23. ACADEMIC WORKLOADS
23.1 Subject to subclause 16.XX, this clause describes how workloads are determined for all Employees other than:
(a) casual Employees;
(a) (b) Research Only Employees, engaged pursuant to research-only contracts of five years or less, which may include positions funded by external grants or fellowships; and

(c) those Employees who are expressly exempted from this clause by the Provost (or comparable position) due to their personal 
circumstances, which may include work health and safety or pastoral care issues.
23.2	Other than the exceptions specified in subclause 23.1, no Employee will be employed under workload arrangements other than those specified in this clause.
23.2 The University recognises that academic work comprises a combination of activities and supports a workplace environment that provides for reasonable hours of work in Individual Work Agreements that are transparent, collegially developed, and is supportive of  a safe workplace.
23.3 Workloads will be allocated in accordance with the University Work Plan Policy (Policy)
maintained by the University Work Plan Committee pursuant to clause 24: University and
Academic Unit Work Plan Committees.
23.4 The workload allocation provisions of this clause will apply to part-time Employees on a pro rata basis.
Principles for teaching allocations
23.5 Across the University in general, teaching allocations will:
(a) have regard to the hours of face-to-face teaching (or equivalent in blended or online
delivery modes) and assessment load over the course of a calendar year;
(b) take account of the varying circumstances, structure, and mission of each academic unit;
(c) be based upon:
(i) an upper limit of 50 EFTSL taught over the course of a calendar year in regard to small
group teaching; and/or
(ii) an hours-based work allocation, pursuant to which weekly
teaching allocations will be up to 12 hours per week over a teaching semester or period, although it is acknowledged that higher allocations may be required in some circumstances for a limited number of Employees whose modes of teaching, by their nature, involve minimal or no preparation; and
(iii) an upper limit on marking of 150 students per teaching session. If this is exceeded,
the Employee will be eligible for marking relief.
23.6 In applying the principles prescribed by subclause 23.5, each academic unit will consider:
(a) the balance between undergraduate and postgraduate teaching;
(b) the scale and scope of research activity, extramural commitments, links with relevant
professions, and community and industry programs and initiatives; and
(c) the balance between Online/external delivery and face-to-face delivery of lectures,
tutorials, seminars, and clinical practical sessions, noting that these entail different time
commitments for preparation, course/unit materials, curriculum development, marking,
and student consultation.
23.7 There will be an equitable distribution of workloads amongst Employees, and flexibility in the proportion of time allocated to the major areas of academic work.
Teaching groups
23.8 The allocation of teaching amongst Employees in specific teaching areas should include collegial discussion within teaching groups to ensure equitable and realistic workloads across an academic unit.
Individual Work Agreements (IWAs)
23.9 A full-time Employee is required to work a yearly average of 35 hours per week, or 1610 hours per calendar year, excluding:
(a) annual leave, long service leave, and any approved Academic Development Program (ADP) leave;
(b) Public Holidays; and
(c) Concessional Days.
23.10 Each Employee's workload will be recorded in writing in an annual Individual Work Agreement (IWA), to be negotiated between the Employee and their Supervisor in accordance with the terms of the Policy and this clause. Each IWA must include:
(a) an annual leave plan;
(b) any approved long service leave; and/or
(c) any approved Professional Development Program leave.
Principles for IWAs
23.11 The procedures for developing IWAs will be developed and adapted to the needs and resources of individual Schools, and must:
(a) ensure that workloads are reasonable and equitable;
(b) be consistent with the strategic plans and academic mission of the Employee's academic
unit;
(c) take into account the nature of work undertaken in accordance with the Employee's
previous IWAs;
(d) provide for an equitable contribution and balance between the Employee's goals and
aspirations as outlined in their Career Development Plan, and the goals, needs and
commitments of the Employee's academic unit;
(e) take into account class sizes;
(t) allow for IWAs to be varied during the year, by agreement
between the Employee and their Supervisor, where circumstances change;
(g) provide a reasonable basis for determining comparison of workload quantum and
content, taking into account factors which impact on the complexity, intensity, and level
of the workload element; and
(h) be capable of being compared against each other, as well as against the Employee's
previous IWA.
23.12 There will be published, open, and accessible procedures regarding the allocation of workloads, and each Supervisor and Employee will comply with this Agreement. IWA are not confidential documents and should not include any information that would preclude them being viewed by other Employees.
23.13 The content of each Employee's annual IWA will be used (amongst other things) as input to the Academic Career Development, Planning and Review process in relation to that Employee.
23.14 Where there is more work to be done than is specified in agreed Individual Work Agreements, this should be brought to the attention of the head of the Employee's academic unit for timely consideration in relation to staffing levels. Employees may be requested, but will not be pressured, to work beyond the requirements of their agreed IWAs.
23 .15 The content of an Employee's IWA will normally make provision for student consultation.
23.16	The University’s standard academic profile comprises the following workload allocations:
(a)	40% teaching;
(b)	40% research; and
(c)	20% administration and service.
23.17	Variations on this standard workload profile for staff who are (for example) building their research trajectory or returning to active research after an absence can be elaborated as variant profiles in the University Workplan Policy. However, an Employee’s academic profile must allocate a minimum of 20% to research and a maximum of 60% to teaching, subject to 23.23 below.
23.18	For the purposes of converting these workload percentages into the teaching allocations agreed in IWAs, the standard 40% and variant 60% teaching norms should be specified in terms of hours of delivery, preparation, marking and subject coordination times, with allowances in the non-teaching periods for subject design, development, benchmarking, evaluation of outcomes, and maintenance of scholarship in the required fields. 
The following principles will be used to specify specific teaching allocations in the University Workplan Policy, with School and disciple-level elaborations and variations in School Workload Policies. 
(a) Delivery: The actual hours spent delivering teaching activities, either face-to-face or online.
(b) Preparation: Preparation time must be allocated for non-repeat lectures and tutorials at a duration at least equal to the corresponding teaching activity.
(c) Other teaching-related activities: Workload allocation to teaching-related activities other than lectures and tutorials will be covered in the individual School Workplan Policies.
(d) First-time delivery: An additional allowance will be given for the first-time delivery of a teaching activity, as specified in School Workplan Policies.
(e) Inter-campus travel: When teaching on more than one campus in a single day, travel time between campuses will be counted towards teaching workload. Staff and supervisors should minimise travel time, where reasonably practicable.
(f) Marking: An allocation that accurately reflects the time required to perform the work, elaborated in School Workload Policies
(g) Coordination: A minimum number of hours per semester for subject coordination, plus a progressive scale of additional allocations for larger subjects.
(h) HDR supervision: School Workplan Polices will also prescribe reasonable hours for the supervision of HDR candidates, according to the practices in Schools.
23.19	These hours equivalences will be specified in more detail in the University Workplan Policy, and may be further elaborated on a School and discipline-specific basis in School Workplan Policies.
23.20	An Employee’s academic profile may be varied from the standard academic profile by agreement between an Employee and their Supervisor for reasons including the employee’s career aspirations and the Employee’s overall teaching, administration and governance responsibilities, and their research performance over the previous triennium.  
23.21	Workload allocation profiles which vary significantly from the normal 40:40:20 workload model should be based upon criteria articulated in the University Workplan Policy, and must be reviewed and agreed between Employees and their supervisors annually on the basis of demonstrable performance and outputs. 
23.22	An employee may request a lower research allocation and request a return to the standard academic profile in a future year. Any such request must be supported by an appropriate research plan that cannot be unreasonably refused by their Supervisor.
23.23 The Academic Career Development, Planning and Review process is the ongoing 
reference point for expected research outcomes. If an Employee with a research allocation below the normal range has shown signs of positive research engagement, they will be invited to submit a research plan within the workload allocation process and finalisation of their Individual Work Agreement for the forthcoming period.
23.24	Where research performance expectations under the 40:40:20 model are significantly different from those which guided staff members’ previous performance measures, research performance expectations will be subject to a three-year stepped transition period, starting in the first year of operation of this Agreement. The steps in this transition will be specified in the University Workplan Policy. 
23.25	Academic performance in research and related activities will be assessed relative to the percentage research allocation agreed between Employee and supervisor in each annual IWA.
23.26 An Employee who is currently enrolled for a research higher degree (RHD) may be allocated, within their IWA, a proportion of time to undertake such studies, provided that their research higher degree supervisor certifies that adequate progress has been made and the RHD is in a relevant discipline.
23.27 If an Employee takes approved leave that had not been foreshadowed in their IWA, the workload allocations within their Agreement will be adjusted accordingly.
23.28 If an Employee has been on sick leave, the workload allocation within the Employee's IWA will be consistent with any return to work plan(s) made in accordance with this Agreement.
Major areas of academic work
23.29 The major areas of academic work are:
(a) teaching;
(b) research;
(c) administration and governance; and
(d) approved service to the community.
23.30 Teaching includes:
(a) course and subject coordination, including new and existing course and subject development, development and evaluation of materials, and benchmarking curriculum and learning outcomes;
(b) scholarly activities of acquisition, aggregation and synthesis of knowledge in the
preparation of teaching materials;
(c) design and/or delivery of face-to-face, online, blended learning, and other subject/course
delivery modes;
(d) delivery of lectures, tutorials, laboratory classes, seminars, workshops, practicum,
clinical education, and blended learning;
(e) development and/or delivery of non-award short courses and programs including
preparatory, supplementary, and Continuing Education programs;
(f) supervision of postgraduate coursework and honours students, research higher degree
students and student placements, clinical learning, and practicums;
(g) design and preparation of student assessment;
(h) marking and student feedback;
(i) availability for student consultation relating to an individual's own teaching;
(j) scholarly and professional engagement to maintain currency in a discipline and
professional area; and
k) scholarly activity to develop and maintain teaching skills and understanding of pedagogy;
23.31 Research includes:
(a) scholarly activities of acquisition, aggregation, and synthesis of knowledge in the
preparation of research projects and associated activities;
(b) planning, constructing, undertaking, analysing, and publishing research;
(c) writing articles and other works for publication;
(d) preparing and submitting external research grant proposals;
(e) developing collaborative research networks both nationally and internationally;
(f) presenting and/ or publishing scholarly papers, addresses to conferences, and the like;
(g) approved consultancy research and associated work; and
01) development of intellectual property, patents and commercialisation;
23.32 Administration and governance includes:
(a) management or coordination of centres, units, and/or academic organisational sub-units
or functions;
(b) contributions to committees;
(c) formal Employee supervision;
(d) management, coordination, development, or promotion of University enterprises,
programs, or commercial activities;
(e) general administration of policies and work of the Employee's academic unit; and
(d) contribution to institutional leadership and/or governance at the University.
23.33 Where relevance to the work of the University can be demonstrated, approved service to the community includes:
(a) contributions to, and involvement with, professional or academic associations, business,
unions, and industry;
(b) contributions to, and involvement with, government and community bodies and
associations relevant to the University's engagement strategy;
(c) involvement in academic publishing through refereeing articles, editing journals, and	Comment by David Burchell: Moved from research
participating in editorial boards; and
23.34 Within the provisions of this clause and the Policy, an Employee will be entitled to negotiate with their Supervisor (or their nominee) an appropriate mix of the activities outlined above in their IWA, and consider opportunities for the Employee to participate in, develop, and balance their expertise in a range of areas of academic work.
Content of Individual Work Agreements
23.35 Subject to this clause, an Employee's IWA will:
(a) allocate a minimum of 20% to research;
(b) not require an Employee to have a break of less than 12-hours between teaching
commitments on consecutive days, unless the Employee agrees otherwise;
(c) specify its date of commencement and period of operation;
(d) specify how it may be varied;
(e) enable the Employee to have a sustained period(s) of scholarly or other activity, of a total
of not less than 12 weeks in any one year:
(i) at a time(s) when the Employee is not teaching timetabled classes;
(ii) in addition to opportunities to take annual leave; and
(iii) including intra-session teaching breaks if appropriate;
(f) contain work that is consistent with the Employee's level of appointment, as described in
the position classification standards in Schedule 4; and
g) be consistent with equal opportunity principles, policies, and practices, including any
reasonable adjustments regarding the Employee's medical restrictions, or approved
rehabilitation plans.
Employee responsibilities
23.29 All Employees must make arrangements to be accessible to their colleagues and students on a regular and advertised basis during the sessions in which they are teaching. IWAs will provide for regular and sufficient access and presence on campus by an Employee to ensure meaningful involvement in collegial activities with staff and engagement with students.
23.30 If an Employee plans to be absent from campus, they must inform their Supervisor of their contact details. A Supervisor may approve longer absences in advance.
23.31 During teaching sessions, Employees must be available to students for consultation in the subjects in which they are teaching, and consultation times must be made known to students and adhered to by the Employee.
23.32 It is the Employee's responsibility to inform their Supervisor of any changed circumstances (such as a change in enrolments) that may impact on their IWA.
Documentation
23.33 An Employee's IWA must be written and a copy kept by both the
Employee and the Supervisor. A copy of each IWA must be available to other Employees of the unit, and the Academic Unit Work Plan Committee.
23.34 The IWA of an Employee will be:
(a) signed and endorsed by the Employee;
(b) recommended by the Supervisor;
(c) approved by the head of the Employee's academic unit; and
(d) agreed by the date provided in the Policy.
Resolution of disputes about workload allocation
23.35 If an Employee considers that their workload allocation has been made in breach of this clause, the matter will be referred to the relevant Academic Unit Work Plan Committee for determination, unless the dispute is too significant to be handled by that Committee.
23.36 If:
(a) the dispute is too significant to be handled by the Academic Unit Work Plan Committee;
or
(b) the dispute cannot be resolved by that Committee;
the matter will be referred to the head of the Employee's academic unit for determination.
23.37 If the matter remains unresolved, either the Employee or head of the Employee's academic unit may refer the matter to the University Work Plan Committee, which will determine whether the workload allocation process has complied with:
(a) this clause;
(b) the University Work Plan Policy; and
(c) the relevant academic unit Work Plan Policy.
23.38 The University Work Plan Committee will advise the parties of the outcome of the dispute as soon as reasonably practicable.
23.39 The University Work Plan Committee's determination will be binding, and there will be no right of appeal or further dispute in relation to the matter.

