UNIVERSITY- WIDE GUIDELINES FOR ACADEMIC WORKLOAD

1. Introduction

These Guidelines are to assist Heads of School and Discipline in the equitable allocation of workload and in the resolution of concerns regarding workload issues.  

The allocation of workload through School Workload Guidelines shall be consistent with these Guidelines and with the QUT Enterprise Bargaining Agreement (Academic Staff) 2005 -2008 (clause 34).
The Guidelines provide a description of a reasonable workload and a test of unreasonable workload for academic staff. These Guidelines refer to the workload of a staff member allocated by a Head of School/Discipline and not to work performed by a staff member in addition to that allocated by the Head of School/Discipline.
2. Academic Work

Academic work embraces academic leadership, teaching performance and leadership, research, scholarship and other creative activity and professional leadership.

All academic staff at the University shall have adequate and appropriate opportunities to perform in all these areas.

3. Hours of Work and Availability

Hours of work for academic staff are not prescribed but academic staff may be allocated particular functions for particular times e.g. teaching contact hours.

For a full-time academic staff member, an indicative average workload is five (5) days per week across forty-six (46) working weeks (fifty-two (52) weeks less four (4) weeks recreation leave and ten (10) days of public holidays).

In ensuring that the needs of the University students and other relevant stakeholders are effectively met, staff will spend most of their working time at the University. Heads can expect staff to be available during the University’s normal operating hours for consultation and meetings concerning teaching, research, engagement and the organisation.


4. Individual Academic Workloads

The duties of each academic staff member over a relevant period (usually a year) will be determined by the Head following adequate and proper consultation with that staff member and within the framework of the School’s Workload Guidelines. Discussion on workload will form part of PPR-AS discussions.

A staff member may discuss and request variations to their workload allocation prior to the workload allocation of the school being finalised.

5. Workload Allocation by the Head

In allocating workload the Head will ensure that:
· staff members do not have an unreasonable workload taking account of the total quantum of workload for each individual over the year;
· workloads are distributed equitably amongst staff;
· staff members have the opportunity to demonstrate performance which may lead to promotion;
· staff members can participate in, develop and balance their expertise in all the academic areas but need not require duties to be undertaken in all of these areas in any one year;
· the importance of a work and life balance is recognised;
· the average allocated workload of a school does not increase from year to year taking account of the staffing levels and work practices of the school; and
· senior academic staff maintain direct teaching contact, particularly with undergraduate and/or postgraduate students.
6. School Workload Guidelines

Each school will have School Workload Guidelines which will be consistent with these Guidelines.

School Workload Guidelines will be developed through consultation between the Head of School/Unit and staff. The consultation will include but not be confined to a meeting to which all academic staff of the school are invited.

Each School’s Guidelines shall indicate the comparative contribution of each of the major activities to meeting the school’s requirements across the year and should be applied consistently over time unless there are reasonable grounds for review such as major curricula changes or the development of a new research centre.
Factors to be considered by the Head in developing School workload guidelines are:
Organisation / Environment

· number of staff in school;

· level and experience of staff;

· number of programs delivered;

· staff development needs including higher degree study and PDL;

· number of campuses and requirement to travel between campuses; and

· managing student expectations in relation to communication (e.g. use of email in student consultation).

Teaching

· size of classes and student profile;

· the mix of postgraduate and undergraduate teaching;

· spread of teaching across day and evening programs and across the year including summer program;

· methods of assessment and marking;

· external and non-traditional modes of delivery;

· flexible mode preparation and delivery;

· on-line teaching;

· off-shore teaching;

· requirements of course/unit coordination (e.g. coordination of casual tutors, markers);

· opportunities for staff to develop a scholarly approach to teaching;

· post-graduate supervision; and

· quality assurance initiatives (eg. development of new subject material; teaching approaches; modes of delivery: involvement in course and subject reviews).

Research and Commercialisation

· individual or team research;

· preparation of grant submissions and funding proposals;

· activities related to the preparation and writing of publications;

· attendance and presentations at conferences;

· external presentations (including internationally) to potential funding partners, sponsors; 

· supervision of research staff; and research students (including Honours students);
· examination of research theses;

· active mentoring of colleagues on the academic staff who are early career researchers/new PG supervisors;

· industry collaborative research (and research supervision) (involves extensive relationship building, project and contract negotiation);

· cross-faculty research collaborations (a university policy strategic development area, which needs to be overtly supported at the level of School workloads;)

· activities related to patent searching, lodgement of patent applications and other research commercialisation/ knowledge transfer activities;

· editorships of research journals;

· peer reviewing for national/state competitive grant schemes;

· prepare and deliver reports to granting agencies and industry partners; 

· contributions to research bodies, learned academies; 

· research centre/program administration;

· role of chief investigator;

· supervise expenditure from research grants against budget and prepare financial reports as required.

Service 


· membership of committees at School, Faculty or University levels;

· administrative roles at School, Faculty or University levels;

· membership of editorial boards or conference program committees; and

· membership of and provision of advice to government, professions and community bodies. 

7. Reasonable and Unreasonable Workloads for an Individual

The School’s Guidelines must provide that each staff member can complete their allocated workload working within an indicative average of five (5) days per week across forty-six (46) working weeks (fifty-two (52) less four (4) weeks recreation leave and ten (10) days of public holidays.

An unreasonable workload would be where an individual staff member is not able to complete their allocated work within an average of five (5) days per week across forty-six (46) working weeks in a year and/or is regularly required to work an average of more than 37.5 hours per week over an extended period.
If a staff member is required to work more than 37.5 hours per week over an extended period this will be considered as grounds for a review of a staff member's allocated workload. 


8. Concerns Regarding Individual Workload

In the first instance, an individual academic staff member should raise any concerns regarding workload with their supervisor. Options and strategies to vary workload should be discussed and where agreed implemented and monitored.

Where discussions with the supervisor fail to resolve workload concerns, the staff member(s) and where the staff member requests a staff representative(s), may raise the matter with the Human Resources Director seeking a workload review. Following consultation with the relevant Executive Dean and Head, the Human Resources Director will establish a workload review where there is bona-fide evidence of unreasonable allocated workload.

The review will be conducted by a nominee of the Deputy Vice-Chancellor (Academic) and a nominee of the staff member or where the staff member requests, a nominee of the staff member’s representative.

The reviewers will provide a report containing findings and, where appropriate, recommendations to resolve workload concerns to the Human Resources Director. A copy of the report will be provided to the relevant parties to the review. The Human Resources Director will provide advice to the Deputy Vice-Chancellor (Academic) who will then forward a written decision to all relevant parties and where appropriate, make recommendations to resolve the matter.

9. Summer Programs

Where the University conducts summer programs for accredited courses the following apply:
(i)
participation of academic staff in summer program teaching will be by mutual agreement between the staff member and the Head;

(ii)
where the staff member has agreed to undertake summer program teaching, their teaching workload for the year or such other period as may be agreed (which would normally be not longer than eighteen (18) months) will be no greater than a teaching workload undertaken over the same period without any summer program teaching. This will be achieved in one of the following ways:

· the staff member and the Head will agree that the staff member has no teaching duties in the semester either preceding or following the summer semester; or
· the staff member and the Head will agree that the staff member will work in three (3) semesters in the calendar year and agree to the allocation and distribution of their teaching workload to ensure it is no greater than if they taught in two (2) semesters only; or
· as otherwise agreed.
(iii)
in reaching agreement under (i) and (ii) above, the Head will ensure that:

· staff who teach in the summer program will normally have at least one (1) week free of teaching and marking between the previous or following semester and the summer program;
· staff teaching in a summer program will be able to take at least twenty (20) consecutive days as recreation leave during a preceding or following semester.
10. Overseas Work

Working overseas will be voluntary unless it is part of the duties of the position for which the staff member applied or there are exceptional circumstances. Overseas work is considered as part of a staff member’s normal workload and is considered when determining a staff member’s workload allocation.

Where, for personal circumstances, it is difficult for a staff member to work overseas, the staff member will discuss such difficulties with their supervisor. The supervisor will not require the staff member to work overseas where it would be unreasonable given the staff member’s circumstances. A staff member may decline travel to areas they feel may be unsafe without disadvantage. While working overseas a staff member’s conditions of work will be reasonable and comparable to their usual employment arrangements in Australia.
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