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PART A

AGREEMENT FORMALITIES

1. TITLE

This Agreement will be known as the Queensland University of Technology Employee Collective  Agreement (Senior Staff) 2009 – 20012.

2. ARRANGEMENT

Part A - Agreement Formalities

Part B – Remuneration

Part C – Appointment, Probation & Termination

Part D – Leave

3. APPLICATION OF THE AGREEMENT

This Agreement will be binding according to its terms upon the:

· Queensland University of Technology;
· all senior staff employed at classification levels SSG 1 to SSG 7 inclusive.
Where an academic senior staff member holds a substantive ongoing appointment at classification levels A to E and during the life of this agreement reverts to that substantive appointment, the terms of the academic enterprise agreement for that substantive position will apply.
4. DATE AND PERIOD OF OPERATION

This Agreement will take effect from 7 days following the notice issued by the Workplace Authority Director and will remain in force for a period of three (3) years from that date.

5. STATUS OF AGREEMENT

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


5.1
This agreement replaces and rescinds the Certified Agreement Senior Staff 2005 – 2008.

5.2 
Nothing in this Agreement shall be taken as incorporating as a term of this Agreement, any policy referred to in this Agreement.
5.3
Relationship with awards

This Agreement replaces and operates to the exclusion of all state and federal awards that would otherwise apply to those staff whose employment is regulated by the Agreement.


6. OBJECTIVES OF AGREEMENT

The University recognises and values the importance of its senior staff in implementing the University's mission. In order to enhance that recognition the objectives of the agreement are to:

· strengthen the University's ability to attract and retain staff of the highest quality; 

· recognise and reward the performance of staff members; 

· support strategies that enhance the University's position as a leading tertiary education and research provider; 

· strengthen the University's competitive advantage through improved productivity, efficiency, effectiveness, quality, flexibility and equity; and 

· foster the development of a positive, productive and performance focussed workplace culture underpinned by co-operative and consultative approaches to work.

7. AGREEMENT TO BE AVAILABLE

A copy of this Agreement will be available to members of the senior staff group and is available from the Human Resources Department or the University website.

8. DISPUTES ARISING FROM THIS AGREEMENT

8.1 
This dispute resolution process only applies to matters of interpretation or implementation of this Agreement.

8.2
Where there is concern by a staff member as to a matter of interpretation or implementation of this Agreement, the matter will be referred to the staff member's immediate supervisor.

8.3 
If an attempt to resolve the matter at this level has already been made or if resolution is not achieved, the matter will be referred to a more senior manager as appropriate.

8.4 
If the issue remains unresolved, the parties to the dispute may agree to seek the assistance of a mediator. The mediator must be agreed between the parties.

8.5 
The parties to the dispute must co-operate to ensure that the resolution procedures are carried out as quickly as is reasonably possible.

8.6 
Throughout this process the staff member may choose to be assisted or represented by a Staff Representative of their choice.

8.7 
Should the dispute not be resolved by the process referred to above, the matter may be referred by either party to the dispute to the Australian Industrial Relations Commission (soon to be Fair Work Australia) for settlement, in which case the parties shall be bound by any recommendation of the Commission.

9. DEFINITIONS

9.1 
'Authorising Officer' means the head of the relevant organisational area, usually the executive dean of faculty/head of division or otherwise nominated officer.

9.2 
'Base salary' means the staff member's salary excluding any loadings and one-off performance pay bonuses, within the salary range specified for the relevant classification level as contained in Schedule 1.


9.3
'Consultation' means the parties will confer and that the views expressed by either party shall be taken into account before the final decisions are made.
9.4 ‘Council’ means the Council of the University constituted under 
the Queensland University of Technology Act 1998.

9.5 
'Human Resources Director' means the person appointed to be the Human Resources Director of the University and includes anyone acting in that role on a temporary basis or any nominee of the Human Resources Director.
9.6
‘Loadings’ means management loading and tenure surrender loading. For the purposes of this Agreement, any applicable salary paid in lieu of a motor vehicle entitlement  is also considered a ‘loading’.
9.7 
'Staff member' means a member of the senior staff employed by the University as defined in Clause 3 of this Agreement.
9.8 
'Staff Representative' means a University employee selected by another staff member to assist or represent. The staff representative cannot be a person who is currently a practising solicitor or barrister.

9.9 
'The University' means The Queensland University of Technology.


 
9.10
'Vice-Chancellor' means the person appointed to be the Vice-Chancellor of the University, and includes anyone acting in that role on a temporary basis, or any nominee of the Vice-Chancellor.

PART B

REMUNERATION

10. SALARY INCREASES

This agreement provides increases in the base salary of Senior Staff (SSG1 to SSG6) as follows:

· 3% from the 1 January 2009 (paid as an administrative increase);
· 3% from the first pay period on or after 1 January 20010;
· 3% from the first pay period on or after 1 January 20011;
· 3% from the first pay period on or after 1 January 20012;



Schedule 1 of this agreement outlines the classification and salary structure for the senior staff group.

11. PERFORMANCE PAY SCHEME

11.1 Application

This agreement provides for performance pay based upon the achievement of performance objectives agreed as part of the Performance Planning and Review – Senior Staff (PPR-SS) policy.  

The performance pay scheme will apply to all eligible staff members classified at levels SSG1 to SSG6, ongoing or fixed term. 
11.2
Procedure

The procedure for the Performance Pay Scheme is detailed in the Manual of Policy and Procedures (MOPP). 

The University will consult with senior staff on any proposed changes to this policy during the life of the agreement.

12. FLEXIBLE REMUNERATION SCHEME

12.1 
The provisions of this clause shall be available to all ongoing and fixed-term staff members, provided that the fixed-term appointment is for a minimum period of 12 (twelve) months.

12.2 
The type of benefit available to a staff member will be dependent upon the suitability of a benefit to the length of a staff member's appointment.

12.3 
It is the University's intention to provide staff members with a flexible remuneration scheme, which involves the staff member reducing their base salary plus loadings, in return for non-cash benefits offered by the University. The flexible remuneration scheme will require the staff member to meet the full cost of the provision of such benefits and associated taxation and administration costs.

12.4 
Participation in the flexible remuneration scheme is voluntary.

12.5 
Benefits to be provided by the University may include, but not be limited to, the following:

(i) payment by the University of the staff member's superannuation contributions to  UniSuper or  QSuper;

(ii) payment of a lease of a motor vehicle through operating, novated and associated lease arrangements;

(iii) additional contributions to a superannuation scheme such as UniSuper or QSuper; and

(iv) items exempt from Fringe Benefit Tax and items concessionally taxed for Fringe Benefit Tax purposes and items otherwise tax deductible.

13. SUPERANNUATION

13.1 
The University will make contributions to the Uni Super and QSuper superannuation schemes for all eligible staff, according to the eligible staff members’ membership. 


14. HIGHER DUTIES

14.1 
Staff members temporarily performing the duties of a designated higher classified position (eg. acts in a vacant position or replaces a staff member on leave) for ten (10) working days or more, will be paid an allowance equivalent to the difference between their base salary and the minimum base salary of the higher classification, unless otherwise approved by the Authorising Officer. Where a staff member is not performing the full range of duties of the higher position, a percentage of higher duties may be paid on a pro-rata basis.


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

PART C

APPOINTMENT, PROBATION & TERMINATION

15. APPOINTMENT

15.1 
The Authorising Officer for appointments is as per the MOPP Schedule of Authorities and Delegations. 


15.2 
Unless otherwise determined by the Vice-Chancellor, new appointments will be made on a fixed-term basis. 

Staff appointed on a fixed-term basis, with no substantive ongoing appointment, will receive a loading of 15% of their annual base salary.

Staff members employed on an ongoing appointment, or on a fixed-term appointment with a substantive ongoing appointment, will continue to be employed on that basis. All such staff will continue to have the option to elect to surrender their ongoing appointment for appointment on a fixed-term basis only. In making this election, such staff will receive a loading of 15% of their annual base salary.
15.3
SSG1 level of appointment is no longer available for new appointments or reclassifications.  All staff currently appointed to SSG1 positions will have their remuneration and conditions protected for the duration of their appointment in the position, including subsequent contracts in the same SSG1 position.
16. CATEGORIES OF APPOINTMENT

16.1 
Ongoing appointment

An ongoing appointment is an appointment, other than a fixed-term appointment, and is subject to successful completion of a probationary period. An ongoing appointment may be made on either a full-time or part-time basis.

16.2
Fixed-term appointment


16.2.1 
Definition
A fixed-term appointment is an appointment for a specific period of time. A fixed-term appointment may be made for periods of up to five (5) years and is subject to the staff member meeting the requirements of their appointment and to the satisfactory completion of the Performance Planning and Review – Senior Staff process. A fixed-term appointment may be made on either a full-time or part-time basis.

16.2.2 
Process for renewal/non-renewal

Fixed-term appointments may be renewed at the discretion of the University for periods of up to five (5) years. The process for renewal/ non-renewal prior to the conclusion of the fixed-term appointment will be as follows:

Step 1:
Six (6) months prior to the expiration of a fixed-term appointment (or three (3) months for fixed-term contracts of three years or less) the Human Resources Director will write to the staff member seeking advice as to whether they are seeking a renewal of their contract.

Step 2:
The staff member provides this written advice to the Human Resources Director within three (3) weeks.

Step 3:
On the basis of this advice, the staff member's supervisor will make a recommendation to the Authorising Officer on the renewal/non-renewal of the fixed-term appointment. This decision will have regard to the needs of the University and to the staff member's performance as demonstrated in the Performance, Planning and Review – Senior Staff process.

Step 4:
The Authorising Officer will make the final decision regarding any offer of a further fixed-term appointment.

Step 5:
The Human Resources Director will then advise the staff member of the University's intention to renew or not renew the appointment no less than three (3) months prior to the expiration of the fixed-term appointment (or one (1) month for fixed-term contracts of three years or less).

17. MODES OF EMPLOYMENT

17.1 
Full-time employment

Full-time employment is employment other than part-time. A staff member may be employed full-time on either an ongoing or fixed-term basis.

17.2 
Part-time employment

Part-time employment is employment other than full-time. A staff member may be employed part-time on either an ongoing or fixed-term basis if the need is identified and the effectiveness of the work area is not seen to be disadvantaged.

Staff members employed on a part-time basis will receive the salary and non-salary conditions, regulated by this Agreement, of a full-time appointment calculated on a pro-rata basis.

18. PROBATION – ONGOING APPOINTMENTS
18.1
Application

The provisions of this clause apply to new staff members employed from date of certification of agreement on an ongoing appointment. 

18.2 
Period of Probation

The period of probation shall be twelve (12) months. At the time of making an appointment, the Authorising Officer may waive or shorten the period of probation, having regard to prior service, qualifications and experience of the appointee.

The probation assessment will be conducted by the supervisor stated in the appointment letter.

18.3 
Probation Reviews

The staff member and the supervisor will carry out joint probation reviews, as part of the annual Performance Planning Review – Senior Staff process, against agreed responsibilities and performance indicators and prescribed conditions of probation. A final review will be conducted prior to the conclusion of the probationary period.

The outcomes of reviews will be documented as part of the performance agreement with signed copies being held by the supervisor and the staff member. Either party may append comments additional to those contained in the performance agreement. These documents will be confidential to the supervisor and the staff member during the probation period but will be made available to the Authorising Officer for the purposes of the final probation review. At this time the documents will be forwarded to the Human Resources Department to be retained on the staff member's personal file.

At the time of the final review, the supervisor will recommend, to the Authorising Officer,, that the appointment be:

(i) 
confirmed and the appointee offered continuing employment; or 

(ii)
terminated. 

The final decision on probation review will be made by the Authorising Officer.

Where employment is to be terminated, the University may, at its discretion, provide up to four (4) weeks notice or payment in lieu thereof to the staff member.

The staff member will be provided with a copy of the recommendation from the final probation review with the written notification of the outcome of the probation review.

18.4 
Despite any other provision of this Agreement, the University may, at any time during the probation period, confirm or terminate the employment of a probationary staff member.

19. PROBATION – FIXED TERM APPOINTMENTS

19.1 
Application

The provisions of this clause apply to new staff members appointed to fixed term appointments from the date of certification of the agreement.  

19.2 
Period of probation 

19.2.1 
The probation period will be determined at the time of appointment and will be at the discretion of the Authorising Officer, giving consideration to the level and complexity of the position and the period of appointment.

19.2.3 
The Authorising Officer may decide to waive the probationary period for a staff member.

19.3 
Probation process

19.3.1 
The staff member and the supervisor will carry out joint probation reviews as part of the Performance Planning and Review - Senior Staff process, against agreed performance indicators and objectives. 

19.3.2 
The outcomes of reviews will be documented as part of the performance agreement with signed copies being held by the supervisor and the staff member. Either party may append comments additional to those contained in the performance agreement. These documents will be confidential to the supervisor and the staff member during the probation period but will be made available to the Authorising Officer for the purposes of the final probation review. At this time the documents will be forwarded to the Human Resources Department to be retained on the staff member's personal file.


19.3.3 
A final review of the staff member’s performance will be conducted by the supervisor no later than eight (8) weeks before the end of the period of probation.  The supervisor will recommend, to the Authorising Officer, , that the appointment be:

(i) confirmed; or 

(ii) terminated. 

The final decision on probation review will be made by the Authorising Officer.

19.3.4 
The staff member will be provided with a copy of the recommendation from the final probation review with the written notification of the outcome of the probation review.

19.3.5 
Where employment is to be terminated, the University may, at its discretion, provide up to four (4) weeks notice or payment in lieu thereof to the staff member.

19.3.6 
Despite any other provision of this Agreement, the University may, at any time during the probation period, confirm or terminate the employment of a probationary staff member.

20. NOTICE OF TERMINATION AND RESIGNATION

20.1 
Application

The notice provisions contained in this clause apply in cases of termination of employment by the University relating to unsatisfactory performance and resignation by a staff member.

These provisions do not apply to the following:

(i) 
redundancy;

(ii) 
instances of summary dismissal as a result of disciplinary action, in which case there is no requirement for counselling, warnings or the notice prescribed below;

(iii) 
termination on medical grounds; and

(iv) 
termination during the period of probation.

20.2 
Notice Period

Both staff members appointed to ongoing or fixed-term positions, on a full time or part time basis, and the University, are required to give a minimum of thirty (30) days notice of resignation and termination. This period of notice will not apply if a staff member's contract of employment specifies a different period of notice.

In addition to the thirty (30) days notice of termination, staff members over forty-five (45) years of age, at the time of notice by the University, with not less than two (2) years continuous service, shall be entitled to an additional week's notice.

At the discretion of the Vice-Chancellor, payment may be made in lieu of any or all of the required period of notice.

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

21. TERMINATION OF EMPLOYMENT ON MEDICAL GROUNDS

21.1 
Procedure
The procedure for Termination of Employment on Medical Grounds is detailed in the Manual of Policy and Procedures (MOPP). 

The University will consult with senior staff on any proposed changes to this policy during the life of the agreement. 
22. VOLUNTARY AND INVOLUNTARY REDUNDANCY

22.1
Application

 
This clause applies to staff members employed on an ongoing basis and excludes staff employed on a fixed term basis.

 
22.2       Procedure

 
22.2.1 
The procedure for Voluntary and Involuntary Redundancy is detailed in the Manual of Policy and Procedures (MOPP).

22.2.2 
The University will consult with senior staff on any proposed changes to this policy during the life of the agreement.

22.3 
Benefits for Voluntary and Involuntary Redundancy

22.3.1 
A staff member whose application for voluntary redundancy is accepted by the Vice-Chancellor, or who is made redundant involuntarily by the Vice-Chancellor, will be entitled to the following benefits:

	Voluntary Redundancy
	Involuntary Redundancy


	· a lump sum comprising 30 weeks salary plus 2 weeks salary for each completed year of service, and an additional payment of 8 weeks salary. The total to be capped at 78 weeks; and 

· pro-rata recreation leave; and 

· pro-rata long service leave calculated on completed years of service.
	· a lump sum comprising 30 weeks salary plus 2 weeks salary for each completed year of service. The total to be capped at 78 weeks; and 

· pro-rata recreation leave; and

· any accrued long service leave entitlement as outlined in clause 2.1.


22.3.2 
All payments made under this clause will be calculated on the staff member's base salary plus loadings at the date of ceasing employment.

22.3.3 
For staff members employed on a part-time basis at the date of ceasing employment, all payments will be calculated on the staff member's average fraction of full-time employment over their last five (5) years of service or on their existing fraction of full-time employment, whichever is greater.

22.3.4 
The benefits in this clause are in lieu of access to a scheme of redeployment or any other redundancy benefit.
22.3.5
The benefits in this clause will not be available to staff members under the following circumstances:

(i) where the staff member has not been a continuous employee of the University for a period of at least 12 months;

(ii) where the staff member is subject to a transfer of business; or
(iii) where the University obtains suitable alternative employment for the staff member. 
22.3.6           The benefits in this clause for involuntary redundancy will be paid to a staff member where a staff member:

(i) 
elects redeployment but is not able to be redeployed to a suitable vacant position; or

(ii) 
participates in a trial redeployment period which is unsuccessful; or

(iii) 
unreasonably rejects an offer of redeployment to a suitable position.

PART D

LEAVE

23. RECREATION LEAVE

23.1 
Entitlement

A staff member is entitled to twenty (20) working days recreation leave for each twelve (12) months of service.

Staff are encouraged to take recreation leave to promote a healthier workplace.


Recreation leave is to be detailed in the staff member’s annual performance plan, part of the Performance Planning and Review - Senior Staff (PPR-SS) process. Timing of leave is subject to mutual agreement between the staff member and supervisor. Staff recreation leave entitlements are managed locally. 

Staff who consider they have special circumstances may apply to the Authorising Officer to accumulate leave up to a maximum of forty (40) days. Application to accrue leave must be provided  prior to the end of the PPR-SS cycle and must include details of when the accrued leave is to be taken.

23.2
Part time staff

Leave entitlements for part-time staff members are calculated on a proportional basis, based on the fraction of appointment.

23.3
Calculation of recreation leave payment

Recreation leave payments for all staff members will be calculated on the base salary plus loadings for the period of recreation leave, plus a further 17.5% of this amount to be paid once a year in the last pay period of each December.

23.4 
Sickness while on recreation leave

A staff member who becomes ill for more than three (3) working days during a period of recreation leave may claim sick leave (to the extent of sick leave accrued) instead of recreation leave for the period of the illness.

A staff member must provide a medical certificate from a duly qualified medical practitioner for the period of the illness in order to substitute sick leave for recreation leave.

23.5 
Leave to be taken during term of employment – fixed term appointments

A staff member with a fixed-term appointment will take recreation leave during the term of their appointment in accordance with clause 23.1. An exception to this is that if, during an appointment of less than one (1) year, there has been no opportunity for the staff member to take all recreation leave, the staff member will, on expiry of the appointment, be paid the cash equivalent of the recreation leave.

23.6 
Leave entitlement on termination

If a staff member ceases employment at the University prior to 31 December in any year, the staff member will be paid the cash equivalent for leave accrued since January in that year, however,
the staff member will be encouraged to take any accrued recreation leave before ceasing employment.

Where the University terminates the employment of a staff member through redundancy or voluntary early retirement, the staff member will be encouraged to take any recreation leave accrued since January that year before ceasing employment. Where it is not possible for such accrued leave to be taken before ceasing employment, the staff member will be paid a cash equivalent for leave accrued since January in that year.

All staff members who cease employment with the University will receive a pro-rata payment for leave loading.

24. SICK LEAVE

24.1
Entitlement

All full-time staff members will be entitled to ten (10) cumulative days sick leave per annum.

For ongoing staff and staff appointed for at least twelve (12) months, sick leave is available twelve (12) months in advance for the first year of employment.

If a staff member on a fixed-term appointment is appointed to an ongoing position or is appointed to a further fixed-term appointment, sick leave from the preceding appointments transfer to the new appointment (providing that there has been a break of no more than three (3) months).

If a staff member's employment is terminated and that staff member has taken more paid sick leave than would have been accrued at the rate of ten (10) days per year, the University may recoup the amount of paid sick leave in excess of the leave accrued by deducting that amount from any monies owed to the staff member.
24.2
Staff member to advise

A staff member absent from work through illness will advise the supervisor as soon as practicable, of their absence and the anticipated period of absence.

24.3 
Medical certificate required

A staff member who is absent due to illness for more than three (3) consecutive working days must provide a medical certificate specifying the nature of the illness and the period or the approximate period of absence. 
24.4 
Part-time staff members

Part-time staff members will be entitled to proportional sick leave based upon the fraction of appointment.

24.5 
Sick leave without pay

Staff who have used their full entitlement of sick leave with pay may be granted sick leave without pay.

The first three (3) months of sick leave without pay are recognised as service in terms of accumulating long service, recreation and sick leave. 

The staff member's anniversary of their commencement date at their current salary level does not change. For more than three (3) months, the staff member's anniversary of their commencement date at their current salary level is adjusted by a period equal to the period of leave in excess of three (3) months and long service, recreation and sick leave cease accumulating.

Public holidays are counted as leave without pay if staff are on sick leave without pay on days either side of the holiday.
The University acknowledges the National Employment Standards will operate in conjunction with this provision and be taken into account when operational. 
25. LONG SERVICE LEAVE

25.1 
Entitlement

Long service leave is provided at the rate of thirteen (13) weeks on full pay or twenty-six (26) weeks on half pay after completion of ten (10) years service and for any subsequent uninterrupted full-time paid service staff will be entitled to long service leave at the rate of 1.3 weeks on full pay for each completed year of continuous full-time paid service.
In exceptional circumstances, long service leave will be provided at a pro-rata rate after completion of seven (7) years service  Exceptional circumstances will be at the discretion of  the Vice-Chancellor and may include a serious medical condition or emergencies relating to family circumstances. Staff members will normally be required to exhaust all other sources of paid leave prior to accessing pro-rata long service leave.
25.2 
Application for leave

Any staff member who wishes to apply for long service leave must lodge a completed leave application form to the University at least six (6) months prior to the date the leave is to begin. 

The application form must state the amount of leave required and the date from which the leave is to commence. Less than six (6) months notice may be given by mutual agreement between the staff member and Authorising Officer.

Staff may take long service leave wholly or in part, in minimum lots of one (1) day, with the approval of the Authorising Officer.

25.3 
Deferment of leave

The University may defer any period of approved long service leave in exceptional circumstances or emergencies, in which case the University will discuss the circumstances with the staff member, and reimburse the staff member for any expenses reasonably incurred as a result of the deferral.

The period of deferral will not exceed three (3) months unless mutually agreed between the University and the staff member.

25.4 
Sickness while on long service leave

A staff member who becomes ill for more than three (3) days of their long service leave may claim sick leave instead of long service leave for the period of the illness. A medical certificate must be submitted covering the period of the illness.

25.5 
Maximum accrual

25.5.1 
When a staff member has accumulated a long service leave entitlement in excess of eighty (80) working days the Authorising Officer may give written notice that up to three (3) months of that leave must be taken at a time convenient to the University.

Under these circumstances, the Authorising Officer will give at least twelve (12) months written notice of the required leave prior to the date on which the leave will commence (where there is mutual agreement with the staff member this notice of leave may be waived).

Further:

(i) at least six (6) weeks leave must be taken; 

(ii) the staff member will not be required to take a further period of long service leave for two (2) years after the end of the period of leave taken; and 

(iii) the staff member will not be required to take long service leave within two (2) years of an intended date of retirement. 

(iv) In this case, the staff member will be required to submit written notice of the intended date of retirement.
25.5.2
A staff member who has a leave balance in excess of the limits specified in 25.5.1 above may elect to convert all or part of the period in excess of eighty (80) working days to half the leave on double the pay.

25.6 
Leave entitlement on resignation

A staff member who is entitled to be granted long service leave at the time of resignation or termination of service is entitled to be paid an amount in lieu of long service leave. 

The calculation of this sum will be based on the staff member's base salary plus loadings applicable at the date on which the resignation or termination of service became effective.
Staff will receive pro-rata long service leave based on completed years of service where their employment is terminated or if they resign through voluntary or compulsory redundancy, voluntary early retirement or retirement due to ill health.

25.7 
Transfer of leave credits

For staff appointed to the University from related employment, fixed-term or ongoing service for which no leave has been taken or pay in lieu granted, is recognised for the purpose of calculating long service leave entitlements provided there is no more than a two (2) month break in employment between the previous related employment and appointment to the University. The University will recognise up to five (5) years relevant service in related employment for the purpose of calculating Long Service Leave entitlements. 
An application for recognition of prior service must be made in writing and should be submitted to Human Resources as soon as possible, and no later than 12 months, after commencing a fixed-term or ongoing appointment with QUT.  A person who is no longer employed by QUT is not eligible to make a retrospective application for recognition of prior service.
For staff appointed to the University from related employment where leave has been taken or pay in lieu granted, long service leave will not be granted until the staff member has been employed at the University for at least three (3) years.

26.
PARENTAL LEAVE


 


 
Parental leave consists of maternity leave, partner leave and adoption leave.  The maximum period of parental leave is fifty-two (52) weeks. 

Parental leave is an individual entitlement and there is no restriction on the number of times a staff member may take parental leave. 
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.

 
26.1 
Maternity leave 
 

26.1.1

Entitlement
 

As at the date of commencement of maternity leave, female staff with:

 

(i) twelve (12) months prior service are entitled to up to twenty-six (26) weeks maternity leave which can be taken at half pay over a fifty-two (52) week period at the request of the staff member; 

(ii) between nine (9) and twelve (12) months prior service are entitled to twelve (12) weeks paid maternity leave which can be taken at half pay over a twenty-four (24) week period at the request of the staff member. 

(iii) Staff with less than nine (9) months prior service are not entitled to paid maternity leave. 

A staff member who is employed on a part-time basis prior to commencing maternity leave will normally be eligible for maternity leave based on the appropriate pro-rata salary.

 

A staff member may commence maternity leave at any stage of a pregnancy subject to the medically certified expected date of birth being included in the period of leave and the leave being taken in one continuous period.

 

Staff on maternity leave are normally required to remain absent for a minimum period of six (6) weeks after the actual date of birth. If a medical certificate of fitness is provided, the staff member may return to duty earlier than six (6) weeks after the birth.

 

It is not intended that sick leave will be used to duplicate, replace or extend maternity leave. However prior to taking maternity leave, sick leave, recreation leave or flexible work arrangements can be used for medical checkups or illness directly related to the pregnancy.

 

26.1.2           Unpaid maternity leave
 
In addition to paid maternity leave, staff who become the primary carer of a new child are entitled to unpaid parental leave so that the total period of parental leave is no more than fifty-two (52) weeks.
 
Staff who are not entitled to paid maternity leave are entitled to fifty-two (52) weeks unpaid parental leave. 
 
26.1.3           Method of payment of maternity leave
 
The salary received for paid leave is the normal salary paid to the staff member immediately prior to the commencement of maternity leave.  This excludes higher duties allowance.
 
A staff member may elect to take the paid portion of leave:
 
(i) As fortnightly pay (on full or half pay); or
(ii) As a single payment at the commencement of maternity leave. 
 
26.2 
Partner leave

 
26.2.1           Entitlement
 

Partner leave comprises both paid leave to be taken at the time of becoming a significant carer for a new child and unpaid leave for staff who become the primary carer for a new child.

 

26.2.2           Paid partner leave
 

At the time of becoming a significant carer for a new child, eligible staff are entitled to five (5) days paid partner leave to care for the new child provided that the staff member is not entitled to maternity leave. 

 
Entitlement

 

As at the date of commencement of paid partner leave, staff with:
 

(i) twelve (12) months prior service are entitled to five (5) days leave paid on full salary; 

(ii) between nine (9) and eleven (11) months prior service are entitled to paid leave on a pro-rata basis (i.e. two (2), three (3) and four (4) days paid leave after nine (9), ten (10) and eleven (11) months service respectively). The remaining entitlement up to a maximum of five (5) days can be taken as unpaid leave.

(iii) Staff with less than nine (9) months prior service are not entitled to paid partner leave. 

 

Paid partner leave may be taken in separate periods of not less than one (1) day at a time.

 

26.2.3           Unpaid partner leave
 
Entitlement

 

In addition to paid partner leave, staff who become the primary carer of a new child are entitled to unpaid partner leave so that the total period of leave is no more than fifty-two (52) weeks. Staff who are not entitled to paid partner leave are entitled to fifty-two (52) weeks unpaid partner leave. 

Such unpaid leave may commence up to twenty (20) weeks before the medically certified date of birth, and must be completed within two years after the actual date of birth. Unpaid partner leave will normally be available as one continuous period or in blocks of twelve (12) week periods. Shorter periods of leave may be available in special circumstances at the discretion of the Authorising Officer. Public holidays which fall in the period of leave without pay form part of the leave. Leave may not be granted in broken periods separated by public holidays or by periods of long service or recreation leave.

 
26.3 
If a staff member applies for a period of maternity or partner leave (paid and unpaid) for a subsequent new child whilst already on paid or unpaid maternity or partner leave, the new period of leave supersedes the initial period of leave granted and will not be in addition to that leave.

 

26.4 
The University is not required to extend a fixed-term contract of employment solely by reason of a period of parental leave. Where a staff member takes unpaid partner leave during a period of probation, the probation will be suspended until the staff member returns to work.

 
26.5
Other leave

 

Eligible staff may apply for all or part of accrued recreation leave or long service leave to be taken in addition to or in place of parental leave. Sick leave cannot be used during the period of unpaid parental leave or to duplicate, replace or extend that leave.

 

Following a period of any parental leave a staff member may apply for a further period of leave without pay in accordance with the University's leave without pay provisions (refer clause 29).

 
26.6       Alternative arrangements for maternity or partner leave

 

In extenuating circumstances, alternative arrangements may be mutually agreed upon in writing between the staff member, the Human Resources Director and the executive dean of faculty/head of the division concerned. 

 

Any alternative arrangements agreed upon should be within the spirit of the maternity and partner leave policies, child care and family responsibilities policy and relevant legislation, and should seek to assist staff reconcile their work and family responsibilities.

 

26.7       
Adoption Leave
 
Adoption leave is granted to eligible staff who become the primary carer.  Adoption leave comprises both paid and unpaid leave to be taken at the time of becoming a primary carer for a new child.
 
26.7.1       
Entitlement
 
For adoption, long-term fostering or guardianship in respect of a new child, eligible staff are entitled to either paid or unpaid maternity leave or partner leave consistent with clause 26.1 and 26.2.
 
Upon successful adoption, this leave may be used at any stage to attend interviews, court or examinations related to the application for adoption, long-term fostering or guardianship, or to travel to collect the new child, or any other event directly related to the placement of the child. 
27. 
PERSONAL LEAVE

27.1 
Entitlement

27.1.1 
A staff member may be granted up to seven (7) days personal leave with pay in a twelve (12) month period under circumstances including:

(i) bereavement due to the death of a family member; 

(ii) leave to provide care and support to members of their family or household who are ill; 

(iii) leave to adhere to and celebrate cultural or religious days of observance; 

(iv) leave to participate in major sporting competitions; 

(v) other special circumstances as approved. 
27.1.2
Personal leave entitlements for part-time staff members are calculated on a proportional basis, based on the fraction of appointment.

27.1.3 
Personal leave is not cumulative.

27.1.4 
The entitlement to use personal leave to provide care and support to members of family or household who are ill in accordance with these provisions is subject to:

(i)
the staff member being responsible for the care of the person concerned; and

(i) the person concerned being either:

· a member of the staff member's immediate family, or 

· a member of the staff member's household; and 

(iii) 
the staff member submitting a medical certificate or other evidence of the family or household member's illness, if claiming in excess of three (3) consecutive days of personal leave.

27.2 
Definitions

For the purposes of this clause, the following definitions apply:

27.2.1 
'Family' includes:

(i) spouse (including a former spouse, de facto spouse, former de facto spouse, same sex partner and former partner of the same sex) of the staff member; and 

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

27.2.2 
A 'household member' is someone with whom the staff member lives and for whom the staff member has responsibility.

27.3 
Application and Approval for Leave

27.3.1 
An application for personal leave with pay will be submitted to the supervisor.

273.2 
A staff member should endeavour to provide as much notice as possible of the requested leave. If it is not possible for the staff member to give prior notice, the staff member will notify the supervisor by telephone of such absence at the earliest opportunity.

27.3.3
An application must outline the reason for the requested leave and the estimated length of the absence.

27.3.4 
The supervisor may require reasonable evidence in support of an application for personal leave with pay.

27.3.5 
Applications for paid personal leave for periods in addition to the seven (7) days will be considered by the supervisor who may allow the staff member to access accrued sick leave for personal purposes.

27.4 
Other paid leave for personal purposes

27.4.1 
Recreation leave.
27.5 
Unpaid leave for personal purposes

A staff member may elect, with the consent of the supervisor, to take unpaid personal leave.

The University acknowledges the National Employment Standards will operate in conjunction with this provision and be taken into account when operational. 

28.
DEFENCE RESERVE FORCES LEAVE

Staff who formally advise the University of their enlistment in the Defence Reserve Forces may be granted leave on full pay to attend Navy, Army or Air Force peacetime training or deployment as follows::
	Type of Duty
	Entitlement

	Reservists undertaking Defence service
	4 weeks (20 working or 28 calendar days) paid leave per annum

	Reservist required to attend recruit / initial employment training 
	Additional 2 weeks (10 working or 14 calendar days) paid leave during first year of defence service


QUT will not require a Reservist to pay their Reserve salary to the University, and will consider all approved Defence Reserve Forces leave (of less than 6 months) as continuous service for the purpose of leave accrual, superannuation, and other approved remuneration package benefits.
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29. 
JURY SERVICE

Leave is granted on full pay or without pay at the option of the staff member. When a staff member elects to take leave without pay, he or she is allowed to retain all jury fees. If on leave with full pay, fees must be paid to the University. Any such cheques issued in the staff member's name should be signed over to the University (via the University cashier) by the staff member signing the back of the cheque and authorising payment to the University.

The staff member is required to produce a certificate or other suitable evidence from the Sheriff's Office indicating the number of appearances, cases involved and payments received.

30. 
SPECIAL LEAVE FOR STATE EMERGENCY SERVICES–CALL OUT

Any staff member who is a member of the State Emergency Service can take paid leave during an emergency declared by authority of the Counter Disaster Organisation Act. Evidence of membership is required on joining the State Emergency Service. Prior application and approval for leave are not required. However, the head of organisational area should be advised as soon as possible.

31.
LEAVE WITHOUT PAY

Leave without pay would usually be granted after all recreation leave credits have been exhausted. An application for leave without pay will be considered by the Authorising Officer. An application must outline the reason for the requested leave. A staff member should endeavour to provide as much notice as possible of the requested leave.

If a continuous period of leave exceeds ten (10) working days, that period of leave exceeding the ten (10) days is not recognised as service for the purpose of calculating long service, recreation and sick leave. For leave in excess of one (1) month, the staff member's anniversary of their commencement date of their current salary level is changed by the total period of leave. If leave without pay is taken during a period of probation, the probation will be suspended for the period of the leave without pay.
Public holidays which fall in the period of leave without pay form part of the leave. Leave may not be granted in broken periods separated by public holidays or by periods of long service or recreation leave.

32. REDUCED WORKING YEAR
32.1
Purpose 

The Reduced Working Year is intended to provide flexibility in employment for staff members with family responsibilities and for staff who wish to extend their leave options for personal reasons. Under the Reduced Working Year, within a twelve (12) month period, a staff member is entitled to have up to eight (8) weeks paid absence in addition to the normal four (4) weeks annual leave, with a commensurate reduction in total salary rate for the twelve (12) months. This additional leave (up to eight (8) weeks) will not attract leave loading.

32.2
Application 

All staff members are eligible to apply to their supervisor for agreement to work a Reduced Working Year. Staff participation in the scheme is optional and at the request of the staff member. Approval by the University to participate in the scheme will depend on balancing operational requirements with increased flexibility options and choice for staff. 

32.3
Conditions 

(i) 
Participation in the Reduced Working Year is for a period of one (1) year and is to be renegotiated annually (usually at the beginning of the year).

(ii) 
Staff participating in the Reduced Working Year will receive a reduced proportion of their annual salary, to be paid in fortnightly instalments. 

(iii) 
A staff member's participation in the Reduced Working Year will be recorded in writing and a copy of this record will be maintained on the staff member's personal file. 

(iv) 
All leave entitlements which accrue during the term of a staff member's participation in the Reduced Working Year are paid at the staff member’s reduced proportional rate.

(v) The four (4) weeks recreation leave and up to eight (8) weeks additional leave provided under this scheme, must be taken during the period for which agreement to participate in the scheme has been reached. It is generally expected that the staff member and the supervisor will agree on the time of taking leave at the commencement of the twelve (12) month period. 

Where a staff member is, for reasons beyond his/her control, unable to take the full eight (8) weeks leave within the agreed period, the staff member will not forfeit the accrued leave but seek to have the leave deferred to be taken at a later stage. If the supervisor and the staff member agree that such accrued leave cannot be deferred, the leave will be paid out. 

(vi)
The staff member may request to take leave in minimum blocks of one (1) week during the year subject to the approval of the Authorising Officer. 
(vii) The timing of the additional leave (that is, the portion which does not attract leave loading) will be recorded by the supervisor. This record will be held in the organisational area. The timing of the normal four (4) weeks entitlement (ie. that portion which does attract leave loading) will be managed locally in the usual manner. 

(viii) All forms of leave accrued by a staff member prior to converting to the Reduced Working Year will be balanced as at the date immediately prior to converting to the scheme and will be available to the staff member at the rate at which it accrued.

(ix) 
During the period a staff member participates in the Reduced Working Year, their superannuation contributions will reduce to the level based on their actual salary for that year. If a staff member wishes to maintain superannuation contributions at a notional full-time rate they will be responsible for making the necessary arrangements and for maintaining both the notional full-time rate for the staff member's and the University's contribution. 

26. NO EXTRA CLAIMS

Staff members agree not to pursue any further claims prior to the nominal expiry date of this Agreement.

SCHEDULE 1

CLASSIFICATION AND SALARY STRUCTURE
	Classification Level
	Operative 1.1.2009
3% per annum
	Operative 1.1.20010
3% per annum
	Operative 1.1.20011
3% per annum
	Operative 1.1.20012
3% per annum

	SSG 1*

	$85,064.00 to $93,707.00

	$87,615.92 to $96,518.21

	$90,244.40 to $99,413.76

	$92,951.73 to $102,396.17



*SSG1 level of appointment is no longer available for new appointments or reclassifications.  All staff currently appointed to SSG1 positions will have their remuneration and conditions protected for the duration of their appointment in the position, including subsequent contracts in the same SSG1 position.
	SSG 2


	$96,363.00 to $106,335.00


	$99,253.89 to $109,525.05

	$102,231.51 to $112,810.80

	$105,298.45 to $116,195.13


	SSG 3


	$107,504.00 to $119,622.00

	$110,729.12 to $123,210.66

	$114,050.99 to $126,906.98

	$117,472.52 to $130,714.19


	SSG 4


	$128,936.00 to $142,218.00

	$132,804.08 to $146,484.54

	$136,788.20 to $150,879.08

	$140,891.85 to $155,405.45


	SSG 5/SSG6
	$147,960.00
	$152,398.80
	$156,970.76
	$161,679.89

	
	
	
	
	


Salary structure inclusive of the 15% tenure surrender loading:
	SSG 1*
	$97,823.60 to

$107,763.05
	$100,758.31 to

$110,995.94
	$103,781.06 to

$114,325.82
	$106,894.49 to

$117,755.60

	SSG 2
	$110,817.45 to

$122,285.25
	$114,141.97 to

$125,953.81
	$117,566.24 to

$129,732.42
	$121,093.22 to

$133,624.40

	SSG 3
	$123,629.60 to

$137,565.30
	$127,338.49 to

$141,692.26
	$131,158.64 to

$145,943.03
	$135,093.40 to

$150,321.32

	SSG 4
	$148,276.40 to

$163,550.70
	$152,724.70 to

$168,457.22
	$157,306.43 to

$173,510.94
	$162,025.63 to

$178,716.27

	SSG 5/SSG6
	$170,154.00
	$175,258.62
	$180,516.37
	$185,931.87
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