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The University of South Australia (UniSA) was established in 1991. As a new institution in the city of Adelaide with two 
much older and established universities, UniSA sought to develop a distinctive identity through its commitments to 
educating professionals; creating and applying knowledge; engaging its communities; maintaining cultural diversity 
amongst its staff and students; and providing equitable access to education. 
 
UniSA’s strong commitment to balancing excellence and equity has been reflected in its approach to the management of 
its workforce. One of the key strategies the University has employed to reflect this commitment has been the 
introduction of a suite of flexible and family friendly work arrangements. 
 
These flexible work provisions not only allow staff to successfully manage career and family dynamics, but also act as a 
key part of the University’s staff attraction and retention strategy. Attraction and retention of staff has grown in 
importance for UniSA as a consequence of an ageing academic workforce and the impact of a global war for talent for 
high quality academic staff and increasingly national mobility of quality professional support staff. 
 
The impact of these flexible work arrangements has contributed positively to both staff satisfaction and employee 
engagement. Their impact has received wider recognition with the University receiving a range of significant awards. 
The flexible and family friendly work provisions have become a fundamental part of the terms and conditions of 
employment at UniSA available to every staff member. In effect, the family friendly and flexible workplace conditions 
have become a central strategy for UniSA in recruiting and retaining staff and building confidence in the University’s 
commitment to creating an appropriate work/life balance for its workforce. In consequence, UniSA is now widely 
recognised as a sectoral leader in people management practices in this area.  

 

 
The University of South Australia – History and Background 
 
The University of South Australia is a modern University with a rich history. Vibrant, innovative and 
international in its perspective, UniSA is the largest and newest university in South Australia. Formed 
through the merger of the South Australian Institute of Technology (SAIT) and the South Australian College 
of Advanced Education (SACAE) in 1991, its antecedent institutions trace their history back to the earliest 
years of the South Australian colony. 
 
In 1856, the South Australian School of Art was founded, just 20 years after the proclamation of the colony 
of South Australia. It is the oldest and one of the most distinguished components of the University of South 
Australia and numbers many celebrated Australian artists among its graduates.  
 
In 1960, The South Australian School of Mines and Industries and the Adelaide Technical High School 
(established 1918) combined to form the South Australian Institute of Technology (SAIT). The SAIT was 
made up of three campuses, all of which remain a part of the University of South Australia. 
 
In 1982, The South Australian College of Advanced Education (SACAE) was formed through the 
amalgamation of four colleges. In 1989, it was designated one of the eight national Distance Education 
Centres, a role subsequently adopted by the University of South Australia. 
 
The Vice Chancellor and President is Professor Peter Høj who joined the University in June 2007. His 
appointment followed the retirement of Emeritus Professor Denise Bradley AO who led the organisation for 
the previous 10 years as Vice Chancellor and President. 
 
The University of South Australia has four city campuses and two regional campuses. It has six research 
institutes and is a partner in 13 national Cooperative Research Centres. In 2006 it was the highest ranked 
Australian University for industry-sponsored research through the Australian Research Council. 
 
 



 

 

Student Profile 
 
The University of South Australia offers almost 400 degree programs from diploma to postgraduate level. It 
has a student population of approximately 33,000 and has the largest international University student 
population in South Australia. Approximately 3,000 of these international students are studying on campus 
in Adelaide, and more than 6,000 are studying University of South Australia programs delivered in their own 
countries including Singapore, Malaysia, Hong Kong, Taiwan and China.  
 
Equity and diversity are core organisational values enshrined in the University’s founding legislation, the 
University of South Australia Act 1990. Within the student profile, 42% of students come from one or more 
equity groups. Equity groups are cohorts of students officially recognised by the federal government as 
experiencing previous educational disadvantage; they included Indigenous Australians, students with 
disabilities, students from low socio-economic backgrounds, and students from isolated locations. 
 
Staff Profile 
 
The University of South Australia is one of the state’s largest employers. In 2006 over 6,000 people were 
employed in continuing, fixed term and casual positions. 
 
Like a number of other Australian universities, UniSA has a distorted age profile with 58% percent of all 
academic staff 45 years and over in age, compared with 40% of professional staff (non-academic staff).  
 
Female academic staff comprise 47% of the academic workforce with 28% of academic women at Associate 
Professor & Professor status. The University’s target for 2007 is to increase the number of academic women 
in Associate Professor and Professor positions to 30%, and has dedicated a significant part of a Women and 
Leadership program to focus on achieving this goal. The Australian national average of women at Professor 
level is 17%. 
 
Female professional staff make up 65% of the professional workforce and 40% of women are in senior 
professional staff positions. 
 
In honouring its commitment to equity as part of the core organisational values, UniSA has an Indigenous 
Employment Strategy which aims to increase the employment of Indigenous Australians across the 
University from 1.5% to 2% and to maintain equitable outcomes for Indigenous Australian employees. 
 



 

 

Work-Life Initiatives at the University of South Australia 
 
The University of South Australia introduced flexible/family friendly initiatives into its conditions of 
employment in 1997.  
 
The arrangements were originally very basic and included: 
• Job share 
• Fractional time employment configured in a range of ways  
• Flexi-time 
• Special sick leave to care for sick dependants 
• Conversion from permanent to fixed term appointments 
 
UniSA has continued to focus on developing and supporting flexible/family friendly arrangements and led 
the way in the provision of paid maternity leave for women in the Higher Education sector and in South 
Australian organisations in particular.  
 
New policies and practices introduced from 2004 include: 
• Pre-natal leave which enables a staff member to take one day’s leave per month at full pay during the 

final six months of pregnancy. 
• Post-natal entitlements to facilitate breastfeeding during work hours. 
• Appropriate private space for breastfeeding or expressing milk. 
• 16 weeks paid maternity leave at 100% pay plus 12 weeks at 50% pay.  Staff can take this entitlement at 

50% pay by agreement therefore extending the total paid component to 44 weeks.    
• Increased paid partner leave from five to ten days. 
• Phased in ‘return-to-work’ following maternity/adoption/child-rearing leave, where staff are paid at 

fulltime employment with attendance at 0.6 time for eight weeks.  
• Increase in the span of work hours to accommodate a flexible approach to working hours and business 

needs. 
• Voluntary substitution of recreation leave loading for four days extra recreation leave per annum. 
• Reconfiguring of cultural leave to reflect practices of employees – up to two days with or without pay. 
• Annual family responsibility leave of 9 paid days per annum. 
 
The University’s suite of flexible/family friendly work practices and employment conditions are outlined in 
appendix 1. 
 
Why Invest in Work-life Initiatives? 
 
The war for talent 
Workforce ageing is now significantly shaping the future planning of many Australian organisations. The 
Australian Bureau of Statistics indicates that Australian universities have a higher percentage of workers 
over 45 years of age than all other industries. Within this context the tertiary sector is expecting dramatic 
staffing changes as the ‘baby boomer’ generation retires over the next ten years, with the potential loss of 
significant talent from within the sector. Recruitment and retention of talent is a major staffing objective for 
Australian universities.  
 
Many academics and non-academics will continue beyond traditional retiring ages, but nonetheless within a 
decade the Australian universities’ workforce will look considerably different, younger, more diverse and 
with a variety of prior experience. The environment in which these people work will need to be equally 
diverse and adaptable in its nature to create a workplace which encourages success and productivity in both 
the professional and personal lives of its staff. 



 

 

 
We acknowledge that flexible work arrangements mean different things to different people. Our aim is to 
develop flexible arrangements that suit all demographics including baby boomers, Generation X and 
Generation Y. 
 
Inevitably, there is intense competition in a tight labour market. Competition within the Australian university 
sector has become more intense with the pending introduction of the Research Quality Framework (RQF) by 
the Australian federal government. The RQF will assess the quality and impact of research undertaken at 
publicly-funded Australian research institutions and will involve all universities. The results of this 
assessment will significantly affect universities’ funding base. Within this environment, the recruitment and 
retention of high performing research staff, together with the relevant professional support staff, is an 
organisational imperative. 
 
Although a small cohort of potential employees may be attracted to elite jobs in high-paying and high-status 
fellowships, the majority of the university workforce will be attracted and retained not by salary alone, but 
by the total employment proposition that a university can offer. Universities will not only have to pay more 
for scarce talent, they will also need to ensure that they are good places to work; vibrant, collaborative 
institutions with a culture that supports staff. 
 
Making the University a great place to work 
Work-life interaction is now a critical issue for individuals, organisations and governments alike. The 
Australian Work Life Index (AWALI) survey, by Professor Barbara Pocock, Dr Natalie Skinner and Dr 
Philippa Williams from UniSA’s Centre for Work & Life at the Hawke Research Institute, gathered the 
views of a significant number of randomly selected working Australians in March 2007. More than half the 
employees surveyed reported that work, often or almost always affects their activities beyond the workplace. 
A larger number found that it regularly keeps them from spending the amount of time they would like with 
family or friends. 
 
The full report can be found at: http://www.unisa.edu.au/hawkeinstitute/cwl/documents/AWALI2007.pdf  
 
UniSA has a series of inter-related processes and strategies that ensure we can identify and respond to the 
needs of our staff, including on work-life balance issues. These include: 
• Our annual planning and review processes that gather information from employees at the local level. The 

analysis of data from the University’s Annual Workforce Profile Report which, in turn informs the 
University’s Corporate Plan. Benchmarking and reporting aspects of work/life initiatives and take-up of 
provisions on an annual basis acknowledges the model of continuous improvement within which UniSA 
operates. 

• Staff Attitude Surveys conducted on a three-year cycle identifying work-life issues related to workplace 
culture and arrangements. These surveys have assisted university management in shaping a package of 
staff benefits, including greater work flexibility for employees. 

• Prior to negotiating employees’ entitlements and conditions to be included in industrial instruments, 
intensive consultation is conducted with employees through a number of fora. Part of this consultation is 
about the quality of the working environment and working conditions that take account of work/life 
balance. 

 
Other means of identifying issues related to work/life balance are undertaken through review processes and 
information produced through findings of surveys including the 2004 Survey of Women who Accessed 
Maternity Leave. Information is also gathered through evaluations of the Women and Leadership program; 
by Human Resource Consultants, Human Resource Coordinators and Equity Contacts; the annual review of 
the Employee Assistance Program; monitoring national trends and the performance management process. 



 

 

 
In 2006, UniSA participated in a research project on the recruitment and retention of high performing 
academics in the Australian Technology Network of Universities (ATN). The Australian Technology 
Network is an influential alliance of five distinctive and prominent Australian universities located in each 
mainland State. The Network is committed to forging partnerships with industry and government to deliver 
practical results through focused research. 
 
The research highlighted the need to continue to address issues around workload, work/life balance, the 
teaching/research balance and flexibility for career development. Of note were the results relating to younger 
academic staff. The research project indicated that effective management of work and life dynamics was seen 
as an issue for younger, early career academics. Within this context, UniSA will need to consider the 
generational shift in the academic staff workforce.  
 
A Key Recruitment and Retention Strategy 
Membership with Human Resource Executive Forum, a component of the USA based Corporate Executive 
Board provides the University’s Human Resource staff with access to best practices research, decision-
support tools, and executive education.  At an Executive Retreat Series workshop in July 2007, forum staff 
presented research they had conducted on the Employment Value Proposition (EVP).  Employment Value 
Proposition is the set of attributes the labour market and employees perceive as the value they gain through 
employment in the organisation and include: opportunity for growth, rewards, the work, the organisation and 
the people. In the global context, compensation, career opportunities, and work-life balance were important 
attractors. In the Australian context, the most important component of the EVP was work-life balance and 
with 48% of the survey respondents reporting work-life balance in the top five for importance when 
evaluating an organisation as a potential employer. (Source: Corporate Leadership Council, Employment 
Value Proposition Survey: HR Executive Forum research) 
 
Further details on the HR Executive Forum can be found at: 
http://www.hrexecutiveforum.com/HrForum/index.aspx 
 
The most significant rationale for the implementation and continuing exploration of a variety of flexible 
work arrangements and family friendly provisions is to develop a competitive edge with other employers in 
the total employment value proposition to drive the attraction and retention of staff with the capabilities that 
the University requires. 
 
In the last five years, UniSA has focused its recruitment strategies on attracting high performing staff to 
build its human capital. Unable to compete on salary alone, UniSA markets its range of family friendly, 
flexible arrangements as a part of the total employment package in the attraction and recruitment phase of 
potential candidates. Managers and Human Resource officers involved in the negotiation of employment 
contracts reveal that these conditions have significantly assisted in “closing the deal”. 
 
 
 
 
 
 
 
 
 
 
 
 



 

 

Some Indicators of Success 
 
Staff satisfaction  
UniSA sees employee satisfaction as a critical success factor in making the University a great place to work. 
In order to obtain employee perspectives on the University as a workplace, a staff satisfaction survey is 
conducted by the institution, managed by its Human Resources Unit, on a three year cycle. In consequence, 
UniSA has conducted staff attitude surveys in 1999, 2002, and 2005.  
 
The surveys allow workforce satisfaction variables to be measured and benchmarked over time. The surveys 
show that our employees expect: 
 
• interesting and challenging work 
• an opportunity to work in a flexible manner 
• to maintain a balance between work and lifestyle 
• a supportive work environment 
• a good salary. 
 
The University’s last 3 staff surveys showed a significant increase in staff morale from the first survey in 
1999 and that staff rate highly the flexible and family friendly provisions in terms of importance and the 
work/life initiatives in terms of institutional performance. 
 
As part of the process of continuous review and monitoring of its practices, UniSA conducted a survey of 
women who had accessed maternity leave entitlements from 2002 to 2004. A total of 70% of eligible women 
employees responded, and results of the survey included the following data: 
 
• 96% of the respondents reported that their managers and co-workers had been supportive about their 

pregnancy 
• 95% had been readily enabled to take leave to attend medical appointments during work time 
• 80% reported that they had the same access to training opportunities as other employees 
• Over 75% stated that they were not under pressure to return to work early from maternity leave. 
 
Findings from the survey demonstrate the relatively high level of managerial support for maternity leave and 
evidence of an awareness of the University’s commitment to family friendly provisions. The findings also 
provide a position for further developing the opportunities for women to access provisions related to 
maternity leave and flexible work arrangements.  
 
Participation in flexible, family friendly initiatives 
The trend data in the 2007 workforce profile report shows a high increase in the take-up of family friendly 
initiatives over the past two years. UniSA recognises this does not give a true picture of comparative usage 
rates as there was limited reporting in 2005, where family responsibility leave, partner leave, pre-natal leave 
and return-to work arrangements were not included. As a result, the University has highlighted this area for 
further exploration in future workforce profile reporting periods. 
 
Family responsibility leave, followed by maternity leave are the most sought after family friendly provisions. 
33.2% of the total female workforce (using headcount data and excluding casuals) and 21.2% of the total 
male workforce accessed family responsibility leave during 2006. 
 
External recognition – building our profile 
Since introducing a range of flexible and family friendly arrangements UniSA has received considerable 
attention about the conditions, our rationale and the benefits. The University has been acknowledged as a 



 

 

leader in human resource management policies and practices and has received national recognition for its 
work/life initiatives. In 2006, the University won the National Diversity@Work Employment and Inclusion 
Award for Work/Life Balance (large organisation), and gained accreditation as a breastfeeding friendly 
workplace by the Australian Breastfeeding Association.  
 
In 2005, the University was the inaugural Gold Award winner at the 2005 Employer of the Year awards of 
the Australian Chamber of Commerce and Industry and the Business Council of Australia National Work 
and Family Awards.  
 
In addition, the report reveals that the University was invited to provide a presentation to the state 
parliamentary enquiry into initiatives to achieve work/life balance in South Australia. 
 
All this public recognition has helped build the University’s profile as an employer of choice. 
 
Attraction and Retention 
The Human Resource Unit has introduced a more systematic approach to workforce data collection and has 
produced a workforce profile report since 2002 to achieve greater understanding of the University’s workforce, 
to identify trends and gaps in the workforce and provide a measure of human resource strategy success.  
 
The Workforce Profile Report at March 2007 reveals that the University’s voluntary turnover rate for the last 3 
years is; 8.9% (2007); 10.0% (2006) and 8.2% (2005). The voluntary turnover rate is generally used as an 
indicator on unplanned loss of skills. This can impact on productivity and recruitment costs and training. The 
average voluntary turnover for Australian universities is 10.6% for 2006.  UniSA’s voluntary turnover is 
slightly lower than the national average. 
 
In addition, the University is currently recruiting more people than it is losing through voluntary exits, 
particularly in the 25 - 44 age groups. In the age group above 54 years the voluntary exits are greater than 
recruits. 
 
The voluntary exit for the organisation has been quite stable for the last 3 years. The University is not dealing 
with the issue of a high turnover rate. This turnover is seen as healthy and represents an opportunity to 
introduce new skills, capabilities and attitudes. For staff whose capabilities don’t match the objectives of the 
University they either undertake development opportunities or are assisted in separating from the University 
via a pre-separation contract or resign in the process of managing unsatisfactory performance. 
 
In the last 3 years we have focussed our retention analysis on those staff we have recruited with specific 
attention to high performing academics and non-academics.  
 
For example, in 2005 we interviewed 30 identified high performing academics and earlier this year 20 high 
performing non-academics from the finance and resource areas. The aim was to gather information about what 
is important to these staff in terms of their working environment and employment conditions in order to 
maintain a strong retention strategy. The interviews revealed a range of individual concerns and some common 
themes. Clearly an organisation that respects work/life balance and works with individuals to achieve working 
conditions that assist in accomplishing this was important to these employees. There are greater challenges in 
delivering on this for academic staff than non-academic staff. 
 
In addition, an analysis in 2006 showed that 96% of women who had taken maternity leave in the previous 2 
years returned to work with the University. 
 
During the last 2 years the Human Resources Unit has introduced a graduate employment scheme where we 
employ a cohort of our graduates and over a two year period rotate them through different jobs, for example, in 



 

 

the Human Resources Unit, the Finance Unit, Information Strategy & Technology Services Unit, Student & 
Academic Services Unit, and the Library. This gives them some broad experience in the University. In the 
meantime, they are encouraged to apply for vacant positions across the University. This program has provided 
the opportunity for the Human Resources Unit to work closely with this cohort of graduates, all under the age 
of 35 years. It comes as no surprise that this group tell us they want opportunities for growth and development, 
a supportive work environment, to be able to work in a flexible manner and importantly to maintain a healthy 
balance between their work and lifestyle. 
 
Productivity 
The University’s growth over the last 10 years has been significant.  Such growth is attributed to the 
leadership and human capital of the University. 
 
Building the human capital profile that is required to deliver on UniSA’s strategic intent and developing 
employee engagement have been deliberate areas of focus in an increasingly competitive labour market. Our 
employment conditions and working environment are a significant component of this focus. 
 
A snapshot of this growth since 1997 is as follows: 
• institutional revenue has grown from $240 to over $400 million 
• student numbers have grown from 24,000 to 34,000 
• international student numbers have grown from 1,000 to 11,000 
• the number of graduates has tripled from 30,000 to 100,000 
• research income has also tripled from $12 million to $40 million 
• the number of internationally recognised Research Institutes has increased from two to eight 
• in 2006 the University was one of the most successful universities in the new highly competitive Carrick 

Australian Awards for University Teaching 
• the University was ranked number one in the nation for industry-sponsored research grants through the 

Australian Research Council after receiving the largest linkage grant ever awarded for the Australian 
Minerals Science Research Institute. 

• the University was named the leading provider of offshore programs in Australia by the International 
Development Program (IDP) of Australian Universities and Colleges, now known as IDP Education 
Australia. 

• the University was awarded the Business SA Export Award for Education five times since 1999, most 
recently in 2006. 

• the University has been a significant force in Indigenous higher education, with over 300 Indigenous 
students enrolled each year 

• the University has taken its place as a major contributor to cultural and public life by the establishment 
of the Hawke Centre which promotes responsible citizenship through public debate, research and 
educational programs and soon to open the second largest public art gallery in the state of South 
Australia. (The Hawke Centre honours the Hon Bob Hawke, Prime Minister of Australia, 1983 - 1991, 
who is an active participant in the affairs of the Hawke Centre.) 

• the University has maintained a focus on gender equity and has received the status of Employer of 
Choice for Women, by the federal government continuously from 2002 to 2007. 

 
 
 
 
 
 



 

 

Foundations for Success 
 
Engaging the Senior Management Group 
Researching and developing strategies, developing financial projections and the development of a sound 
business case are critical to gaining support and commitment from the senior management group to 
implement such provisions. This research must include consultation with staff to ensure their needs and 
aspirations are considered in the design of working conditions. Understanding what kind of flexibility is 
required, and where and when it is best applied for staff and the organisation, needs to be reflected in the 
strategies presented. 
 
Following this, demonstrated support and commitment from senior management is critical to the adoption 
and successful implementation of flexible work arrangements and family friendly provisions. UniSA’s 
commitment to work and life dynamics is expressed at every level of the organisation and is embedded into 
corporate statements, industrial agreements, performance management practices, policies, and programs. 
 
Champions at the top make a significant difference. Emeritus Professor Denise Bradley AO, provided 
outstanding leadership and commitment in the introduction to family friendly initiatives while in the role of 
Vice-Chancellor and President.  
 
Effective implementation by managers 
Managers and supervisors play a critical role in implementing flexible arrangements and family friendly 
provisions. The Australian Technology Network of Universities research project on recruiting and retaining 
high performing staff highlighted that sensitive managers who focus on business needs and facilitate flexible 
working arrangements are greatly appreciated. 
 
From a Human Resources implementation position, it is important to have user friendly policies, procedures 
and toolkits to provide guidance, and can assist managers with the practicalities of implementation. The less 
time a manager needs to consider the logistics of implementation, the better.  
 
It is critical to monitor the reality of the implementation, the practices and progress of these conditions. The 
University has done this through various mechanisms including research projects and staff satisfaction 
surveys and through regular consultations at management meetings. This monitoring has uncovered some 
resistance by managers to workplace flexibility. 
 
In the main, resistance is addressed through management and leadership fora with a focus on building human 
capital and employee engagement. In some instances individual advice is provided to managers. The fora 
include discussion about measurement of productivity and individual performance within a performance 
management framework. This provides the opportunity to confront myths about measuring performance 
based on the amount of hours at one’s desk, to develop a focus on output rather than presence and why and 
how staff perform well. It is also critical to confront any hidden penalties applied by managers such as lack 
of access to promotion, reduced remuneration and development opportunities. 
 
Our consultations also reveal that as employees move into more senior positions they are reluctant to pursue 
flexible/family friendly provisions. This reluctance is about senior staff believing that if they access such 
provisions, they will create a perception that they are not taking their career seriously and as a consequence 
are at risk of being overlooked for career development opportunities. This remains a challenge for the 
University. However, over the last three years, some members of the senior management group have actively 
and overtly accessed flexible working arrangements and family friendly provisions. This has sent some very 
clear and positive messages to the workforce. 
 
 



 

 

Development of a Sound Human Resource Management Framework 
Flexible work arrangements and family friendly provisions will not successfully work for the organisation if 
they are treated in isolation from other Human Resource Management practices. They must form part of the 
broad Human Resource Management framework. At UniSA, the fundamental components of the framework 
includes: 
 
• Effective job design reflected in position descriptions – outlining what is the overall purpose and 

accountabilities of the role. 

• A rigorous recruitment, selection and settlement process. 

• A systematic approach to induction which occurs at the corporate, local levels and individual level. 

• A managed probationary period which is part of the performance management process. 

• A performance management framework that supports the establishment of clear performance 
expectations and the identification of developmental needs. 

• Organisational learning and development initiatives that engage staff in discussion about their role, the 
context in which they work and organisational challenges. 

• Work practices and policies that mutually benefit staff and the University. Reciprocity is the key.  
 
Ongoing Commitment to Review and Consultation 
 
The University of South Australia recognises the workplace is an ever changing and dynamic environment, 
and what is successful currently in terms of flexible work practices, may not stay that way for very long. 
 
As the flexible work principles are embedded in our mission, policies and practices, it is imperative UniSA 
maintains its commitment to demonstrating best practice through the ongoing review of these practices, and 
the environment in which they operate. 
 
To facilitate ongoing review of these practices and their efficiency in providing a productive and successful 
workplace, the University depends on the engagement of the staff and support from its senior management 
group and key stakeholders. 
 
For further details on the University of South Australia’s approach to encouraging success and productivity 
in the workplace through flexible and family friendly work practices, please visit the University’s Human 
Resources web site http://www.unisa.edu.au/hrm/  
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Appendix 1 
 
 
 
Flexible Work Arrangements and Family Friendly Provisions at the University Of South Australia 
 
The University’s suite of flexible work practices include leave provisions which assist staff manage the 
dynamics of family and career commitments, flexible work options which offer opportunity to work in a 
variety of configurations and employment practices that contribute to professional and career development. 
 
Leave Provisions 
 
The following leave provisions are outlined in the University’s industrial instruments, which include 
Collective Agreements and individual Australian Workplace Agreements. Conditions relating to 
implementation of these leave provisions are detailed in the relevant procedures or guidelines. 
 
Parental Leave 
Parental leave provisions include a number of options. 
 
Pre-Natal Leave 
• 1 paid day per month in the final 6 months of pregnancy, to attend appointments associated with 

pregnancy.  
 
Paid Maternity and Adoption Leave 
• For staff with more than 12 months continuous service 

16 weeks maternity or adoption leave at 100% the normal rate of pay, plus a further 12 weeks at 50% of 
the normal rate of pay. Staff may choose to take the further 12 weeks leave as 6 weeks at 100% of the 
normal rate of pay, and other variations to this structure may be negotiated between the staff member and 
the relevant line manager. 

 
• For staff with less than 12 months continuous service  

1 week at 100% the normal rate of pay and 1 week at 50% the normal rate of pay for each completed 
month of continuous service. 

 
Unpaid Maternity and Adoption Leave 
• Staff are entitled to take up to 52 weeks unpaid leave to take primary care responsibility for a child. 
 
Special Maternity and Adoption Leave 
• In circumstances where the child dies, up to 16 weeks of paid leave and up to 12 weeks of unpaid leave 

will be provided for the staff member. 
 
Unpaid Parenting Leave 
• For a staff member exercising parental responsibility who is not the birth mother, up to 52 weeks unpaid 

parenting leave is provided. 
 
Paid Foster Parent Leave 
• Subject to the staff member providing appropriate documentation confirming that they are acting as the 

primary care giver of a foster child, the University provides for 6 weeks leave at 50% the normal rate of 
pay if the child is younger than 5 years and 3 weeks on half pay if the child is 5 years or over. 

 
 



 

 

Partner Leave 
• Full time and part time continuing and fixed term contract staff who submit a certificate from a registered 

medical practitioner of their partner’s pregnancy, or a certificate of adoption, are entitled to 10 days paid 
leave, regardless of gender. 

 
Post-Natal Arrangements 
• The provision of reasonable breaks in paid time for lactation purposes. Multi access suites provide a 

dignified, private and appropriate space that supports the needs of parents, breastfeeding mothers, and 
people with disabilities or medical conditions who need an area to rest or to conduct disability-related 
cares. 

 
Phased In Return to Work 
• Upon return to work from maternity/adoption/child rearing leave, the staff member may work a reduced 

fraction of full time hours (0.6 for full time staff) and will be paid a full time salary for a period of 8 
weeks. This provision is calculated on a pro rata basis for part time staff, and specific provisions will 
depend on each individual staff member. 

 
Child Rearing Leave 
• In addition to maternity, adoption and parenting leave, a further 52 weeks of unpaid leave for the care of 

a pre-school child up to the age of 6 – open to the parent exercising parenting responsibilities. Staff may 
apply for an extension beyond the 52 weeks entitlement. 

 
Family Responsibility Leave 
• A staff member (excluding casual staff) is entitled to 9 paid days of leave per year for the purpose of 

providing for: 
o Carer responsibilities 
o Compassionate/bereavement 
o Other special personal circumstances. 

This leave is available where a staff member is unable to attend work because of the above responsibilities 
for a child, spouse or partner, parent, grandparent, grandchild. 

• A further 2 days of compassionate leave may be provided, once family responsibility leave is exhausted, 
for each occasion when a family member (as defined above) experiences the following; 
o Contracts or develops a personal illness that poses a serious threat to his or her life 
o Sustains a personal injury that poses a serious threat to life 
o Dies. 

 
Carer’s Leave 
Paid Carer’s Leave 
• A staff member (excluding casuals) may take up to 10 days of their accrued personal (sick) leave per 

year to accommodate the needs of a person in their primary care. 

Unpaid Carer’s Leave 
• If all paid family responsibility and paid carer’s leave are exhausted, a staff member (excluding casuals) 

is entitled to a period of up to 2 days unpaid leave for each occasion when a family member requires care 
or support, due to circumstances such as: 
o A personal illness, or injury of the person 
o An unexpected emergency affecting the person. 

 
 



 

 

Special Leave  
Special Leave with Pay 
• Up to 3 days for ‘urgent pressing necessity”. 
 
Other leave types that can be taken at full pay include: 
• Military leave 
• Moving house 
• Participation in national and internationals sporting events 
• Jury service 
• Emergency Service work and training 
 
Special Leave without Pay 
• Negotiated on an individual basis. 
 
Cultural Leave 
• Staff can access up to 2 days of recreation, long service leave or leave without pay for cultural leave. 
• Indigenous Australian staff can access up to 10 hours in a calendar year to attend the National Aboriginal 

and Islander Day of Observance Committee (NAIDOC) /cultural week activities. 
 
Substitution of Recreation Leave Loading for Extra Recreation Leave 
Staff may elect to receive 4 days leave in addition to 20 days recreation leave per annum in lieu of a payment 
of recreation leave loading. 
 
Purchased leave arrangements 
Staff may choose to ‘purchase’ additional leave through a reduction in salary. The staff member’s annual 
salary, reduced by the period of leave without pay is spread evenly across the year on a fortnightly basis, e.g. 
48/52 weeks. 
 
Study Leave 
Academic and professional staff are supported by the University in undertaking further study. Academic staff 
can take up to 6 months paid study leave, and professional staff can access up to 6 hours per week or 10 days 
per calendar year to engage in further study. 
 
Accrued time off 
At the end of each year the University has restricted operations over the Christmas and New Year period. 
The commitment of a full time professional staff member to the University is 36.75 hours per week. The 
accumulated time off system requires staff to work 37.5 hours per week in order to accrue 4 days paid leave 
over the Christmas/New Year period. 
 
Flexibility Arrangements 
 
The University of South Australia maintains its commitment to employees through the adaptation of flexible 
work practices in every day work structures. The University has established a range of work options both to 
address the trends and profile of the workforce, and to support the balance of career and life dynamics. 
Options include: 
 
Flexible hours 
The work hours of the University are 7am – 7pm, to cater for business needs and to allow for variations in 
start and finish times for non-academic staff. Staff may negotiate to work the standard 37.5 hours/week in a 



 

 

variety of configurations. In addition, where business needs require professional staff at lower and middle 
levels to work in addition to the 37.5 hours per week, they may take the accumulated time off at a time 
convenient to both the staff member and manager.  
 
Job Share 
The University actively supports job share arrangements for part-time staff and has witnessed an increase in 
this type of employment arrangement in recent times. Job share arrangements are a successful way of 
utilising part time staff in positions that require full time occupancy. 
 
Pre-separation Contracts 
Through the workforce planning process, the University may offer, or a continuing (permanent) staff 
member may apply to have his/her continuing appointment changed to a non-renewable fixed term 
appointment for a period of up to five (5) years in exchange for a salary loading. These are often referred to 
as pre-retirement contracts.  
 
Working from home 
Where it supports the business needs, the University supports staff members to work from home. Guidelines 
have been developed to regulate Occupational Health, Safety and Welfare issues, and specific arrangements 
in adherence to these guidelines are negotiated between the staff member and relevant manager. 
 


