Ms,
Mrs, Mr, etc.)

Research
Fellow or
Lecturer

As per personal
status (Dr, Ms,
Mrs, Mr, etc.)

Senior
Lecturer

As per personal
status (Dr, Ms,
Mrs, Mr, etc.)

Senior
Research
Fellow or Senior
Lecturer

As per personal
status (Dr, Ms,
Mrs, Mr, etc.)

Associate
Professor

Associate
Professor

Principal
Research
Fellow or
Associate
Professor

Associate
Professor

Professor or
Professor in a
specific field,
as requested
by the
candidate,
endorsed by
the Dean and
approved by
the ViceChancellor

Professor

Professorial
Research
Fellow or
Professor in a
specific field, as
requested by
the candidate,
endorsed by the
Dean and
approved by the
Vice-Chancellor

Professor

Level B

Level C

Personal Title

Teaching & Research; Education
Focused or Research Focused
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