
Charles Darwin University Enterprise Agreement 2005

AG839050 PR956278 
 

AUSTRALIAN INDUSTRIAL RELATIONS COMMISSION 
 

Workplace Relations Act 1996 
s.170LJ - Agreement with organisations of employees (Division 2) 

 
Charles Darwin University 

 
and 

 
Australian Education Union 

 
and 

 
CPSU, the Community and Public Sector Union 

 
and 

 
Liquor, Hospitality and Miscellaneous Union 

(AG2005/2606) 
 

wgnetstart_docassoc_0CHARLES DARWIN UNIVERSITY ENTERPRISE AGREEMENT 2005  
 
Northern Territory  

  
COMMISSIONER LAWSON DARWIN, 18 MARCH 2005 
 

CERTIFICATION OF AGREEMENT 
 
In accordance with section 170LT of the workplace Relations Act 1996, the Commission hereby certifies the attached written agreement. 
 
This agreement shall come into force from 18 March 2005 and shall remain in force until 31 December 2007. 
 
BY THE COMMISSION: 
 
COMMISSIONER 
 

Printed by authority of the Commonwealth Government Printer 
<Price code 72> 
 
AUSTRALIAN INDUSTRIAL RELATIONS COMMISSION 
 
Workplace Relations Act 1996 
s.170LJ Agreement with organisations of employees (Division 2) 

http://www.wagenet.gov.au/WageNet/templates/others/ViewDecisionPage.asp?filename=D:/WAGENET/internet/PUBLISHEDDOCS/agreements/83/90/50/AG839050 (1 of 70)18/02/2006 12:17:41 PM



Charles Darwin University Enterprise Agreement 2005

 
Charles Darwin University 
and 
The Australian Education Union 
and 
The Community and Public Sector Union 
and 
The Liquor, Hospitality and Miscellaneous Union 
 
CHARLES DARWIN UNIVERSITY ENTERPRISE AGREEMENT 2005 
 
COMMON PROVISIONS 
 
PART 1. APPLICATION AND OPERATION OF THIS AGREEMENT 
 
Clause 1. TITLE 
 
1.1 This Agreement will be known as the Charles Darwin University Enterprise Agreement 2005. 
 
Clause 2. ARRANGEMENT 
 
Part 1. Application and Operation of this Agreement 2 
   
Clause 1. Title 2 

Clause 2. Arrangement 2 

Clause 3. Objectives of Agreement 3 
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Clause 6. Period of Operation 5 
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Clause 10. Variation of Existing Agreement 6 
   
Part 2. Salaries and Related Matters 7 
   
Clause 11. Salary Increase 7 

Clause 12. Salary Packaging 8 

Clause 13. Equalisation of Salary 9 

Clause 14. Remote Locality Incentive and Allowances 9 
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Clause 42. Intellectual freedom 38 

Clause 43. Intellectual Property 38 

Clause 44. Indigenous employment 38 

Clause 45. Airfare Entitlements 39 

Clause 46. No Further Claims 41 
   
 Signatories to the Agreement 42 
 
Clause 3. OBJECTIVES OF AGREEMENT 
 
3.1 The main objectives underpinning this Agreement are as listed below: 
 
3.1.1 To create an environment where employees have a sense of ownership of, and responsibility for, University direction and outcomes. Employees have an 
obligation to add value to the institution and themselves. 
 
3.1.2 To create a platform and environment for employees and their managers to manage workplace issues at the local level. 
 
3.2 Other objectives of this Agreement are as follows: 
 
3.2.1 To create a positive and vibrant environment built upon a foundation of respect of all people, honesty and trust in relationships by improving conditions of 
employment and development opportunities for all staff members, leading to improved job satisfaction; 
 
3.2.2 TO provide enhanced remuneration packages that are competitive, yet sustainable within the funding environment; 
 
3.2.3 To provide a flexible framework through which academic staff members from all sectors can readily and dynamically engage in the full range of academic 
responsibilities; 
 
3.2.4 To create a flexible, family-friendly work environment; 
 
3.2.5 To achieve continuing improvements in productivity, quality and efficiency; 
 
3.2.6 To support and implement the principles of equity, diversity and safety; 
 
3.2.7 To increase employment and development opportunities for Indigenous Australians in the University; 
 
Clause 4. DEFINITIONS 
 
4.1 "Continuous service" means continuous paid service, other than casual service, with the Charles Darwin University. 
 
4.2 "Termination of employment" means termination of employment at the initiative of the University. 
 
4.3 "The Act" means the Workplace Relations Act 1996 as amended. 
 
4.4 "VET" means Vocational Education and Training. The term "VET*, which will be used throughout the Agreement, is consistent with the use of TAPE in the 
awards described in Clause 7. 

http://www.wagenet.gov.au/WageNet/templates/others/ViewDecisionPage.asp?filename=D:/WAGENET/internet/PUBLISHEDDOCS/agreements/83/90/50/AG839050 (4 of 70)18/02/2006 12:17:41 PM



Charles Darwin University Enterprise Agreement 2005

 
4.5 "University" means the Charles Darwin University. 
 
4.6 "Unions" means any of the Unions party to this Agreement. 
 
4.7 "Agreement" means the Charles Darwin University Enterprise Agreement 2005. 
 
4.8 "Full-time" means a service or study fraction of 100%. 
 
4.9 "AWA" means Australian Workplace Agreement. 
 
4.10 “Vice Chancellor" means the Vice Chancellor, Acting Vice Chancellor, or his/her nominee. 
 
4.11 "Commission" and "AIRC" mean the Australian Industrial Relations Commission. 
 
4.12 "University core business" means the broad mix of teaching and learning, research, community and access and business development activities undertaken at the 
University. It is recognized that a wide range administrative support activities underpin this core business, and for employment purposes form a fifth set of core 
activities. 
 
4.13 "Disciplinary action" means action by the University to discipline a member of staff for unsatisfactory performance, misconduct or serious misconduct and is 
limited to: 
 
4.13.1 formal censure or counselling; 
 
4.13.2 demotion by one or more classification levels or increments; 
 
4.13.3 withholding of an increment; 
 
4.13.4 suspension with or without pay; 
 
4.13.5 termination of employment. 
 
4.14 "Code of Conduct" means the University Code of Conduct, as will be updated from time to time by the University in consultation with the Unions. 
 
4.15 "Serious misconduct" means: 
 
4.15.1 serious misbehaviour of a kind which constitutes a serious impediment of the carrying out of a staff member's duties or to a staff member's colleagues carrying 
out their duties; 
 
4.15.2 serious dereliction of the duties required of the staff member; 
 
4.15.3 conviction by a court of an offence which constitutes a serious impediment of the kind referred to in 4.15.1. 
 
4.15.4 actions that potentially bring the University into disrepute, where it can be sufficiently demonstrated that the University will be impeded from fulfilling strategic 
or financial goals as a direct result of the action. 
 
4.16 "Misconduct” means conduct which is not serious misconduct but which is nonetheless conduct that is unsatisfactory. 
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4.17 "Consultation" means a process whereby the parties exchange information about a matter or issue, hold discussions to explain points of view and take into account 
the views of the other party/ies.  
 
wgnetstart_docassoc_2Clause 5. APPLICATION AND PARTIES BOUND 
 
5.1 This Agreement shall be binding according to its terms upon: 
 
5.1.1 The Charles Darwin University; 
 
5.1.2 The Australian Education Union; 
 
5.1.3 The Liquor, Hospitality and Miscellaneous Union; and 
 
5.1.4 The Community and Public Sector Union. 
 
5.1.5 This Agreement applies, according to its terms, subject to Clause 20, to all VET, higher education and general staff employed by the Charles Darwin University. 
 
5.2 This Agreement does not apply to staff employed by subsidiaries of the University. 
 
Clause 6. PERIOD OF OPERATION 
 
6.1 This Agreement will come into force on and from the beginning of the first pay period commencing on or after the date of certification in the Australian Industrial 
Relations Commission and will have a period of operation until 31 December 2007, 
 
Clause 7. RELATIONSHIP TO OTHER AWARDS AND AGREEMENTS 
 
7.1 This Agreement replaces and rescinds the Northern Territory University Enterprise Agreement, 2001. 
 
7.2 This Agreement will be read and interpreted wholly in conjunction with the following Awards, provided that where there is any inconsistency, the Agreement will 
take precedence over the relevant parent Award: 
 
7.2.1 Charles Darwin University General Staff Award 2004; 
 
7.2.2 Northern Territory University Higher Education Academic and Related Staff (Terms and Conditions of Service) Award 2001; 
 
7.2.3 Higher Education Academic Salaries Award 2002; 
 
7.2.4 Higher Education Contract of Employment Award 1998; 
 
7.2.5 Universities and Post Compulsory Academic Conditions Award 1999; 
 
7.2.6 Northern Territory University (TAFE Lecturers) Award, 2003; 
 
7.2.7 Centralian College Lecturers and Educational Administrators (NT) Award 2001; 
 
7.2.8 Tertiary Education Superannuation Scheme. Superannuation Award, 1988; 
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7.2.9 National Training Wage Award 2000. 
 
7.2.10 Northern Territory Public Sector (General Conditions of Service) Award 2000. 
 
7.3 The conditions contained in the above awards as at the date of agreement between the parties will apply as conditions of this Agreement and form part of the 
conditions of staff at the University for the life of this Agreement except where the provisions of those awards are varied by express provisions in this Agreement. 
 
Clause 8. REVIEW OF AGREEMENT 
 
8.1 The parties are committed to re-open negotiations no later than three months prior to the expiry date of this Agreement with a view to negotiating and settling any 
replacement Agreement. 
 
Clause 9. CONSULTATION BETWEEN PARTIES 
 
9.1 A Joint Implementation Group be established and will be responsible for overseeing matters relating to and arising from the implementation of this Agreement. The 
Group will meet within ten (10) working days at the request from any of its members. 
 
9.2 The composition of the Group will be as follows: 
 
9.2.1 For matters concerning all staff: up to four (4) nominees of the University and up to an equivalent number of Union nominees. 
 
9.2.2 For matters concerning any particular group of staff, up to two (2) nominees of the University and up to an equivalent number of Union nominees. 
 
9.3 The parties continue their commitment to consultation and communication through the operation of a Joint University-Union Consultative Group. The composition, 
consultative arrangements and terms of reference of the Group will be as determined from time to time between the parties. 
 
Clause 10. VARIATION OF EXISTING AGREEMENT 
 
10.1 This Agreement may be varied pursuant to section 170MD or 170ME of the Workplace Relations Act 1996. Any such variation shall have effect only if it is 
agreed by the parties and approved by the Commission.  
 
PART 2. SALARIES AND RELATED MATTERS 
 
Clause 11. SALARY INCREASE 
 
11.1 This Agreement provides for a salary increase of: 
 
11.1.1 6% for all employees to whom the Agreement applies from the first full pay period after the date of certification of the Agreement; 
 
11.1.2 4% for all employees to whom the Agreement applies from the first full pay period after 30 June 2006; 
 
11.1.3 4% for all employees to whom the Agreement applies from the first full pay period after 30 June 2007; 
 
11.2 The minimum salary increase for full-time staff members covered by this Agreement will be $50 per two-week pay period (gross) after application of each of the 
above salary increments. 
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11.3 In addition to the salary increases provided for in subclause 11.1 above, a $1200 bonus will be paid to eligible continuing and fixed-term staff prior to Agreement 
certification. 
 
11.3.1 For those staff eligible for membership of a Union that supports the proposed Agreement prior to the staff ballot, a bonus of $800 will be paid upon receiving 
support in writing from the Union. A further bonus of $400 will be paid when the Agreement is lodged with the AIRC for certification. 
 
11.3.2 For those staff eligible for membership of a Union that does not support the proposed Agreement prior to the staff ballot, the full $1200 bonus will be paid when 
the Agreement is lodged with the AIRC for certification. 
 
11.3.3 To be eligible to receive the bonus, staff will have been continuously employed by the University at the fractional level used for adjustment or above for the two 
(2) months prior to the date of bonus payment, and will be covered by the Agreement once it is certified. 
 
11.4 Also in addition to the salary increases provided for in subclause 11.1 above, a bonus will be paid to eligible continuing and fixed-term staff in the first pay of 
June, 2006 and June, 2007, in response to a positive adjusted operating result for the University in the preceding year. 
 
11.4.1 To be eligible to receive the bonus, staff must be covered by this Agreement and will have been continuously employed by the University for the two (2) months 
prior to the date of bonus payment. 
 
11.4.2 For the purpose of this Agreement, "adjusted operating result" refers to the overall University operating result for the given year, as confirmed by the NT 
Auditor General, less: 
 
11.4.2.1 any contribution to the operating result from funds specifically designated for acquisition, construction or rehabilitation of infrastructure where, under the 
guidelines published in the relevant University financial statements, the related expenditure will be depreciated over time; 
 
11.4.2.2 any contribution from the operating result from asset transfer into the University where, under the guidelines published in the relevant University financial 
statements, the asset will be depredated overtime; 
 
11.4.2.3 funds carried forward from the given year for specific programs or initiatives, where the amount to be carried forward, and the program or initiative which it 
will be spent against, will be identified two months prior to the end of the given year. 
 
11.4.3 For the purpose of this Agreement, "positive adjusted operating result" refers to the adjusted operating result defined in subclause 11.4.2 above being in surplus. 
 
11.4.4 The amount of bonus paid to an eligible staff member will be calculated at a rate of 0.3% of the staff member's base salary at the date of payment for every 
$1,000,000 of positive adjusted operating result. 
 
11.4.4.1 The bonus payment will be capped at a maximum value of 4% of the staff member's salary. 
 
Clause 12. SALARY PACKAGING 
 
12.1 For the purpose of this Agreement 'salary packaging' means an arrangement whereby a staff member enters into an agreement with the University to reduce the 
wage or salary paid to them and instead, substitutes the amount of the reduced salary with material benefits of equal value. 
 
12.2 This arrangement will be available to all continuing and fixed-term contract staff members, provided that the fixed-term contract is for a period in excess of twelve 
(12) months. This arrangement is not available to casual staff members. 
 
12.3 The University and a staff member bound by this Agreement may enter into a salary packaging arrangement subject to the following: 
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12.3.1 The University will take all reasonable steps to ensure that any salary packaging arrangement complies with taxation and other relevant laws; 
 
12.3.1.1 The University will record the arrangement at the time it is entered into and provide a copy to the staff member before the arrangement comes into effect; 
 
12.3.1.2 The record will include details of the staff member's classification and salary level applying immediately prior to the salary packaging coming into effect and 
the details of the package; 
 
12.3.2 The total value of any agreed salary package will be equal to the value of entitlements that would otherwise apply under this Agreement. 
 
12.4 The structure of benefits and the design of salary packaging arrangements will be reviewed annually by the University in consultation. 
 
12.5 Where the employment of a staff member ceases for any reason, then this arrangement will automatically cease, and the staff members entitlements will be 
calculated on the 100% salary. 
 
12.6 In the event of any dispute arising in respect of this clause, such dispute settlement procedures provided in this Agreement will be followed. 
 
12.7 These provisions must be read in conjunction with the Salary Packaging Guide. The Guide may be amended after consultation, except for changes to the 
termination provisions from salary packaging arrangements that will be by agreement between the parties. 
 
12.8 The University will derive no pecuniary advantage as a consequence of staff participation in salary packaging arrangements. Costs levied are used to contribute 
towards covering University indirect and direct costs. 
 
12.9 The University will advise staff if the University becomes aware of any relevant Salary Packaging service provider experiencing financial difficulties. 
 
12.10 For the purposes of this clause, superannuate salary for those staff members who are members of the Commonwealth or Northern Territory Government and 
Public Authorities Superannuation Schemes (CSS or NTGPASS) is defined as the staff members annual rate of salary specified in this Agreement and superannuate 
allowances under the relevant scheme, 
 
12.11 The employer contributions will be based on the staff member's pre-packaged salary. 
 
Clause 13. EQUALISATION OF SALARY 
 
13.1 Equalisation of salary is a flexible payment of salary arrangement, available in particular to those continuing or contract employees who are working on a 
sessional basis, which allows those employees' total hours of employment to be equalised and paid over an appropriate term, such as an academic semester, calendar 
year or duration of employment. 
 
13.2 An employee and the University may, by agreement, enter into a Contract of Employment whereby remuneration is based upon the employee's total hours of 
employment equalised and paid over an appropriate term, such as an academic semester, calendar year or duration of employment. 
 
13.3 Where an Equalisation of Salary arrangement is entered into, the employee will be entitled to all benefits normally associated with the Contract of Employment 
being entered into. 
 
Clause 14. REMOTE LOCALITY INCENTIVE AND ALLOWANCES 
 
14.1 The parties agree to utilise the remote locality classifications as outlined in the University Remote Locality Incentive Guidelines. 
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14.1.1 This document may be revised from time to time in consultation with the Unions. 
 
14.2 Eligible University staff will retain remote area entitlements applicable at the time they joined the University from the Northern Territory Public Sector. 
Entitlements will accrue on a pro rata basis after three (3) months. 
 
14.3 Entitlements for remote area allowances including Fares Out of Isolated Localities (FOILS), Freight on Foodstuffs (FOF), Locality allowances, Rental Rebate 
payments will be paid twice a year on 30 June and 31 December each year in arrears. 
 
14.4 The formula used for calculating the cash payment of allowances for eligible remote area University staff will be the same as that used for the cash payment of 
accrued recreation leave airfares for eligible University staff. 
 
14.4.1 Where eligible staff are able to demonstrate financial detriment arising from the implementation of the cash payment of remote entitlements, the University will 
consider each instance on merit. 
 
14.5 Remote Locality classifications for VET staff members covered by this subclause will remain as at the time of the transfer to the University if they remain in the 
respective locality. 
 
Clause 15. CONDITIONS FOR STAFF INVOLVED IN WORK OVERSEAS 
 
15.1 The parties recognise that the University is engaged in significant educational activities overseas, and that this is likely to grow during the life of this Agreement. 
Some staff members will be required to undertake work overseas as part of their job. The University will pay all reasonable expenses incurred by the staff member 
while working overseas. 
 
Clause 16. SUPERANNUATION 
 
16.1 The University will maintain, for existing staff, the existing superannuation arrangements applicable to individual staff members in effect as of the date of 
certification of this Agreement. 
 
16.2 New staff engaged during the nominal term of this Agreement, will be, as a condition of their employment, unless otherwise negotiated, required to be a member 
of UniSuper. Membership of UniSuper will be in accordance with the provisions of the UniSuper Trust Deed, which provides a number of different categories and 
various options. 
 
16.3 Employees engaged on a full-time or part-time basis for a period exceeding three years are entitled, subject to the provisions of sub clauses 16.4,165 and 16.6 to 
receive employer contributions to UniSuper at the rate of 17% of their superannuate salary. The employee is required to contribute an employee contribution of 7% of 
their superannuate salary. 
 
16.4 Notwithstanding the provisions of sub clause 16.3 employees engaged in any of the following classifications have the option of having their contributions halved 
(ie to 3.5% of their superannuable salary) on the understanding the employer contribution to UniSuper would also be reduced, to 10% of their superannuable salary. 
 
16.4.1 HEW Levels 1 to 4 inclusive; 
 
16.4.2 Junior Research Associates; and 
 
16.4.3 VET Lecturer, Category 1 
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16.4.4 On promotion or progression to a higher classification the provisions of sub clause 16.3 apply. 
 
16.5 Notwithstanding the provisions of sub clause 16.3 employees, on attaining 70 years of age or who are aged 70 years or more at the time of engagement, are only 
entitled to an employer contribution of 3% of their superannuable salary. 
 
16.6 Notwithstanding the provisions of sub clause 16.3 employees engaged, whose salary is funded by specific research funds to undertake a designated project, are 
entitled to employer superannuation contributions to the extent provided by the granting body. The minimum employer contribution, subject to the provisions of sub 
clause 16.5 is that specified by the Superannuation Guarantee Legislation (currently 9%). 
 
16.7 Employees engaged on a full-time or part-time basis whose appointment is for a period of three years or less are entitled to employer contributions to UniSuper at 
the rate specified in the Superannuation Guarantee Legislation. (Currently 9%) of their superannuable salary. The provisions of sub clause 16.5 also applies in these 
circumstances. 
 
16.8 Employees engaged as a casual employee, subject to the provisions of sub clause 16.5 and as detailed below are entitled to an employer superannuation 
contribution as specified in the Superannuation Guarantee Legislation (currently 9%): 
 
16.8.1 Casual General Staff exceeding 100 hours attendance in any semester, 
 
16.8.2 Casual Academic Staff earning $1950 or more for each six-month period. This amount is reviewed and specified by UniSuper each year.). 
 
16.8.3 The University will provide all employees with details of their specific entitlements on engagement and with access to UniSuper for personal advice. 
 
Clause 17. SUPPORTED WAGE 
 
17.1 The University will offer a supported wage to staff members who are unable to work at full award wages because of a disability, in line with the Commonwealth 
Supported Wage System. 
 
17.1.1 'Supported Wage System' means the Commonwealth Government System to promote employment for people who cannot work at full award wages because of a 
disability, as documented in "Supported Wage System: Guidelines and Assessment Process". 
 
PART 3 EMPLOYMENT CATEGORIES AND WORKPLACE MANAGEMENT 
 
Clause 18. EMPLOYMENT CATEGORIES 
 
18.1 The employment categories covered by this agreement are: continuing, fixed-term, part-time and casual. 
 
18.2 Continuing Employment 
 
18.2.1 Continuing appointments are made for an indefinite period. 
 
18.3 Fixed-Term Employment 
 
18.3.1 Fixed-term appointments are made for a specified term or period for which the instrument of engagement will specify the starting and finishing dates of that 
employment (or in lieu of a finishing date will specify the circumstance(s) or contingency relating to a specific task or project, upon the occurrence of which the term 
of the employment will expire). 
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18.3.1.1 Fixed-term appointments made on or after the commencement of this Agreement will be for a maximum of three (3) years but may be for up to five (5) years 
in cases where positions are attached to grants or programs funded separately from the Commonwealth Operating Grant or the Commonwealth Grant Scheme and the 
funds for, and the duration of, such grants are secured and determined in advance. 
 
18.3.2 Fixed-term appointments will be limited to the following categories: 
 
18.3.2.1 Specific task or project, where the duties and/or skills are required for a specific project which has a starting and a finishing time and is expected to be 
completed within a three-year time frame or less. 
 
18.3.2.2 New organisational arrangement, where a new organisational arrangement is implemented and the practicality of permanently filling a position is dependent 
upon continuation of the activity beyond twelve (12) months. 
 
18.3.2.3 Research, where the person is engaged on a research only function for a contract period not exceeding five years. 
 
18.3.2.4 For a Head of School, Professorial-level, or Institute of Advanced Study position, where a suitable internal candidate currently in continuing employment 
cannot be identified. 
 
18.3.2.5 Other activities where the activity itself, the organizational need for the activity, or the funding to support activity, is likely to be fixed in time or quantity. 
 
18.3.2.6 Replacement staff member, where: 
 
18.3.2.6.1 the person is engaged to undertake a work activity replacing a staff member for a definable period for which the latter staff member is on authorised leave of 
absence or is temporarily seconded away from their substantive position. 
 
18.3.2.6.2 the person is performing the duties of a vacant position for which the employer has made a definite decision to fill and has commenced recruitment action, 
until a staff member is engaged for that vacant position. 
 
18.3.2.6.3 the person is performing the duties of a position the normal occupant of which is performing higher duties pending the outcome of recruitment action 
initiated by the employer and in progress for that vacant higher duties position, until a staff member is engaged for that higher duties position. 
 
18.3.2.7 Recent professional practice required, where a curriculum in professional or vocational education requires that work be undertaken by a person who has recent 
practical or commercial experience, i.e. within two years prior to the start of the employment. 
 
18.3.2.8 Pre-retirement contract, where a staff member on a continuing appointment declares the intention to retire, a fixed-term contract expiring on or around the 
relevant retirement date may be adopted as appropriate type of employment for a period of up to five years. 
 
18.3.2.9 Fixed-term contract employment subsidiary to studentship, where a person is enrolled as a student, provided that the enrolment precedes the employment and 
that the contract does not extend beyond, or that it expires at, the end of the academic year in which the person ceases to be a student. An offer of fixed-term 
employment will not be made on the condition that the person offered the employment undertakes the studentship. 
 
18.3.3 Upon engagement, the University will provide to the staff member an instrument of appointment, which stipulates the type of employment and informs the staff 
member of the terms of engagement at the time of the appointment in relation to the following: 
 
18.3.3.1 For staff members other than casual staff members, the classification level and salary of the staff member on commencement of the employment, the fraction 
of full-time load to be worked, and the length and terms of probation. 
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18.3.3.2 For a fixed-term staff member, whether the term of the employment and the circumstances by reference to which the use of fixed-term contract for the type of 
employment has been decided for that employment. 
 
18.3.3.3 For casual staff members, the duties required, the number of hours required, the rate of pay for each class of duty required and a statement that any additional 
duties required during the term will be paid for. 
 
18.3.3.4 Other main conditions of employment such as the identity of the employer or the documentary, or other recorded sources from which such conditions derive, 
and the duties and reporting relationships to apply upon appointment can be ascertained. 
 
18.3.4 Without derogating from any entitlement under the staff member's contract or under an award provision applicable to the staff member on account of the staff 
member's continuous service, a fixed-term contract staff member, other than an apprentice, will be entitled to: 
 
18.3.4.1 Advancement opportunities, where a fixed-term staff member who has a period of continuous paid service in a classification which has an incremental 
structure, will be entitled the opportunity to progress through that structure in the same way as a staff member engaged on a continuing appointment in the same 
classification. 
 
18.3.4.2 Notice of cessation or renovation of employment upon expiry of contract, where the University will provide to a fixed-term staff member a written notice of 
the University's intention to renew, or not to renew, employment with the University upon the expiry of the contract. Such notice will be the greater of: 
 
18.3.4.2.1 any entitlement to notice established by an award, agreement or the contract of employment; or 
 
18.3.4.2.2 period of continuous paid service and Period of notice 
 
Period of continuous paid service Period of notice 
  
Not more than 1 year At least 1 week, or the equivalent of a full pay period, 
 whichever is the greater 
  
1 year but less than 3 years At least 2 weeks, or the equivalent of a full pay period, 
 whichever is the greater 
  
3 years but less than 5 years At least 3 weeks, or the equivalent of a full pay period, 
 whichever is the greater 
  
5 years or over At least 4 weeks, or the equivalent of a full pay period, 
 whichever is the greater 
 
In addition to this notice, a staff member over the age of 45 years at the time of the giving of notice and with not less than two years continuous service will be entitled 
to an additional week's notice. 
 
18.3.4.3 Award entitlements and calculation of continuous service 
 
18.3.4.3.1 A fixed-term staff member will be entitled to the same award terms and conditions in respect to allowable award matters as would apply to a staff member 
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on a continuing appointment engaged in an equivalent classification and working an equivalent proportion of normal weekly ordinary hours for the classification. 
 
18.3.4.3.2 For the purpose of determining which provisions under the relevant awards apply to fixed-term staff members, breaks between fixed-term appointments of 
up to two (2) times per year and of up to six (6) weeks will not constitute breaks in continuous service. 
 
18.3.4.3.3 Periods of approved unpaid leave will not count for service, but will not constitute breaks in service for the purposes of this clause. 
 
18.3.4.3.4 All entitlements accrued during the fixed-term will be acquitted prior to, or on expiry of, the fixed-term contract. 
 
18.3.5 Fixed-term appointments will be extended only where: 
 
18.3.5.1 a written case is made by the supervisor to the Vice Chancellor or nominee, and the Vice Chancellor or nominee so approves. Requests for extension must be 
based upon categories described in subclause 18.3.2. 
 
18.3.5.2 a fixed-term appointment made to fill a continuing position which is vacant as a result of the occupant's absence on leave (paid or unpaid) or secondment, for a 
period exceeding three (3) months, may be extended to coincide with the return to duty of the substantive occupant. 
 
18.3.6 Fixed-term appointments made in accordance with subclause 18.3.2.2 will be made continuing where the continuing existence of the activity is confirmed as a 
University requirement and where the roles and responsibilities of the position continue. 
 
18.3.7 The period of the fixed-term will count as service for all purposes where the staff member concerned subsequently obtains a fixed-term or a continuing 
appointment elsewhere in the University, and the break in service between the expiry of the fixed-term and the subsequent appointment is six (6) weeks or less. 
 
18.3.8 Fixed-term appointments of up to six (6) months' duration may be offered without advertisement. Where the term is for up to three (3) months, the cost centre 
will give priority to suitably qualified staff members who are registered in the University as seeking redeployment or participating in a rehabilitation program. 
 
18.3.9 Fixed-term staff will participate in the same probationary employment (clause Clause 23), performance management (clause Clause 24) and disciplinary actions 
(clauses Clause 26 and Clause 27) as would apply to a staff member on a continuing appointment engaged in an equivalent classification and working an equivalent 
proportion of normal weekly ordinary hours for the classification. 
 
18.3.10 Where as a result of organizational change at the University the position of one or more fixed-term staff members may be declared redundant for reasons of an 
economic, technological, structural or similar nature, the University may, in this situation, propose redeployment in line with the skills, experience and work 
preferences of the fixed-term staff member. Alternatively, if the remaining contract period is less than six (6) months, the University will pay the staff member the 
remaining value of the contract. If the remaining contract period is greater than six (6) months, the payout will be capped at a maximum value equal to six (6) months 
contracted employment conditions. 
 
18.4 Part-Time Employment 
 
18.4.1 Part-time appointments are those where staff members: 
 
18.4.1.1 are required to work a regular pattern of hours which total less than the full-time hours in a pay period; and 
 
18.4.1.2 have a regular pattern of employment which, over a specified period, is equivalent to an agreed number of part-time hours in a pay period, as may be the case 
in the Library, Uniprint, the Infoshop or other areas as agreed between the parties. 
 
184.2 Staff members employed part-time are entitled to the same employment conditions on a pro-rata basis as those with full-time appointments. 
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18.4.3 Part-time employment can be initiated by a staff member or by the University. Prior to individual part-time employment initiatives being implemented, 
consultation will occur on the operational and work implications for the affected work unit and the dispersal of residual duties. Staff must be counselled in advance on 
the impact on salary, leave entitlements and superannuation contributions. 
 
184.4 Part-time employment can be utilised for two (2) staff members who consent to share the duties of a position. In such situations, both staff members must be 
counseled and agree in advance on contingency arrangements to apply should either opt to convert to full-time employment, resign or be redeployed. 
 
18.4.5 Conversion to part-time employment or transfer to another position to make way for part-time employment will be by agreement between the University and the 
staff member, and will be grounded in organizational need. 
 
18.5 Casual Appointments 
 
18.5.1 Casual staff members are those staff members who are engaged by the hour and are paid on an hourly basis that includes a loading related to award based 
benefits for which a casual staff member is not eligible. Normally casual appointments are required to work irregular or intermittent hours. Where the appointment 
requires the staff member to work a regular pattern of hours, the duration of the appointment must be for less than four (4) months. 
 
18.5.2 Where appropriate, casual staff will be provided with sufficient accommodation and computer equipment to perform the duties required of them by the 
University. 
 
18.5.3 A casual employee will be entitled to a casual loading that incorporates payments for sick leave, annual leave, long service leave and other entitlements for 
which a casual employee is not eligible. The casual loading will be 23%. 
 
Clause 19. AUSTRALIAN WORKPLACE AGREEMENTS 
 
19.1 The University may offer AWAs in accordance with the Workplace Relations Act 1996. 
 
Clause 20. SENIOR STAFF 
 
20.1 For the purposes of this clause the positions of Vice Chancellor, Deputy and Pro Vice Chancellor, Executive Director, Dean, Director, and any executive 
management appointments, howsoever called, or who are in receipt of a remuneration package, excluding superannuation, of more than $110,000 for Higher Education 
Academic staff members, or $95,000 for VET staff members or $85,000 for General staff members, will be classed as Senior Staff. 
 
20.2 Notwithstanding any provisions of this Agreement to the contrary, Senior Staff may be offered a fixed-term contract of up to five years. 
 
20.3 All positions of senior staff may be advertised externally. 
 
20.4 Subject to negotiation, successful internal applicants may return to their former, substantive position or a position at the same level at the expiry of the contract. 
 
20.5 Such contracts may be renewed by mutual agreement. 
 
20.6 Senior Staff will be employed under the terms and conditions set out in this Agreement, provided that the following terms of this Agreement and any relevant 
award may not apply in relation to: 
 
20.6.1 Clause Clause 18 Employment Categories 
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20.6.2 Clause Clause 35 Recreation (Annual) Leave 
 
20.6.3 Clause Clause 45 Airfare Entitlements 
 
20.6.4 Clause Clause 11 Salary Increase 
 
20.6.5 Clause A1 General Staff Salaries 
 
20.6.6 Cause B1 Higher Education Academic Salary Rates (B1.1, B1.2 and B1.3) 
 
20.6.7 Clause B3 Redundancy 
 
20.6.8 Claused VET Staff Salary Rates (C1.1, C1.2, C1.3 and C1.4) 
 
20.6.9 Clause C3 Extended Application of Dispute Settlement Procedures 
 
20.6.10 Clause C4 Redundancy 
 
20.6.11 Clause C8 Flexible Use of Recreation Leave 
 
20.7 If the recreation leave entitlements are varied, the minimum requirement is 20 days recreation (annual) leave. 
 
20.8 Where conditions are varied under subclause 20.6 above, the changes will be included in the letter of offer. 
 
Clause 21. WORKLOADS 
 
21.1 See also the relevant parts of the Schedules A, B and C. 
 
21.2 Broad Principles 
 
21.2.1 The parties acknowledge that staff workloads should be fair and reasonable. The allocation of workloads should be based on the principles of fairness, equity 
and transparency. It is agreed that workloads will be determined by implementation of University principles and guidelines at the School or major administrative unit 
level, by the Head of School or administrative unit, utilising normal consultative processes and team approaches. 
 
21.2.2 In allocating workloads, it is recognised that University employees have an obligation to add value to the institution and themselves. Notwithstanding the above, 
in the allocation of workloads and in addressing University needs, family commitments will be recognised and considered. 
 
21.3 Calculation of Workloads 
 
21.3.1 Workload allocations will take into account the following principles: 
 
21.3.1.1 The total workload allocated to each staff member should be broadly equivalent. 
 
21.3.1.2 It is not possible to be entirely prescriptive in the calculation of workloads. The University believes that detail relating to work allocation is best developed by 
each school or area in a fully open manner, with staff actively involved in the consultation process. In this way the workload allocation mechanism will be sensitively 
tuned to the particular needs and aspirations of the school and staff members, and will receive the broadest support from those staff members that must actually 
participate in the sharing of the workload. 
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21.3.2 Allocation of workload for the relevant period (and teaching load in particular) will occur after the Head of School or relevant work area has: 
 
21.3.2.1 Considered the requirements of the full range of activities, including teaching and learning, research, community and access, business development and 
administration, of the school or work area in consultation with the staff of that school or work area. 
 
21.3.2.2 Drafted guidelines to put to the school or work area for the allocation of workload on the basis of those requirements. Factors to be considered by the Head 
when determining workload include, but are not limited to: 
 
* Needs and objectives of the University and the work area; 
* Size of classes and marking load; 
* Spread of teaching across day and evening programs and across the year including the summer; 
* Recognition of external and non-traditional modes of delivery; 
* The mix of postgraduate, undergraduate, VET and schools teaching, training, supervision, workplace assessment and RPL activities; 
* Various coordination activities, including coordination of staff; 
* Other administrative responsibilities, including leadership and "champion" roles; 
* Professional development opportunities and motivations and interests of staff; 
* Research and scholarly development; 
* Community and access activities; 
* Business development, fee-for-service and other entrepreneurial activities; 
* Quality assurance activities, including those related to AUQA and AQTF; 
* Methods of assessment; 
* Number of staff in the school; 
* Level and experience of staff; 
* Number of courses / modules / academic activities delivered; 
* Location(s) of delivery; 
* Student demographics; 
* Business processes and their possible improvement. 
 
21.3.2.2.1 In drafting local work allocation guidelines, a uniform approach must be adopted across the institution. 
Development of the institutional approach will be undertaken by the University in consultation with the Unions, commencing as soon as practicable and to be 
completed no later than 6 months after certification of the Agreement. 
 
21.3.2.3 Consult with staff of the school regarding the appropriateness of the guidelines. Such consultation will include, but is not limited to, a meeting to which all 
staff of the school or work area are invited. 
 
21.3.3 Within the diversity of workload activities it is accepted that staff will normally engage to varying degrees in University core business. It is possible that staff 
members will engage in only one activity by agreement. 
 
21.3.4 Individual workloads and the mix of activities and responsibilities may vary from one teaching period to the next, but will balance out over time to reflect 
fairness and equity. 
 
21.3.5 Notwithstanding any of the above, allocation and assessment of workload must be based upon outcomes with demonstrable value to the University. 
 
21.3.6 The workload guidelines developed at the school level should be applied consistently over time unless there are reasonable grounds for review, such as 
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curriculum changes, changes in strategic direction or structural changes. 
 
21.4 Assessment and Review 
 
21.4.1 The University recognises that, due to a variety of factors, workloads may change over time. Due to the changing nature of workload, a staff member may feel 
that their current workload is excessive. The University therefore recognises that it is important to have processes for workload assessment and review. These 
procedures are to be accessible without prejudice. 
 
21.4.2 Where a staff member feels that their current workload is excessive, the staff member and supervisor will, in the first instance, discuss the issue without delay in 
an effort to resolve the matter promptly, taking into account University principles and guidelines for workload allocation. The staff member may seek advice and 
assistance from the relevant union. 
 
21.4.2.1 For General Staff Members, excessive workloads will be viewed as systemic if there is, on average, more than 12% overtime accrued by the relevant work unit 
over a 3 month period. 
 
21.4.3 If excessive workloads are systemic, then the University will endeavour to address the problem as a matter of urgency, such as through the following: 
 
21.4.3.1 Work redesign; 
 
21.4.3.2 Staff training; 
 
21.4.3.3 Recruitment of additional staff; 
 
21.4.3.4 Prioritisation of activities, so that the staff member(s) may return to normal working hours while addressing tasks of the highest priority; and 
 
21.4.3.5 Instigation of appropriate performance management measures. 
 
21.4.4 Where the steps in subclause 21.4.3 above are unsuccessful, the staff member or supervisor may request that a Workload Review Panel be established to 
examine the issue. Alternatively, the staff member may follow the Dispute Resolution process as outlined in clause Clause 29. 
 
21.4.5 The Workload Review Panel will consist of one nominee of the Vice Chancellor, one nominee of the relevant Union, subject to subclause 21.4.5.1, and a 
Chairperson from an agreed-upon panel of Chairpersons. 
 
21.4.5.1 Where the relevant Union declines to nominate a member of the Panel or the staff member does not wish to be represented by the Union, the University will 
nominate a staff member in lieu of the Union nominee. 
 
21.4.5.2 The Union will extend full cooperation in establishing the Panel. 
 
21.4.5.3 The Workload Review Panel will be convened within 5 working days, unless agreed otherwise. 
 
21.4.5.4 The Workload Review Panel will operate according to the principles of natural justice and all decisions will be made by a simple majority. The Workload 
Review Panel will communicate its recommendations to the appropriate senior and/or executive manager and the staff member concerned for implementation, normally 
within ten working days of the last meeting of the Workload Review Panel. 
 
21.4.5.5 In making recommendations, the Workload Review Panel will consider the principles and guidelines underpinning workload allocation as outlined in this 
Clause. The Workload Review Panel may consider broader issues, including but not limited to, the distribution of workload across the relevant work team and the 
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process of workload assessment, performance of the work team, University business process, resource allocation, and any other relevant factor. 
 
21.4.5.6 The Workload Review Panel may make recommendations relating to distribution of workload across the relevant work team, performance of the work team, 
investigation of the performance of team members, University business process, resource allocation, and any other relevant matter. Any recommendation relating to the 
performance of individual team members shall be without prejudice and subject to instigation of appropriate investigation procedures provided that recommendations 
may be made concerning performance and workload of the instigating staff member. 
 
Clause 22. FEE-FOR-SERVICE ACTIVITIES 
 
22.1 The University recognises that there are advantages to the University, its staff, and the community, in staff undertaking research, consultancies, fee-for-service and 
other contract work to outside bodies, and as such, staff are to be encouraged to obtain such external work. The processes and guidelines necessary to facilitate these 
activities are to be reviewed and revised by the University within 6 months of certification of the Agreement unless otherwise agreed. 
 
22.2 Processes and guidelines relating to fee-for-service activities will take into account the following principles: 
 
22.2.1 External research, consultancies and other contract and fee-for-service work should not impose contractual or other bounds upon the teaching, research, 
community and access and administrative functions of the University. 
 
22.2.2 External research, consultancies and other contract and fee-for-service work will become an integral part of standard University business, and so require 
integration with other activities at the school and faculty levels. In line with this, staff members will often be expected to undertake activities relating to University fee-
for-service and other external work as part of their normal duties. 
 
22.2.3 Negotiation of external work must be conducted through the University unless a formal exception is granted by the Vice Chancellor. 
 
22.2.4 Research, consultancies and other contract and fee-for-service work financed from sources outside the University should be appropriate to a University, broadly 
acceptable to the University community, unlikely to infringe the general freedom of inquiry of the University and of the staff concerned; and 
 
22.2.5 Research, consultancies and other contract work should be entered into with a proper understanding of the costs to the University of the work involved, and with 
appropriate provisions for the recovery of costs, the ownership of intellectual property, carrying of liability, treatment of confidentiality and other matters that protect 
the University and staff members interests. 
 
Clause 23. PROBATIONARY EMPLOYMENT 
 
23.1 The purpose of probationary employment is to establish whether an appropriate match has been made between the staff member, the position and the work 
environment, and whether the staff member is able to perform the required role and assume the levels of responsibility of the position at least satisfactorily. 
 
23.1.1 The University recognises that the assessment of match and competence requires some knowledge of the discipline and sector in which the staff member is 
employed. To this end, the University must ensure that prior adequate training and/or advice is provided to support the manager responsible for the assessment 
 
23.2 Any person appointed to the University in either a continuing or fixed-term capacity shall normally be required to complete a probationary employment period. 
Any second or subsequent fixed term contract will not normally contain a period of probation where the employment is a continuation of the initial fixed-term 
employment. 
 
23.3 The procedures set out in clauses Clause 26, Clause 27, and Clause 28 will not apply to employees in Probationary Employment. 
 
23.4 In determining the length of the probationary period, the University shall take into account the staff member's qualifications and experience and the duration of the 
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appointment. 
 
23.4.1 For fixed-term appointments, the probationary period shall normally be not more than half of the duration of the appointment, and will not exceed 23.4.2. 
 
23.4.2 For continuing appointments, the probationary period shall be normally up to three months for general staff up to and including HEW 4, six months for general 
staff HEW 5 and above, and twenty-four months for academic staff. However in those cases where it is necessary for an academic staff member to demonstrate 
research and/or publication activity the probationary period may be up to thirty-six months. 
 
23.4.3 Where performance during the probationary period has been assessed as not satisfactory, the probationary period may be extended by the supervisor at his/her 
discretion. The period of extension may be up to the duration of the initial probationary period, but is not to exceed 12 months. Extension of the probationary period 
may only occur once for a given staff member. 
 
23.5 The staff member shall be advised of the length of the probationary period and the name and position of his/her supervisor prior to commencement of employment 
through the letter of offer or contract of employment. 
 
23.6 The supervisor must meet with the staff member at least twice during the probationary employment period at times agreed to by the supervisor and staff member, 
with the period between meetings not to exceed six months, and provide relevant feedback relating to the assessment of match, competence and performance. An 
employee will be given an opportunity to make response to, any adverse material about his/her performance or conduct which the University intends to take into 
account in a decision to terminate the employment upon or before the expiry of the period of probation. 
 
23.6.1 The employee's response must be within 5 working days of receiving the feedback. 
 
23.6.2 The University may terminate a staff member during the probationary period at any time following receipt of the employee's response, or lapse of the 5 working 
day response period. 
 
23.7 If the result of the of the final probation review is termination of employment, two weeks notice for each twelve months of probationary employment will be 
given, or by mutual agreement, payment in lieu thereof. 
 
23.8 If by close of business on the last day of the probationary period, the staff member receives neither notice of annulment of the employment nor notice that the 
employment will be confirmed, employment will be confirmed by default, regardless of any concerns about the staff member's performance. 
 
Clause 24. PERFORMANCE MANAGEMENT 
 
24.1 All staff members are required to participate in an appropriate Performance Management Scheme. Performance Management encourages discussion and feedback 
between employees and their supervisors based on a clear statement of work goals and performance expectations across the staff members role and responsibilities. 
 
24.2 The purpose of the scheme is to provide honest feedback to staff. If the appraisal identifies that a staff member is showing evidence of unsatisfactory performance 
the matter will be dealt with in a manner designed to improve the performance of the staff member. 
 
24.3 Meetings between employees and supervisors in relation to Performance Management are to occur at least once per calendar year. 
 
24.4 All teaching staff must have their teaching evaluated at least once a year, with the outcomes of the evaluations used to inform the performance management 
scheme. The PVC, Teaching and Learning, is responsible for development of appropriate teaching evaluation systems. 
 
24.5 Teaching evaluation results will be made available to the supervisor, Dean of Faculty, relevant teaching "champions", and the PVC, Teaching and Learning. The 
supervisor will then take account of the evaluation outcomes in the next performance management scheme discussion with the staff member. 
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24.6 Salary point progression of a staff member will not be delayed by the omission of a supervisor to follow a performance management process with the staff 
member. 
 
Clause 25. WORKPLACE BULLYING 
 
25.1 Workplace Bullying is a form of harassment. It constitutes a repeated, unreasonable behaviour directed towards an employee or group of employees, in the course 
of employment with the University. It is a repeated, less-favourable treatment of an employee by one or more employees, which may be considered as unreasonable 
and inappropriate workplace practice that creates a risk to health and safety. 
 
25.1.1 Within this definition: 
 
25.1.1.1 "Unreasonable behaviour" means behaviour that a reasonable person, having regard to all the circumstances, would expect to victimise, humiliate, undermine 
or threaten. 
 
25.1.1.2 "Behaviour" includes actions of individuals or a group, and may involve using a system of work as a means of victimising, humiliating, undermining or 
threatening. 
 
25.1.1.3 "Risk to health and safety" includes risk to the mental or physical health of the employee. 
 
25.1.2 Bullying behaviour may include, but is not limited to: 
 
25.1.2.1 Intimidation 
 
25.1.2.2 Isolating a person from others 
 
25.1.2,3 Withholding information someone needs for a job 
 
25.1.2.4 Shouting/ teasing/sarcasm 
 
25.1.2.5 Spreading gossip 
 
25.1.2.6 Sabotaging someone's work 
 
.5.1,2,7 Taking credit for someone's work 
 
25.1.2.8 Threats of violence or physical abuse 
 
25.1.2.9 Assigning meaningless tasks unrelated to the job. 
 
25.2 The University is firmly of the view that there is no place for bullying in the workplace. Workplace bullying includes behaviour aimed to demean, humiliate or 
intimidate employees either as individuals or as a group. 
 
25.3 Processes put in place by the University to address allegations of Workplace Bullying will do so in a timely and effective manner, within the timeframe articulated 
in clause Clause 29. 
 
Clause 26. DISCIPLINARY ACTION FOR UNSATISFACTORY PERFORMANCE AND MISCONDUCT 
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26.1 Where a supervisor is of the view that the performance of a staff member is unsatisfactory, or that there has been misconduct, the supervisor will first counsel the 
staff member on the nature of the unsatisfactory performance or misconduct, the improvement required and, for unsatisfactory performance, the time within which 
reasonable improvement can be expected. A record of the counsel given will be kept and a copy supplied to the staff member concerned. If the supervisor believes it 
appropriate, the supervisor will direct the staff member to undertake a course of professional development or other appropriate program(s) designed to assist in 
improving performance. 
 
26.2 Where a supervisor believes that counselling has not produced the desired improvements in performance, or that misconduct has continued, the supervisor will 
make a formal report to the Vice-Chancellor that the performance or conduct of a staff member is unsatisfactory. Such a report will state clearly the aspects of 
performance or conduct seen as unsatisfactory and the record of attempts to remedy the problem. 
 
26.3 The supervisor will provide the staff member with a copy of the report at the time it is submitted. The staff member will be entitled to ten (10) working days to 
submit to the Vice-Chancellor a written response to the supervisor's report. 
 
26.4 Upon receipt of the supervisor's report and any written response from the staff member, the Vice-Chancellor will first satisfy himself or herself that appropriate 
steps have been taken to bring the unsatisfactory nature of performance or conduct to the staff member's attention, that an adequate opportunity to respond was given, 
that any response was taken into account, that a reasonable opportunity has been afforded to remedy the problem and that there has been appropriate consultation with 
the staff member's colleagues by the supervisor. 
 
26.5 The Vice-Chancellor may then decide to: 
 
26.5.1 take no further action; 
 
26.5.2 refer the matter back to the supervisor to ensure that the steps referred to in subclause 26.4 are complied with in substance and in a manner appropriate to the 
circumstances; 
 
26.5.3 take disciplinary action, as defined. 
 
26.6 The Vice-Chancellor will advise the staff member in writing of any decision made in accordance with subclause 26.5 and such a decision will take effect no 
earlier than five (5) working days from the date of the Vice-Chancellor's written advice. 
 
26.7 If within five (5) working days of the written advice referred to in subclause 26.6 the Vice-Chancellor receives from the academic a written request for a review of 
the decision, the Vice-Chancellor will refer the matter to an Unsatisfactory Performance or Conduct Review Panel in accordance with the provisions of Clause 28.3. 
 
26.8 Nothing in this clause prevents or affects the procedures for the denial of an increment under the incremental advancement clauses of any award dealing with the 
terms and conditions of employment of the staff member. 
 
26.9 Nothing in this clause prevents the Vice-Chancellor on his or her own motion referring a question of possible unsatisfactory performance or misconduct to a 
supervisor for appropriate action. 
 
Clause 27. DISCIPLINARY ACTION FOR SERIOUS MISCONDUCT 
 
27.1 Before the Vice-Chancellor takes disciplinary action against a staff member for reasons amounting to serious misconduct, the Vice-Chancellor must take the steps 
in this clause, except that, where a matter which may involve misconduct or serious misconduct has been dealt with in good faith as if it were a case of unsatisfactory 
performance or misconduct under Clause Clause 26, the procedures of this clause are not required, but the provisions of Clause Clause 26 including notice periods and 
review procedures, must be followed. 
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27.2 Any allegation of serious misconduct will be considered by the Vice-Chancellor. If the Vice-Chancellor believes such allegations warrant further investigation the 
Vice-Chancellor will: 
 
27.2.1 notify the staff member in writing and in sufficient detail to enable the staff member to understand the precise nature of the allegations, and to properly consider 
and respond to them; 
 
27.2.2 require the staff member to submit a written response within ten (10) working days. 
 
27.3 At the time of notifying the staff member in accordance with subclause 27.2, the Vice-Chancellor may suspend the staff member on full pay, or may suspend the 
staff member without pay if the Vice-Chancellor is of the view that the alleged conduct amounts to conduct of a kind envisaged in section 170CM(1)(c) of the Act such 
that it would be unreasonable to require the employer to continue employment during a period of notice. Provided that: 
 
27.3.1 where suspension without pay occurs at a time when the staff member is on paid leave of absence the staff member will continue to receive a salary for the 
approved period of leave of absence; 
 
27.3.2 the staff member may engage in paid employment or draw on any recreation leave or long service leave credits for the duration of the suspension without pay; 
 
27.3.3 the Vice-Chancellor may at any time direct that salary be paid on the ground of hardship; 
 
27.3.4 where a suspension without pay has been imposed and the matter is subsequently referred to a Misconduct Investigation Panel the Vice-Chancellor will ensure 
that a Misconduct Investigation Panel at its first meeting determine whether suspension without pay should continue and that panel will have the power to revoke such 
a suspension from its date of effect. 
 
27.4 If the allegations are denied by the staff member and the Vice-Chancellor is of the view that there has been no serious misconduct the Vice-Chancellor will 
immediately advise the staff member in writing, and may, by agreement with the staff member, publish the advice in an appropriate manner. 
 
27.5 If the allegations are admitted in full by the staff member and the Vice-Chancellor is of the view that the conduct amounts to misconduct or serious misconduct the 
Vice-Chancellor will advise the staff member in writing of his or her decision and the operative date of the disciplinary action. 
 
27.6 If the allegations are denied in part or in full or if the staff member has not responded to the allegations the Vice-Chancellor will refer the matter to a Serious 
Misconduct Investigation Panel in accordance with the provisions of Clause 28.4 the Vice-Chancellor decides to take no further action or counsel or censure the staff 
member for unsatisfactory behaviour and take no other action. 
 
27.7 During any period of suspension the staff member may be excluded from the University, provided that the staff member will be permitted reasonable access to the 
University for the preparation of the staff member's case and to collect personal property. 
 
27.8 Nothing in this Clause implies an inability to deny pay during a period of strike or lockout or where a staff member is not ready, willing and able to carry out 
duties. 
 
27.9 Notwithstanding anything contained in the foregoing sub-clauses, the parties understand that in the event of serious crimes being committed involving University 
persons or property, the University reserves the right to take immediate action as deemed appropriate by the Vice Chancellor or his/her delegated nominee including 
the removal of the person(s) from the University premises. 
 
Clause 28. REVIEW PANELS 
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28.1 Review Panels include the Unsatisfactory Performance or Conduct Review Panel and the Serious Misconduct Investigation Panel 
 
28.2 Common Provisions 
 
28.2.1 Review Panels are to be established within ten (10) working days of application where practicable. 
 
28.2.2 Where a review panel is established by the Vice-Chancellor, the review panel will consist of one nominee of the Vice Chancellor, one nominee of the relevant 
Union, subject to subclause 28.2.2.1, and a Chairperson from an agreed-upon panel of Chairpersons. 
 
28.2.2.1 Where the relevant Union declines to nominate a member of the Review Panel or the staff member does not wish to be represented by the Union, the 
University will nominate a staff member in lieu of the Union nominee. 
 
28.2.2.2 The Union will extend full cooperation in establishing the Panel. 
 
28.2.2.3 The panel of agreed Chairpersons may be altered by negotiation between the University and the Union. 
 
28.2.3 Review Panels will: 
 
28.2.3.1 provide an opportunity for the staff member to be interviewed by it and ensure that the staff member has adequate opportunity to answer findings of 
unsatisfactory performance, or allegations of misconduct or serious misconduct. The Review Panel may take into account such further materials as it believes 
appropriate to substantiate or otherwise the facts in dispute; 
 
28.2.3.2 interview any person it thinks fit to establish the merits or facts of the particular case; 
 
28.2.3.3 conduct all interviews in the presence of the full Review Panel unless otherwise agreed to by all Panel members. 
 
23.2.3.4 conduct proceedings as expeditiously as possible consistent with the need for fairness; 
 
28.2.3.5 conduct proceedings in camera, unless otherwise agreed to by the full Review Panel, and as a panel of inquiry; 
 
28.2.3.6 take into account such further material as it believes appropriate to the case; 
 
28.2.3.7 ensure that the Staff Member's Advocate and the Vice-Chancellor's Advocate have the right to ask questions of interviewees, and to make submissions. They 
also have the right to present and challenge evidence; 
 
28.2.3.8 make its report available to the Vice-Chancellor and the staff member as soon as reasonably possible; 
 
28.2.3.9 may keep a tape record of the proceedings (but not its own deliberations) for the purposes of accurate record keeping. 
 
28.3 Unsatisfactory Performance or Conduct Review Panel and Subsequent Action by the Vice Chancellor 
 
28.3.1 This clause will apply where a matter has been referred to an Unsatisfactory Performance or Conduct Review Panel. 
 
28.3.2 The terms of reference of the Review Panel will be to report on whether the process set out in clause Clause 26 has been followed. 
 
28.3.3 If the Panel concludes that the process set out in clause Clause 26 was property followed, the Vice-Chancellor will advise the staff member as soon as possible 
after receipt of the Review Panel's report that any decision taken by the Vice-Chancellor under Clause Clause 26 stands. 
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28.3.4 If the Review Panel concludes that the process set out in clause Clause 26 was not properly followed, the Vice-Chancellor may reconsider his or her decision but 
may first take such steps to remedy the perceived unfairness as may seem to him or her reasonable. 
 
28.3.5 If, following advice from the Review Panel, the Vice-Chancellor is of the view that there has been no unsatisfactory performance and/or no misconduct, the 
Vice-Chancellor will forthwith advise the staff member in writing, and may, by agreement with the staff member, publish the advice in an appropriate manner. 
 
28.3.6 The action of the Vice-Chancellor under this clause will be final, except that nothing in this subclause will be construed as excluding the jurisdiction of any 
external court or tribunal which, but for this subclause, would be competent to deal with the matter. 
 
28.4 Serious Misconduct Investigation Review Panel and Subsequent Action by the Vice Chancellor 
 
28.4.1 This clause applies where a matter has been referred to a Serious Misconduct Investigation Review Panel. 
 
28.4.2 The terms of reference of the Review Panel are to report on the facts relating to the alleged serious misconduct, including whether any mitigating circumstances 
are evident. 
 
28.4.3 On receipt of the report of the Review Panel, and having considered its findings on the facts related to the alleged serious misconduct, the Vice-Chancellor may 
take disciplinary action. 
 
28.4.4 If, having considered the Review Panel's findings on the facts relating to the alleged serious misconduct, the Vice-Chancellor is of the view that there has been 
no serious misconduct the Vice-Chancellor will immediately advise the staff member in writing, and may, by agreement with the staff member, publish the advice in an 
appropriate manner. 
 
28.4.5 If, having considered the Review Panel's findings on the facts relating to the alleged serious misconduct, the Vice-Chancellor is of the view that there has been 
misconduct, but that the misconduct is not serious misconduct, the Vice-Chancellor will immediately advise the staff member in writing and may initiate Disciplinary 
Action for Unsatisfactory Performance and Conduct. 
 
28.4.6 Where a staff member has been suspended without pay pending the decision of the Vice-Chancellor, then any lost income will be reimbursed if there was no 
serious misconduct. However, a decision taken by the Vice-Chancellor in his or her discretion not to dismiss or impose another penalty will not be construed as an 
admission that there was no conduct justifying suspension without pay. 
 
28.4.7 This clause in no way constrains an institution from carrying out other or further investigations relating to the consequences of conduct of a staff member or 
former staff member when required in the public interest, e.g. inquiring into the truth of research results or relating to plagiarism. 
 
28.4.8 All the actions of the Vice-Chancellor under this clause will be final, except that nothing in this subclause will be construed as excluding the jurisdiction of any 
external court or tribunal which, but for this subclause, would be competent to deal with the matter. 
 
Clause 29. DISPUTE RESOLUTION 
 
29.1 A dispute arises where the University on the one hand, or the Union or a staff member on the other hand, are aggrieved by a decision or action taken, or the failure 
to take a decision or action, in relation to the application of this Agreement but not including matters relating to outcomes of appeal mechanisms under this Agreement. 
 
29.2 Where a dispute arises, or is considered likely to arise, regarding the interpretation, application or operation of any provision of this Agreement, the procedures 
contained in this clause will be followed. 
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29.2.1 A dispute arising between an employee or group of employees and a supervisor will, in the first instance, be discussed by them without delay in an effort to 
resolve the matter promptly. The employee(s) may seek the assistance of the relevant union. 
 
29.2.2 Where the steps in subclause (above) are unsuccessful, a representative of the staff member and a representative of the University will discuss the dispute and 
attempt to reach agreement. 
 
29.2.3 Where a dispute is not resolved under subclause 29.2.1 or 29.2.2, at the request of either party a Disputes Panel will be convened within 5 working days, unless 
agreed otherwise. The Disputes Panel will consist of one nominee of the University, one nominee of the staff member, and an independent chair. 
 
29.2.4 The Disputes Panel will attempt to resolve the matter within 5 working days of its first meeting. If any resolution be in the form of a written agreement, it is 
subject to ratification by both parties. 
 
29.2.5 Until the procedure described in subclause 29.2.4 has been exhausted: 
 
29.2.5.1 no industrial action will be taken by the University or the union(s); 
 
29.2.5.2 where major organizational change is involved, the University will not make permanent changes to the organization that are likely to exacerbate the dispute; 
and 
 
29.2.5.3 the subject matter of the dispute will not be taken to the AIRC by the union or by the University. 
 
29.2.6 Notwithstanding the foregoing, the parties may agree to refer the dispute to a mediator agreed to by the parties. The parties will implement any agreed outcome 
from the mediation and the dispute will be resolved. 
 
29.2.7 Where the dispute remains unresolved any party may refer the matter to the Australian Industrial Relations Commission for conciliation and/or arbitration. 
Subject to the legislative rights of any party to appeal a decision of the AIRC, the parties will implement any recommendation or arbitrated decision of the AIRC in 
resolution of the dispute. 
 
29.2.8 It is acknowledged that if the dispute relates to an alleged ambiguity or uncertainty in this Agreement a party to the Agreement may apply at any time for 
variation of the Agreement to eliminate the alleged uncertainty or ambiguity or the Commission may act of its own motion to take steps to vary the Agreement. 
 
Clause 30. INTRODUCTION OF CHANGE 
 
30.1 The parties agree during the life of this Agreement to cooperate to the extent that it is possible to: 
 
30.1.1 minimise the adverse impact of changes on University staff and maximise the degree of job security in an environment of rapid change and increased external 
competition in areas of core University business; 
 
30.1.2 ensure that the University retains the skills and commitment of its staff; and 
 
30.1.3 ensure the University's ongoing viability, in particular as a major provider of education programs and services and a community leader in the delivery of these 
programs and services, research, development, business development and related support services for education in Northern Australia. 
 
30.2 The parties to this Agreement acknowledge that sound management of major workplace change requires the involvement of staff members who will be affected by 
that change and consultation with the Union. Consideration of issues that may lead to major workplace change will be discussed with staff members liable to be 
directly affected and their union prior to a final decision being taken to proceed with any such changes. 
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30.2.1 Notwithstanding the above, University management will, from time to time, discuss, explore and plan organizational change, major and minor, in confidence, 
with the aim of achieving some strategic or tactical goal that benefits the institution as a whole. The University may consult with groups other than the Unions prior to 
consulting with the Unions where expert advice relating to the underlying strategic or tactical goal is sought. 
 
30.2.2 In consultation between the University and the Unions, either party may request that the consultation be in confidence. Any such reasonable request will be 
honoured. 
 
30.3 Where the University has made a definite decision to introduce major changes in production, program, organisation, structure or technology that are likely to have 
significant effects on staff, the University will notify the staff who may be affected by the proposed changes and the relevant Union. 
 
30.3.1 "Significant effects" include termination of employment, major changes in the composition, operation or size of the University's workforce or in the skills 
required; the elimination or diminution of job opportunities, promotion opportunities or job tenure; the alteration of hours of work. Provided that where the award 
makes provision for alteration of any of the matters referred to herein an alteration will be deemed not to have significant effect. 
 
30.4 The University will discuss with the staff affected and their Union, inter alia, the introduction of the changes referred to in subclause 30.3, the adverse effects the 
changes are likely to have on staff, measures to avert or mitigate the adverse effects of such changes on staff and will give prompt consideration to matters raised by the 
staff and/or their Union in relation to the changes. 
 
30.4.1 The discussions must commence as early as practicable after a decision has been made by the University to make the changes. 
 
30.4.2 For the purposes of such discussion, the University will provide to the staff concerned and their Union, all relevant information about the changes including the 
nature of the changes proposed; the expected effects of the changes on staff and any other matters likely to affect staff provided that the University will not be required 
to disclose confidential information the disclosure of which would be inimical to its interests or those of its staff members. 
 
Clause 31. STAFF DEVELOPMENT AND TRANING 
 
31.1 Staff development is an integral part of workplace management. Employees have an obligation to add value to the institution and themselves. The University will 
take what reasonable steps are necessary in the area of programs and guidance to support staff development and training in order to facilitate this. 
 
31.2 The University, in consultation with the Unions, will develop over the course of this Agreement an approach to training that best addresses the needs of the 
institution and its staff members. Principles that will underpin the approach to training include: 
 
31.2.1 The University must maintain quality programs, in line with requirements set out by, for example, AQTF and AUQA. Staff development is essential for this. 
 
31.2.2 Training is necessary to meet legislative requirements in areas such as OH&S. 
 
31.2.3 Development of training programs must be informed by a broad gap analysis of the competencies and approaches to staff development and management that 
currently exist in the institution, and those competencies and approaches to staff development and management that are necessary to pursue University strategic 
directions and goals in an expeditious fashion. 
 
31.2.4 Staff development must have some obvious linkage to support of University strategic directions and goals. 
 
31.2.5 Many staff development and training programs are best organized centrally, to achieve economies of scale across the organization. 
 
31.3 Requests for training in line with the above principles will not be unreasonably refused. The approval for training and participation in staff development activities 
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must be given by the staff member's supervisor, and must accommodate the needs of the broader workgroup. Relief from duties for the purposes of training and 
development will be arranged locally as and when possible and appropriate. 
 
Clause 32. REDUNDANCY 
 
32.1 The parties agree to work towards unification of Higher Education and VET redundancy provisions, and the general staff redundancy provisions. 
 
Clause 33. TERMINATION ON THE GROUNDS OF ILL HEALTH 
 
33.1 The Vice-Chancellor may require, in writing, any staff member whose capacity to perform the duties of his or her office is in doubt to undergo a medical 
examination by a medical practitioner chosen by the University at the expense of the University. 
 
33.2 The Vice-Chancellor will provide the staff member with written notice of not less than one (1) month that a medical examination is required. Where the staff 
member elects to apply to the staff member's superannuation fund, prior to the expiry of the period of notice, for ill-health retirement or temporary disability benefit 
pursuant to the rules of the superannuation fund, the requirement for a medical examination under subclause 33.1 will lapse forthwith and no further action will, subject 
to subclause 33.3, be taken by the Vice-Chancellor under this clause. 
 
33.2.1 If, in the view of the Vice Chancellor, the staff member's ill-health poses an immediate threat to the well-being of the staff member, other University employees, 
students or affiliates, the Vice-Chancellor may suspend the staff member immediately and require a medical examination to be carried out at the earliest possible date. 
The suspension will be with pay for up to 10 working days, or until the medical examination is carried out, whichever comes first. 
 
33.2.1.1 The Vice Chancellor may extend the period of paid leave beyond 10 working days in circumstances where it can be shown that a suitable medical examination 
cannot be carried out in that period. 
 
33.3 Where the superannuation fund decides that the staff member, following a period of receipt of a temporary disability benefit, is capable of resuming work and the 
Vice-Chancellor elects to dispute this decision, the Vice-Chancellor may proceed in accordance with this clause without further recourse to the provisions of subclause 
33.2. 
 
33.4 A copy of the medical report made by the medical practitioner pursuant to subclause 33.1 will be made available to the Vice-Chancellor and to the staff member. 
 
33.5 If the medical examination reveals that the staff member is unable to perform his or her duties and is unlikely to be able to resume them within a reasonable 
period, being not less than 12 months, the Vice-Chancellor may, subject to subclause 33.6, terminate the employment of the staff member in accordance with the notice 
required by the staff member's contract of employment or where no notice is specified, a period of 6 months. Prior to taking action to terminate the employment of a 
staff member, the Vice-Chancellor may offer the staff member the opportunity to submit a resignation and, if such resignation is offered, will accept it forthwith and 
not proceed with action to terminate employment. 
 
33.6 If within 14 days of the report being made available, the staff member or a person acting on the staff member's behalf so requests, the Vice-Chancellor will not 
terminate the employment of the staff member in accordance with subclause 33.5 unless and until the findings of the report are confirmed by a panel consisting of three 
medical practitioners, one of whom will be appointed by the University, one by the staff member or a person acting on his or her behalf, and one by the President of the 
Northern Territory branch of the Australian Medical Association. The panel will not include the practitioner who made the initial report. Confirmation does not require 
a unanimous decision. 
 
33.7 In making an assessment as to whether or not a staff member is unable to perform his or her duties and is unlikely to be able to resume within a reasonable period, 
the medical practitioner or panel of medical practitioners appointed pursuant to this clause will as far as possible apply the same standards as are used by the staff 
member's superannuation scheme, if any, in determining qualification for the payment of a disablement pension or other similar benefit. 
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33.8 These provisions will not displace or override any existing workers compensation schemes or awards whether State or Federal, including WorkCare and 
WorkCover, or the provisions contained in any workers compensation legislation that may be enacted. 
 
33.9 The Vice-Chancellor may construe a failure by a staff member to undergo a medical examination in accordance with these procedures within 3 months of a 
written notification to do so as prima facie evidence that such a medical examination would have found that the staff member is unable to perform his or her duties and 
is unlikely to be able to resume them within 12 months, and may act accordingly; provided that such a refusal by a staff member in these circumstances will not 
constitute misconduct nor lead to any greater penalty or loss of entitlements than would have resulted from an adverse medical report. 
 
Clause 34. VOLUNTARY EARLY RETIREMENT 
 
34.1 Offers of voluntary early retirement made to staff members will be on the following terms: 
 
34.1.1 Early retirement will be available to all full-time or fractional continuing staff members. 
 
34.1.2 Eligible staff will be invited to apply for early retirement under the benefits of the scheme. Any staff member who wishes to do so should apply for early 
retirement to the Vice-Chancellor. The Vice-Chancellor has the discretion to decide whether or not he or she will approve the application having regard to the staffing 
needs of the University. 
 
34.1.3 The benefit payable to staff members whose application for early retirement is approved shall be a lump sum of a minimum of two weeks salary for each year of 
service, with a maximum payment of 52 weeks' salary. This benefit will be additional to the staff member's other entitlements on retirement. 
 
34.1.4 Notwithstanding clause 33 (Termination on the Grounds of III Health), the University may offer early retirement in accordance with a scheme approved by the 
Commissioner of Taxation otherwise inconsistent with subclause 33 provided that: 
 
34.1.4.1 any such offer will be with the agreement of the staff member; and 
 
34.1.4.2 any lump sum benefit will be calculated at a rate of two weeks salary for each year of service, but with no obligation upon the University to pay beyond a 
maximum of 52 weeks' salary. 
 
PART 4 LEAVE 
 
Clause 35. RECREATIONAL (ANNUAL) LEAVE 
 
35.1 It is the responsibility of both the staff member and manager to ensure that recreational leave planning is carried out so that the staff member is able to take leave 
in a manner that does not compromise University core business. 
 
35.2 Annual leave loading will be paid only once per year and this payment will be made during December of that year. 
 
35.3 Higher Education Academic staff will be deemed to have taken annual leave by the end of February in the year following the one for which the leave is accrued. 
In exceptional circumstances the University may approve carry over of any accrued recreation leave. 
 
35.4 VET Academic Staff will be required to submit leave plan in accordance with 35.1 by the end of September each year to the Head of School indicating their 
proposed plan for taking of Annual leave. Subject to the operational requirements of the work unit, staff members will normally be required to acquit their Annual 
Leave by the end of February for leave accumulated from the previous year. 
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Provided that where a work unit develops a unit plan which involves the delivery of educational services or other duties in a manner which makes it impractical for all 
members of that work unit to use their Annual Leave by the end of February, Annual Leave may be carried over beyond the end of February on the condition that an 
alternative time of use has been planned and agreed. This would normally allow leave to be taken during the mid-year semester break where it could not be taken 
before the end of February. 
 
In other exceptional circumstances, the University may also approve carry over of accrued Annual Leave beyond the end of February in the year following the year in 
which the leave accumulates, or such later time as has been agreed pursuant to a leave plan. 
 
35.5 General staff may accumulate annual leave to no more than forty (40) days. Staff and management are encouraged ' to ensure that this limit is not exceeded and 
that every opportunity is taken and given to reduce the amount to well 
 
below forty. Any sustained accrual in excess of forty (40) days will be forfeited unless otherwise approved by the Vice Chancellor. 
 
35.6 All University campuses will be closed during the traditional Christmas / New Year period, as will be published at least three months in advance by the 
University. Staff members will automatically have recreational leave deducted for this period of closure unless specific exemption is given by the Vice Chancellor or 
his/her nominee. 
 
Clause 36. SICK LEAVE - MEDICAL CERTIFICATES 
 
36.1 Sick leave will be granted only on production of a medical certificate by the staff member for all absences of three (3) consecutive working days or more. 
 
Clause 37. RECOGNITION OF CULTURAL OBLIGATIONS 
 
37.1 The University will recognise the established religious and cultural obligations, practices and activities of staff members. 
 
37.2 Access to accrued leave or leave without pay will be provided at the discretion of the University where staff are compelled by cultural and/or religious practice to 
observe particular practices and/or holidays or events, eg staff who identify as of Aboriginal or Torres Strait Islander descent may access such leave to celebrate 
NAIDOC week. 
 
Clause 38. PARENTAL LEAVE 
 
38.1 Parental Leave includes Maternity, Paternity and Adoption Leave. 
 
38.2 The University provides maternity and parental leave for staff in recognition that maternity leave is a basic necessity to assist women achieve equality in the 
workplace and that paternity and adoption leave are basic necessities for all staff reconciling their work and family responsibilities. 
 
38.3 The University will not refuse employment or dismiss a staff member, or take any other action that disadvantages a staff member, on the grounds of pregnancy, 
possible pregnancy, a request for parental leave, or a possible request for parental leave. 
 
38.4 Periods of Recreation Leave, Long Service Leave, or Leave without Pay taken contiguous with Maternity Leave will be regarded as Parental leave. 
 
38.5 Common Provisions 
 
38.5.1 Sick leave is not available during periods of Parental Leave unless specifically otherwise noted. 
 
38.5.2 Under no circumstances can other paid work be undertaken during absences of Parental Leave. 
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38.5.3 A staff member on approved Parental Leave may take recreation leave or long service leave in lieu of unpaid periods of parental leave. 
 
38.5.4 Periods of approved Parental Leave will not break the continuity of service of a staff member. 
 
38.5.5 Leave and benefits of staff members on approved Parental Leave will be limited as follows: 
 
38.5.5.1 Periods of paid Parental Leave will count as continuous service for the accrual of entitlements; 
 
38.5.5.2 Periods of unpaid Parental Leave will not count as service for leave purposes, incremental progression or superannuation. 
 
38.5.6 A staff member will provide to the delegated officer: 
 
38.5.6.1 no less than four (4) weeks' notice of the date of commencement of leave and the duration; 
 
38.5.6.2 no less than four (4) weeks' notice to any variation of leave arrangements, except by agreement with the University; 
 
38.5.6.3 confirmation of their intention of returning to work by written notice not less than four (4) weeks prior to the end of the Parental Leave. 
 
38.5.7 A staff member returning from Parental Leave is entitled to be placed in the position similar to that held prior to the commencement of leave and at the same 
classification and salary level. 
 
38.5.8 Staff members returning to work after Parental Leave may return on either a full-time or part-time basis, subject to the operational needs of the workplace and 
the mutual agreement of the delegated officer and the staff member. 
 
38.5.8.1 Where the staff member returns on a part-time basis salary and entitlements will be adjusted accordingly. 
 
38.6 Maternity Leave 
 
38.6.1 Staff members who have completed ten (10) or more months continuous paid service preceding the expected date of birth will be entitled to a component of paid 
maternity leave. 
 
38.6.1.1 Staff who have completed twelve (12) months continuous paid service preceding the expected date of birth will be entitled to fourteen (14) weeks leave on full 
pay, twenty-eight (28) weeks on half pay, or a combination of the two with approval of the University. 
 
38.6.1.2 A staff member who has completed less than twelve (12) months continuous paid service preceding the expected date of birth, but has completed eleven (11) 
or more months continuous paid service preceding the expected date of birth, will be entitled to twelve (12) weeks leave on full pay, twenty-four (24) weeks on half 
pay, or a combination of the two with approval of the University. 
 
38.6.1.3 A staff member who has completed less than eleven (11) months continuous paid service preceding the expected date of birth, but has completed ten (10) or 
more months continuous paid service preceding the expected date of birth, will be entitled to ten (10) weeks leave on full pay, twenty (20) weeks on half pay, or a 
combination of the two with approval of the University. 
 
38.6.2 The staff member must nominate the manner in which the leave will be taken at the time of application. Subsequent variation of leave arrangements is possible 
with approval of the University. 
 
38.6.3 A staff member is required to provide medical evidence certifying the expected date of birth not less than ten (10) weeks before the expected date of birth. 
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38.6.3.1 Upon providing medical evidence, the staff member will be credited with an additional five (5) days of sick leave, to be used for medical checkups or illness 
directly related to the pregnancy. 
 
38.6.4 Paid leave may commence no less than six (6) weeks before the expected date of the birth. If a staff member wishes to continue work during the six (6) week 
period prior to the expected date of birth, medical evidence is required stating that no medical obstacle to the continuation of work exists. 
 
38.6.5 A staff member is required to remain absent for not less than six (6) weeks after the actual date of birth, except where medical evidence is provided 
recommending an earlier return. 
 
38.6.6 Where satisfactory medical evidence is provided, illness or risks arising out of the pregnancy or hazards connected with the work assigned to the staff member 
make it inadvisable for the staff member to continue at her present work, the staff member will, if the employer deems it practicable, be transferred to a safe job at the 
rate and on the conditions attaching to that job until the commencement of maternity leave. 
 
38.6.6.1 If the transfer to a safe job is not practicable, the staff member may, or the employer may require the staff member to take leave for such period as is certified 
necessary by a registered medical practitioner. 
 
38.6.7 Staff members may take Maternity Leave without pay as follows: 
 
38.6.7.1 In addition to the paid maternity leave entitlement, staff who have completed twelve (12) months continuous paid service preceding the expected date of birth 
may take leave without pay to the balance of twelve (12) months continuous leave within the period from twenty (20) weeks before the expected date of birth to fifty-
two (52) weeks after the date of birth. 
 
38.6.7.2 A staff member who has not completed twelve (12) months continuous paid service preceding the expected date of birth will be entitled to a maximum of 
twenty-six (26) weeks' Maternity Leave without pay within the period from twenty (20) weeks before the expected date of birth to twenty-six (26) weeks after the date 
of birth. 
 
38.6.8 Maternity leave is an individual entitlement and there is no restriction on the number of times a staff member may take maternity leave. However, a staff 
member may not proceed on a second or subsequent period of paid maternity leave until she has served twelve (12) months' effective paid continuous service from the 
date of re-commencement of duty following a previous period of Maternity Leave. 
 
38.6.9 Prior to taking maternity leave, sick leave, recreation leave, time off in lieu or flexible work arrangements can be used for medical checkups or illness directly 
related to the pregnancy. 
 
38.6.10 The University is not required to extend a fixed-term appointment of employment solely by reason of a period of maternity leave. Where a staff member takes 
maternity leave during a period of probation, the probation will be suspended until the staff member returns to work. 
 
38.6.11 Reasonable Adjustment 
 
38.6.11.1 An employee is entitled to paid miscellaneous leave not exceeding the equivalent of two days per week following full-time return to work up to the child's 
first birthday. Such leave can be used to assist in maintaining or reestablishing career aspirations, facilitating care arrangements and/or breastfeeding purposes. 
 
38.6.11.2 Upon returning to work, where satisfactory medical evidence is provided, illness or risks to the breastfeeding mother or baby connected with the work 
assigned to the staff member make it inadvisable for the staff member to continue at her present work, the staff member will, if the employer deems it practicable, be 
transferred to a safe job at the rate and on the conditions attaching to that job until the commencement of maternity leave. 
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38.6.11.2.1 If the transfer to a safe job is not practicable, the staff member may, or the employer may require the staff member to take leave for such period as is 
certified necessary by a registered medical practitioner. 
 
38.6.11.3 A staff member who is breastfeeding will be entitled to regular breaks in paid time for lactation purposes. 
 
38.6.11.4 The University will establish at least one breastfeeding location in each of the Casuarina, Palmerston and Alice Springs campuses during the period of this 
Agreement. 
 
38.6.12 Where the pregnancy of a staff member, not then on Maternity Leave, terminates after twenty-eight (28) weeks other than by the birth of a living child, she will 
be entitled to one-half of the benefits in subclause 38.6.1, The staff member may elect to take sick leave in place of the period of leave without pay described in 
subclause38.6.1. The staff member may take additional leave without pay for a period certified as necessary by a registered medical practitioner before her return to 
work. 
 
38.7 Paternity Leave 
 
38.7.1 A staff member who is a father of and/or who accepts the responsibility for the care and maintenance of an expected or newly born child is entitled to Paternity 
Leave. 
 
38.7.2 Staff members with twelve (12) months or more continuous paid service will be entitled to up to fifty-two (52) weeks Paternity Leave of which five (5) days 
may be taken as Personal Carer's Leave on full pay, or ten (10) days on half pay, or a combination of the two with approval of the University, and the balance as Leave 
Without Pay. 
 
38.7.2.1 Where the staff member's partner is also a staff member of the University, the aggregate periods of Maternity and Paternity Leave cannot exceed fifty-two (52) 
weeks. 
 
38.7.3 A staff member who has completed less than twelve (12) months continuous paid service preceding the expected date of birth, but has completed eleven (11) or 
more months continuous paid service preceding the expected date of birth, will be entitled to up to twenty six (26) weeks Paternity Leave of which four (4) days may 
be taken as Personal Carer's Leave on full pay, or eight (8) days on half pay, or a combination of the two with approval of the University, and the balance as Leave 
Without Pay. A staff member who has completed less than eleven (11) months continuous paid service preceding the expected date of birth, but has completed ten (10) 
or more months continuous paid service preceding the expected date of birth, will be entitled to up to twenty six (26) weeks Paternity Leave of which three (3) days 
may be taken as Personal Carer's Leave on full pay, or six (6) days on half pay, or a combination of the two with approval of the University, and the balance as Leave 
Without Pay. A staff member who has completed less than ten (10) months continuous paid service preceding the expected date of birth will be entitled to up to twenty 
six (26) weeks Paternity Leave without pay. 
 
38.7.4 Any paid Personal Carer's leave component of Paternity Leave may be taken in separate periods of not less than one day at a time. 
 
38.7.5 Paternity Leave cannot be extended beyond the child's first birthday. 
 
38.7.6 Both partners, where employed by the University, will not take unpaid Parental Leave at the same time. 
 
38.7.7 An application for Paternity Leave must be accompanied by: 
 
38.7.7.1 satisfactory medical evidence or a Statutory Declaration; 
 
38.7.7.2 the expected date of birth or the actual date of birth; and 
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38.7.7.3 details of leave approved for the partner where the partner is also a staff member of the University. 
 
38.8 Adoption Leave 
 
38.8.1 A staff member with twelve (12) months continuous paid service preceding the date of taking custody of the child, as specified on a statement from an adoption 
agency or government authority, will be entitled to a period of up to fifty-two (52) weeks leave of which three (3) weeks will be Adoption Leave on full pay, the 
remainder being leave without pay. 
 
38.8.2 The three (3) weeks paid leave will be taken at the time of the placement of the child. 
 
38.8.3 Where both prospective parents are staff members of the University, only one w'ril be entitled to the period of paid leave. 
 
38.8.4 Adoption Leave applies only to the adoption of children under five (5) years of age. 
 
38.8.5 Adoption Leave does not apply where the staff member adopts, or takes custody of a child or step-child of the staff member, or a child who has previously lived 
with the staff member for more than six (6) months 
 
Clause 39. OTHER FAMILY LEAVE 
 
39.1 Other Family Leave includes Personal Carer's Leave, Foster Parent Leave and Child Rearing Leave. 
 
39.2 Personal Carer's Leave 
 
39.2.1 A staff member with responsibilities for the care of a family member may use up to five (5) days per year of their existing leave entitlements for absences 
relating to the illness of the family member. 
 
39.2.1.1 For the purposes of this clause 'family member' is defined to include the spouse of the staff member and 'spouse' is defined to include a de facto and former 
spouse (including a former de facto spouse); including same sex couples in a live-in relationship, as well as a number of persons who have a special family relationship 
with the staff member, including adult children, parents, grandparents, grandchildren or siblings of the staff member or of the spouse of the staff member. 
 
39.2.2 A staff member, by arrangement with the University, may use up to five (5) days per year of their paid leave such as: 
 
39.2.2.1 his or her own sick leave entitlements, or 
 
39.2.2.2 recreation leave that can be taken in single days. 
 
39.2.3 Alternatively, the staff member may, by arrangement with the University, use: 
 
39.2.3.1 make up time, whereby a staff member may perform additional work at ordinary time to make up for time lost; or 
 
39.2.3.2 unpaid leave. 
 
39.2.4 Paid Personal Carer's Leave will not be cumulative from year to year. 
 
39.2.5 All absences relating to Personal Carer's Leave must be supported by the production of satisfactory evidence of illness of the family member such as a medical 
certificate or Statutory Declaration which includes a statement that the illness and/or circumstance is of such a nature that the person requires care. 
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39.3 Foster Parent Leave 
 
39.3.1 A staff member with twelve (12) months continuous paid service preceding the date of taking custody of the child and who has not previously taken Foster 
Parent Leave, or who has a minimum of thirty six (36) months continuous paid service since last taking Foster Parent Leave preceding the date of taking custody of the, 
will be entitled to a period of up to three (3) weeks Foster Parent Leave on full pay. 
 
39.3.2 The period of paid leave will be taken at the time of the placement of the child. 
 
39.3.3 If the child is removed from custody prior to the end of the approved Foster Parent Leave period, the Leave is to terminate at the commencement of the next 
working day. The staff member is to report this change in Leave conditions to his/her supervisor as soon as practicable. 
 
39.3.4 Where both prospective parents are staff members of the University, only one will be entitled to Foster Parent Leave. 
 
39.3.5 Foster Parent Leave applies only to the custody of children under five (5) years of age. 
 
39.3.6 Foster Parent Leave does not apply where the staff member has previously had custody of the child. 
 
39.4 Child Rearing Leave 
 
39.4.1 In addition to and following on from any other form of parental leave, staff members may apply for a further 52 weeks child-rearing leave without pay for the 
care of pre-school age children, up to the age of 6 years. 
 
39.4.2 A request for child rearing leave must be made at least three months in advance of the planned commencement of leave. 
 
39.4.3 Approval of child rearing leave is at the discretion of the University. Prior to reaching a decision on an application, consultation will occur on the operational 
and work implications for the affected work unit and the dispersal of residual duties. 
 
39.4.4 If child rearing leave is approved, conditions for returning to work are to be negotiated between the University and the staff member. The University is not under 
obligation to return the staff member to the same role. 
 
Clause 40. TIME OF TAKING LONG SERVICE LEAVE 
 
40.1 The University may direct a staff member with Long Service Leave accruals exceeding 4.5 months to proceed on long service leave of up to three (3) months 
providing that six (6) months' minimum written notice is given in the case of general staff and twelve (12) months in the case of academic staff. Notwithstanding this 
provision, the University would not normally require a staff member who has made a formal commitment to retire at a given date to take Long Service Leave during 
their last two (2) years of employment with the University. 
 
40.2 Staff members seeking to take accrued Long Service Leave should normally provide six (6) months' written notice of their intentions. Approval for taking such 
leave at the time requested is subject to the convenience of the work unit. 
 
40.3 Applications for Long Service Leave may be submitted which seek to take a shorter period of accrued leave but at double the ordinary rate of pay. In these 
circumstances the amount of accrued leave deducted will be the equivalent of the payment received. The options available to staff members for taking Long Service 
Leave in accordance with this subclause are as follows: 
 
40.3.1 minimum period of 4 weeks on full-pay; or 
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40.3.2 8 weeks on half-pay; or 
 
40.3.3 2 weeks on double-pay. 
 
40.3.4 in each case the accrued leave entitlement would be adjusted by four (4) weeks. 
 
Clause 41. LEAVE FOR UNION ACTIVITIES 
 
41.1 An employee who has been appointed as a union representative will be allowed reasonable paid time and will be considered to be on duty for the conduct of union 
activities. 
 
41.2 An employee who is a union representative will be granted a reasonable leave of absence to attend external union meetings, trade union training courses and union 
related activities provided that adequate notice has been given to the Director, Staff Services. Such leave of absence will not normally be more than six days per year, 
and is at the discretion of the University. 
 
PART 5 MISCELLANEOUS 
 
Clause 42. INTELLECTUAL FREEDOM 
 
42.1 The University recognises the rights of employees to 
 
42.1.1 participate in the decision-making processes of the University, including the right to express opinions about the operations of the University in internal 
University forums, to build a sound understanding of the issues and exchange ideas; 
 
42.1.2 pursue critical and open inquiry, publish research and scholarly works and, consistent with the University's academic processes and Code of Conduct, freely 
discuss, teach, assess and develop curricula; 
 
42.1.3 participate in public debates and express opinions about issues and ideas relevant to their particular acknowledged knowledge base; 
 
42.1.4 participate in public debates and express opinions about issues and ideas related to tertiary education policy, and the role of tertiary education in society, more 
generally; 
 
42.1.5 participate in professional and representative bodies, including unions, and engage in community service; and 
 
42.1.6 express the above views, consistent with the University's Code of Conduct, without fear of harassment, intimidation or unfair treatment. 
 
42.2 Internal and external public debate must be undertaken in a manner consistent with the University Code of Conduct, and must respect the privacy aspects around 
the employer/employee relationship. 
 
42.2.1 The University's Code of Conduct will be reviewed and revised from time to time, in consultation with the Unions. 
 
Clause 43. INTELLECTUAL PROPERTY 
 
43.1 University recognises that staff who are originators of Intellectual Property have the right to participate in decisions regarding the use and commercial exploitation 
of the Intellectual Property they create, and are entitled to an equitable share of any profits from such commercial exploitation. 
 
43.2 The University will review and revise the existing Intellectual Property Policy, with new Guidelines to be in place within 6 months of certification of this 
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Agreement. The new Guidelines will recognise and protect the economic and moral rights of staff and the University in relation to intellectual property, with a view to 
assisting the University in the goal of creating a climate that is conducive to research and research commercialisation, invention and innovation. 
 
43.2.1 The review will include consideration of intellectual property arising from on line teaching and learning. 
 
Clause 44. INDIGENOUS EMPLOYMENT 
 
44.1 The University shall, in consultation with Indigenous staff and communities and other stakeholders, develop an indigenous employment strategy with the overall 
aim of increasing employment and development opportunities for indigenous Australians. This will be developed during the life of this Agreement, and will be part of a 
set of initiatives flowing from the Univeristy's Indigenous Think-Tank and other advisory groups. 
 
44.2 The Indigenous Australian employment strategy will seek to put in place mechanisms that: 
 
44.2.1 enhance the recruitment of Indigenous staff at the University; 
 
44.2.2 enshrine the retention of Indigenous staff at the University, such as through the development of flexible means to balance University employment and cultural 
obligations; 
 
44.2.3 increase vocational skills and career development outcomes for Indigenous staff at the University; 
 
44.2.4 promote an understanding of Australian Indigenous cultures at the University. 
 
44.3 The mechanisms as detailed in sub-clause 44.2 will be monitored and reported through the Joint Implementation Committee as provided in Clause 9. 
 
Clause 45. AIRFARE ENTITLEMENTS 
 
45.1 Staff members appointed prior to the commencement of this Agreement have various entitlements to Recreation Leave Airfares as detailed below, or Airfares on 
Appointment. All staff members appointed after 16 December 1997 have no entitlement to Recreation Leave Airfares or Airfares on Appointment. 
 
45.2 Eligible staff members and their dependents (as defined in this clause) accrue Recreation Leave Airfares on completion of each two (2) years of continuous paid 
service in accordance with their entitlement as specified below. 
 
45.3 Entitlements are outlined in the table below: 
 

Eligibility Employment Date Entitlement Eligible Dependants 
Category 

    

Staff employed under the Northern Territory 
University Academic & Related Staff Award 
1989. 

From 1/1/89 Darwin / Adelaide return economy airfare. No 
entitlement to drive-out time. 

Category 1 
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Staff employed under the Northern Territory 
University Academic & Related Staff Award 
1989 who were previously employed by the 
Darwin Institute of Technology. 

From 1/1/87 to 31/12/88 Darwin / Adelaide return economy airfare. No 
entitlement to drive-out time. 

Category 1 

    

Staff employed under the Northern Territory 
University Academic & Related Staff Award 
1989 who were previously employed by the 
University College of the Northern Territory. 

Prior to 1/1/89 Darwin / Adelaide return economy airfare. No 
entitlement to drive-out time. 

Category 1 

    

All staff previously employed by the Darwin 
Community College or Darwin Institute of 
Technology with the exception of those 
employed under the Northern Territory 
University (Wages Employees) Award 1990 
and the Northern Territory University 
(Electrical and Electronic Trades) Award 1990. 

From 11/8/82 to 1/8/87 Darwin / Adelaide return economy airfare. No 
entitlement to drive-out time. 

Category 1 

    

All staff previously employed by the Darwin 
Community College or Darwin Institute of 
Technology under the Northern Territory 
University (Wages Employees) Award 1990 
and the Northern Territory University 
(Electrical and Electronic Trades) Award 1990. 

From 11/8/82 to 25/10/88 Darwin / Adelaide return economy airfare. No 
entitlement to drive-out time. 

Category 2 

    

Staff employed by the Darwin Community 
College and as specified in the Darwin 
Community College Manual • Division D, 
Section D1.3, Clause 8.5, issued 6/79. 

Prior to 11/8/82 Darwin / Adelaide return economy airfare. No 
entitlement to drive-out time. 

Category 3 

    

Staff employed by the Darwin Community 
College and as specified in the Darwin 
Community College Manual - Division D, 
Section D1.4 Clause 8.5, issued 1/84. 

Prior to 11/8/82 Darwin / Adelaide return economy airfare. No 
entitlement to drive-out time. 

Category 4 

 
45.3.1 In the above table, staff members' dependents are entitled to Recreation Leave Airfares in the following categories that depend on Award coverage, commencing 
date and original employer as specified below: 
 
45.3.1.1 Category 1: Defined as a staff member's spouse, including de facto spouse, and children who have attained two (2) years of age and are under the age of 
eighteen (18) years who: 
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45.3.1.1.1 reside permanently with the staff member; and 
 
45.3.1.1.2 are not in receipt of income, the weekly average of which, over the six (6) month period immediately preceding the date of accrual of an airfare, exceeds the 
weekly minimum adult wage; and 
 
45.3.1.1.3 are not eligible for fares assistance as a term or condition of service from any other source. 
 
45.3.1.2 Category 2: A staff member's spouse and children defined as: 
 
45.3.1.2.1 a child who has attained two (2) years of age and is under the age of sixteen (16) years or, on production of satisfactory evidence full-time student children 
up to twenty-one (21) years of age; or, 
 
45.3.1.2.2 a spouse who is not entitled to airfares of a similar nature by way of such spouse's employment with another employer or authority; or, 
 
45.3.1.2.3 such other person as may be approved as a dependent by the Vice-Chancellor. 
 
45.3.1.3 Category 3: Dependants of staff members, defined as a spouse or child who resides with the staff member; and, 
 
45.3.1.3.1 who are not entitled to airfare assistance from another source; and 
 
45.3.1.3.2 being a child who has attained two (2) years of age and is under the age of twenty-one (21). 
 
45.3.1.4 Category 4: Dependants of staff members with provisions equivalent to Category 1. 
 
45.3.2 Spouse includes de facto relationship that has been in place for a period of six (6) months or more at the time of the airfare accrual. 
 
45.3.3 A staff member who is entitled to recreation leave fares and who has a dependent child under two (2) years of age, will not accrue an airfare entitlement in 
respect of that dependent child until the first accrual date after the child's third birthday. 
 
45.4 Effective from the commencement date of this Agreement the equivalent cost of the relevant airfare value will be provided as a cashed up taxable lump sum 
payment calculated in accordance with the following formula: 
 
Where A = B / (1-C) 
 
And A = Lump sum payment 
 
B = The value of the relevant airfare 
 
C = The staff members marginal tax rate determined by adding the lump sum payment to the staff member's gross annual income. 
 
45.4.1 Staff members who have an entitlement to a Darwin/Adelaide airfare will be paid a lump sum based on the value of a return economy airfare calculated on the 
fare structure applicable on January 1 each year. 
 
45.4.2 The marginal tax rate is the rate of tax that the staff member must pay (including the relevant percentage of Medicare Levy) in respect of each dollar earned in 
excess of a specific amount in each financial year. 
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45.4.3 An eligible staff member who has accrued Recreation Leave Airfare entitlements will be paid the cash equivalent of all current entitlements at the next accrual 
or on the first occasion that Recreation Leave is approved. 
 
45.4.4 Staff members in receipt of an Additional Family Payment or a Basic Family Payment from the Department of Social Security who can justify to the Vice-
Chancellor or delegate two (2) months prior to the date of accrual of an airfare that they would suffer financial loss by having their airfare converted to cash, may elect 
not to have their airfare converted. In which case the University will: 
 
45.4.4.1 pay the Travel Agency to the value of the staff member's airfare entitlement, or the actual cost of travel, whichever is the lesser; or 
 
45.4.4.2 pay the staff member the value of their entitlement, subject to the staff member fulfilling the conditions outlined in this subclause. 
 
45.4.4.3 Under the provisions of this subclause, dependents must meet the criteria for eligibility at both the accrual date of the entitlement and the time of its utilisation. 
 
45.5 Time spent outside the Northern Territory on Professional Development Leave and Staff Development Leave for General Staff will not be deemed to be counted 
as service for the purposes of accrual of Recreation Leave Airfare entitlements. However, staff members who joined the Institution prior to June 1979 will be exempted 
from this sub clause. 
 
45.6 Any periods of Leave Without Pay do not count as service for the purposes of accrual of Recreation Leave Airfare entitlements. 
 
Clause 46. NO FURTHER CLAIMS 
 
46.1 The parties agree not to pursue any further claims, award or over-award, prior to the nominal expiry date of this Agreement. 
 
SIGNATORIES TO THE AGREEMENT 
 
Dated this day of 2005 
 
Signed for and on behalf of the 
Charles Darwin University 
 
in the presence of 
 
Dated 
 
Dated this day of 2005 
 
Signed for and on behalf of the 
Community and Public Sector Union 
 
In the presence of 
 
Dated 
 
Dated this day of 2005 
 
Signed for and on behalf of the 
Liquor, Hospitality and Miscellaneous Union 
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In the presence of 
 
Dated 
 
Dated this day of 2005 
 
Signed for and on behalf of the 
Australian Education Union (NT Branch) 
 
In the presence of 
 
SCHEDULE A General Staff Specific Provisions 
 
A1 General Staff Salaries 1 

A2 Job Evaluation 2 

A3 Multi-Skilling 3 

A4 Job Design / Work Organisation 4 

A5 Broadbanding - Progression Between Levels 4 

A6 Flexible Working Arrangements 5 

A7 Incremental Progression 6 

A8 Span of Hours 6 

A9 Overtime 6 
 
A1 GENERAL STAFF SALARIES 
 
A1.1 Full-time salary rates 
 

HEW Level Annual 6% Increment 4% Increment 4% Increment 

 Salary    

 30-Jun-03 First pay 13-Jul-06 12-Jul-07 

  period after   

  Certification   

1.1 $26,252 $27,827 $29,132 $30,430 

1.2 $26,846 $28,457 $29,762 $31,057 

1.3 $27,446 $29,093 $30,398 $31,703 

     

2.1 $28,042 $29,725 $31,030 $32,330 

2.2 $28,637 $30,355 $31,660 $32,965 
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2.3 $29,236 $30,990 $32,296 $33,601 

     

3.1 $29,631 $31,621 $32,926 $34,231 

3.2 $30,875 $32,728 $34,037 $35,398 

3.3 $31,920 $33,835 $35,189 $36,596 

3.4 $32,962 $34,940 $36,337 $37,791 

3.5 $34,007 $36,047 $37,489 $38,989 

     

4.1 $34,307 $36,365 $37,820 $39,333 

4.2 $35,051 $37,154 $38,640 $40,186 

4.3 $35,797 $37,945 $39,463 $41,041 

4.4 $36,544 $38,737 $40,286 $41,898 

SH****LT2 $37,283 $39,520 $41,101 $42,745 

SH****AO1(L) $37,867 $40,139 $41,745 $43,414 

     

5.1 $37,288 $39,525 $41,106 $42,751 

5.2 $38,780 $41,107 $42,751 $44,461 

5.3 $40,273 $42,689 $44,397 $46,173 

5.4 $41,762 $44,268 $46,038 $47,880 

5.5 $43,254 $45,849 $47,683 $49,591 

     

6.1 $44,151 $46,800 $48,672 $50,619 

6.2 $44,895 $47,589 $49,492 $51,472 

6.3 $45,642 $48,381 $50,316 $52,328 

6.4 $46,389 $49,172 $51,139 $53,185 

6.5 $47,131 $49,959 $51,957 $54,036 

     

7.1 $47,731 $50,595 $52,619 $54,723 

7.2 $48,922 $51,857 $53,932 $56,089 

7.3 $50,115 $53,122 $55,247 $57,457 

7.4 $51,309 $54,388 $56,563 $58,826 

7.5 $52,504 $55,654 $57,880 $60,196 

http://www.wagenet.gov.au/WageNet/templates/others/ViewDecisionPage.asp?filename=D:/WAGENET/internet/PUBLISHEDDOCS/agreements/83/90/50/AG839050 (42 of 70)18/02/2006 12:17:41 PM



Charles Darwin University Enterprise Agreement 2005

SH**** $53,809 $57,038 $59,319 $61,692 

AO2(U)&(F)     

     

SH****STO3 $52,872 $56,044 $58,286 $60,618 

     

8.1 $53,697 $56,919 $59,196 $61,563 

8.2 $55,484 $58,813 $61,166 $63,612 

8.3 $57,276 $60,713 $63,141 $65,667 

8.4 $59,068 $62,612 $65,117 $67,721 

8.5 $60,855 $64,506 $67,087 $69,770 

SH**** $62,320 $66,059 $68,702 $71,450 

SAO1(U)&(F)     

     

9.1 $62,645 $66,404 $69,060 $71,822 

9.2 $63,538 $67,350 $70,044 $72,846 

9.3 $64,435 $68,301 $71,033 $73,874 

9.4 $65,328 $69,248 $72,018 $74,B98 

9.5 $66,226 $70,200 $73,008 $75,928 

SH****SAO2 $67,298 $71,336 $74,189 577,157 

     

10 $67,119 $71,146 $73,992 $76,952 

 
NOTE: SH means 'salary horizon', eg salary level only applicable to identified staff and designations following the 1993 General Staff Award Restructuring, new staff 
cannot access salary horizons. 
 
A1.2 Causal Salary Rates 
 
Casual rates for general staff members will be derived using the following formulae: 
 
(Full-time salary at appropriate level / 52) 
(Span of hours as defined in subclause A8.3 + casual loading as stated in clause 18.5.3 
 
A2 JOB EVALUATION 
 
A2.1 General Staff Classification Structure 
 
A2.1.1 The parties reaffirm their commitment to the Higher Education Worker (HEW) 10 - Level classification, the Primary Desaiptors recently ratified by SDP 
Duncan in the AIRC and any Secondary Classification Descriptors agreed between the parties arising from the HEGSS decision, as the basis for defining work value 
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and establishing, evaluating and reviewing classifications of general staff positions at the University, 
 
A2.2 Classification/Reclassification 
 
A2.2.1 Position descriptions are the basis for all general staff classifications. A current position description detailing roles and responsibilities is to be maintained for all 
general staff positions by the relevant cost centre. 
 
A2.2.2 Criteria for having a position evaluated include: 
 
A2.2.2.1 establishment of a new position; 
 
A2.2.2.2 significant evolutionary change of an existing position resulting in a significant ongoing net addition in work value; 
 
A2.2.2.3 a significant restructure of the cost centre and its work environment with a major redistribution of duties. 
 
A2.2.3 Generally, applications for ^classification will only be submitted through the immediate supervisor for comment and forwarding to the Dean or appropriate 
Area Manager who will forward to the Executive Director, Corporate Services to arrange evaluation. 
 
A2.2.3.1 The subsequent evaluation will be undertaken by staff who are appropriately trained in the evaluation of such applications in line with the established Position 
Descriptors contained at A2.1.1 of the Agreement. The ensuing recommendation is then forwarded to Executive Director, Corporate Services for approval. 
 
A2.2.4 Where an application for reclassification is unsuccessful, a staff member must notify any intention to dispute the decision within 10 working days of written 
notification. 
 
A2.2.4.1 The Dispute Resolution Procedures embodied in this Agreement will be the vehicle for such disputes. 
 
A2.2.4.2 If the staff member is successful in their appeal against the original decision, the new classification will take effect no later than 10 working days from 
notification. 
 
A3 MUITI-SKILLING 
 
A3.1 The University may require staff to carry out such duties and to use such tools and equipment as may be necessary, provided that: 
 
A3.1.1 staff have been trained in the use of such tools and equipment; 
 
A3.1.2 the duties and responsibilities fall within or below the classification descriptions for the HEW Levels in which the staff are being paid; 
 
A3.1.3 staff have appropriate trade qualifications where cross-trade work is undertaken; 
 
A3.1,4 any directions to carry out such duties will be consistent with proper Occupational Health and Safety standards; 
 
A3.1.5 such requirements do not promote deskilling; and 
 
A3.1.6 such requirements are incidental or peripheral to the job. 
 
A4 JOB DESIGN / WORK ORGANISATION 
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A4.1 The parties agree that the re-organisation of work and job redesign are fundamental to overcoming inefficient work practices, duplication of work and 
responsibility, and improving productivity. 
 
A4.2 The parties agree that the purposes of work rerganisation and job redesign include: A4.2.1 to improve the quality of working life for staff; 
 
A4.2.2 to provide additional job security by increasing the variety of skills and knowledge being used by individuals, thereby improving mobility and flexibility in the 
utilisation of such skills; 
 
A4.2.3 to improve organisational efficiency, productivity, and facilitate efficient and effective pursuit of organizational goals and needs; 
 
A4.2.4 to identify and eliminate work that is irrelevant or which no longer needs to be performed; 
 
A4.2.5 to complement agreed training and performance management and change management initiatives. 
 
A4.3 The parties agree that effective implementation of work reorganisation and job redesign may require: 
 
A4.3.1 continued commitments to multi-skilling of staff with provision of adequate training; 
 
A4.3.2 a participative approach involving staff consultation and agreement; 
 
A4.3.3 improving the relevance and effectiveness of supervision, performance management and training; 
 
A4.3.4 clearly defined managerial and supervisory jobs with powers and delegations to match assigned responsibilities. Delegations should be as close to the workplace 
as practicable; 
 
A4.3.5 a match of staffing competencies and workloads; 
 
A5 BROADBANDING - PROGRESSION BETWEEN LEVELS 
 
A5.1 The purpose of a broadbanded structure is to provide opportunities for an employee at one classification level to perform work at the next level. Managers in 
general need to reorganise work in order to provide these opportunities, and in some areas it may not be possible to do so. 
 
A5.2 The parties agree that competency barriers will apply for advancement from the lower to the higher HEW Level where a classification is broadbanded over two 
HEW levels. 
 
A5.2.1 Staff can apply to have their competence assessed at any time but actual advancement to the next level can only be effected from the top of the lower level. 
 
A5.2.2 Normally, new staff will commence at the lower level. 
 
A5.3 Competency Barriers between Hew Levels 1 and 2 
 
A5.3.1 To be advanced from HEW Level 1 to HEW Level 2 a staff member at Level 1 must have a demonstrated ability to: 
 
A5.3.1.1 perform her or his Level 1 routine daily tasks to the required standard, while subject to routine supervision only; 
 
A5.3.1.2 display an adequate knowledge of all major items covered in the agreed induction training course for Level 1; 
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A5.3.1.3 utilise properly and effectively the tools, chemicals, equipment etc. required for her or his normal daily Level 1 duties in accordance with operating manuals, 
workplace procedures and Occupational Health and Safety standards; 
 
A5.3.1.4 resolve typical or normal daily problems in her or his Level 1 work by reference to established procedures; and 
 
A5.3.1.5 has shown skills, knowledge, attitudes and motivation to perform some of the routine tasks for Level 2 while subject to routine supervision only. 
 
A5.4 Competency Barriers between Hew Levels 2 and 3 
 
A5.4.1 To be advanced from HEW Level 2 to HEW Level 3 a staff member at Level 2 must have a demonstrated ability to: 
 
A5.4.1.1 perform her or his Level 2 routine daily tasks to the required standard, while subject to routine supervision only; A5.4.1.2 display an adequate knowledge of 
all major items covered in the agreed induction training course for Level 2; 
 
A5.4.1.3 utilise properly and effectively the tools, chemicals, equipment etc. required for her or his normal daily Level 2 duties in accordance with operating manuals, 
workplace procedures and Occupational Health and Safety standards; 
 
A5.4.1.4 resolve typical or normal daily problems in her or his Level 2 work by reference to established procedures; and 
 
A5.4.1.5 has shown skills, knowledge, attitudes and motivation to perform some of the routine tasks for Level 3 while subject to routine supervision only. 
 
A6 FLEXIBLE WORKING ARRANGEMENTS 
 
A6.1 The parties agree that a "48/52" flexible work scheme will be available to staff members who wish to use it. Staff members who elect to work in accordance with 
this arrangement will receive 48/52 of their annual salary plus allowances across a fifty-two (52) week period and will have access to an additional four (4) weeks' 
leave per annum for the same period. 
 
A6.2 Staff participation in the scheme is optional. No staff member currently employed on a full-time basis will be required to convert to the 48/52 scheme or 
transferred to another position without their consent to enable the 48/52 scheme to be implemented. 
 
A6.3 Approval to participate in the scheme will balance operational requirements with increased flexibility options and choice for staff and will not be withheld 
unreasonably. 
 
A6.4 The operation of this clause will not preclude staff from gaining access to periods of leave greater or lesser than four (4) weeks by arrangement with their 
Supervisor. Staff members who do seek greater or lesser periods of leave will be informed of the impact of this leave on their entitlements and salary before the leave is 
approved. 
 
A6.5 The parties agree to promote the scheme. 
 
A7 INCREMENTAL PROGRESSION 
 
A7.1 The parties affirm the continuation of the system of service or annual increments in the HEW level structure subject to satisfactory performance assessments, as 
described in the Performance Management clause 24. 
 
A8 SPAN OF HOURS 
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A8.1 The parties recognise the need to provide for greater flexibility in working hours at the University. The following arrangement is agreed in relation to span of 
hours, normal hours of duty and starting and finishing times. 
 
A8.2 The span of hours for General Staff shall be 7.00am to 6.00pm Monday to Friday. The span may be varied by agreement with the staff member in a particular 
work unit and after notifying the relevant Union if the employee is a member of one. 
 
A8.3 A 36.75 hour week shall be standard for General Staff. 
 
A8.3.1 A 38 hour week will be retained for staff covered by the Charles Darwin University General Staff Award 2004 as set out in Part 5, Clause 17.1, Occupational 
Groups (a) & (b). 
 
A8.4 The introduction of changes to the span of hours may occur following agreement of staff in the work unit and notifying the relevant Union. 
 
A9 OVERTIME 
 
A9.1 A staff member may be required to perform a reasonable amount of overtime. Such overtime requested by the University is subject to appropriate overtime 
payments as specified in the relevant general staff awards. 
 
A9.2 Where a staff member, who is required to work overtime, so requests, and the University agrees, the staff member will receive, in-lieu of overtime payment, time-
off without deduction from leave credits. 
 
A9.3 Staff members are eligible for paid overtime and related allowances up to and including the top increment of HEW Level 7. The Vice-Chancellor at his/her 
discretion may in exceptional circumstances grant access to overtime payment beyond this HEW Level 7. 
 
SCHEDULE B Higher Education Staff Specific Provisions 
 
B1 Higher Education Academic Salaries 1 

B2 Minimum Standards For Academic Levels 4 

B3 Principles of Promotion 6 

B4 Redundancy 7 

B5 Summer Session 11 

B6 Academic Supervision 11 

B7 Professional Development Leave Transferability of Service 11 

B8 Additional Guidelines for Higher Education Workloads 12 
 
B1 HIGHER EDUCATION ACADEMIC SALARIES 
 
B1.1 FULL-TIME SALARY RATES 
 

HE Level Classification Step Annual Salary 6% Increment 4% Increment 4% Increment 

   30-Jun-03 First pay period after 
Certification 

13-Jul-06 12-Jul-7 
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