INDUSTRIAL OFFICE - ANNUAL REPORT

Progress and Achievements during 1994
•

Award provisions, Personnel Policies and Procedures

The monitoring of the University's Award provisions, personnel policies and procedures
and the implementation of the General Staff Agreement, continue to be a prime
responsibility for the Industrial Office. The Office also provides training in recruitment
procedures for general staff by delivering the StaffSelection Briefing Program, in
conjunction with the EEO Co-ordinator.
During the year a Supervisors' Handbook was completed by the Industrial Office which
has been widely distributed throughout the University. The Handbook provides a
comprehensive coverage of all personnel policies and procedures and Award conditions.
This document is also available to staff on-line through the Campus Information System.

•

Disputes and Grievances

The number of formal disputes, that is those notified to the Australian Industrial Relation
Commission, was minimal, which reflects the success of the preventative measures taken
by the Industrial Office, in particular the use of Work Performance and Conduct
Agreements. However, the number of grievances and in-house disputes continued to rise.
Most were resolved satisfactorily, some only after protracted conflict resolution
processes. There seems to be a growing trend by aggrieved staff to seek legal
representation or to lodge complaints with the ACT Human Rights Commission.

•

Award Restructurin g

The number of General staff classifications have been reduced to ten and during 1994 all
General staff positions were moved to the ANU Officer Grades. Consistent with Section
3.4 of the General Staff Agreement 1993 the University established joint working groups
with the Unions to develop and agree on secondary work level descriptors for each of the
ANU Officer Grades. The secondary descriptors, covering all General Staff classification
streams, have been used in conjunction with Papers 2500/1994 and 756/1994 for the
classification of positions at the ANU since 1 September 1994. The secondary
descriptors will be reviewed in consultation with the Single Bargaining Unit (SBU) by the
end of August 1995. Both the University and the Unions are pleased that the negotiation
and implementation of the secondary descriptors went smoothly, an experience not
shared by some other universities.
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•

Job Evaluation and Recruitment

The 1993 ANU General Staff Agreement implemented new procedures for
reclassification and job evaluation which were designed to
• emphasise the role of Council Delegates as the decision-makers,
• provide for greater local area input to the process,
• provide a role for unions in the reclassification system, and
• expedite the reclassification processes.
The procedures have been in use since March 1993 and have greatly improved the
efficiency of the reclassification process. In 1994, 142 requests for reclassification
review were registered (45 less than in 1993) and on average these were completed
within 21 working days.
345 General staff positions were advertisied in 1994 (317 in 1993. The Industrial Office
closely monitored the use of fixed-term and casual appointments to ensure compliance
with the revised definitions contained in the 1993 Agreement. As a consequence a
number of long running fixed-term appointments have been converted to continuing
appointments and a significant number of casual appointments have been converted to
continuing part-time or fixed-term.

•

Rehabilitation, Redeployment and Job Rotation

The Industrial Office has continued to be involved with the rehabilitation and
redeployment of University staff members in 1994, working closely with the Worker's
Compensation section and the Adviser to Staff. Despite the ongoing difficulty of finding
placements for staff requiring rehabilitation or redeployment, of the twenty placements
needed, thirteen were arranged either on a continuing or temporary basis
There was very little activity under the Job Rotation Scheme in 1994. The scheme is to
be replaced by the Career Development Scheme which it is hoped should be in place by
mid 1995.
•

Redundancies - General Staff Positions

32 General staff positions were declared redundant during 1994 with 30 of the 32
occupants ceasing their employment on or before 31December1994 ..

•

Staff Participation in Decision Making

At the October 1994 meeting of Council the amended recommendations of the
Participation in Decision Making Working Party were approved. (It had become clear
that the original recommendations of the Working Party were meeting with some
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opposition from the academic boards; in particular, the concept of general staff having
representation on these bodies.) While members of the Working Party expressed concern
about the need to alter the original document, it was recognised that what has been
achieved is the start of a process which hopefully will develop to a stage where
participation in decision-making is accepted as the norm.
As recommended by the Working Party, the new University Staff Consultative Committee
(USCC) has replaced the previous General Staff Consultative Committee with an
expanded membership which includes representatives of management and unions as well
as the elected general staff and academic staff representatives on the Council. It has been
agreed that the operation of the local area consultative committees will be reviewed by
the Vice-Chancellor before the end of 1995 and that the USCC will have a major role in
that process.

•

Abolition of Compulsory Age Retirement

The abolition of compulsory age retirement for academic staff at the ANU will take
effect from early 1996, under the ACT Discrimination Act 1991 . Existing provisions will
apply through to the end of 1995, including current arrangements which provide for reappointment of staff on a temporary basis after age 65.
General staff are not affected by the ACT Act as The Australian National University
Employees (General Conditions of Employment) Award 1980 prescribes age 65
retirement and the Award takes precedence over ACT legislation. The relevant Award
clause is unlikely to survive beyond the review of all Awards currently underway by the
AIRC.

In the meantime the Deans and Heads of Research Schools have established a planning
group to devise non-discriminatory strategies for ensuring staff tum-over and the group's
immediate focus in on Academic staff.

•

Community Activities

During 1994 approximately 30 people with disabilities (clients of Commonwealth
Rehabilitation Service) have been involved in workplace assessments and workplace
training at the ANU and a small number have been offered employment at the University.
As a consequence, the ANU received the Prime Minister's ACT Employer ofthe Year
Award 1994 "in recognition of outstanding commitment to the employment of people
with disabilities".
The Industrial Office organises the ANU's participation in the some of the Government's
Working Nation Programs. Prior to January 1995 twelve people who had been
unemployed for six months participated in on-the-job training at ANU. We have also
employed 17 people under the JOBST ART Program for long term unemployed people.
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•

Campus Information System

The ANU Industrial Office file on the Campus Information System has been extended to
include the majority of the ANU's industrial-related documents, eg Conditions of
Employment, Policy and Procedure Papers, Supervisors' Handbook, the 1993 General
Staff Agreement and Secondary Classification Descriptors. These are available to staff
either for viewing or transfer to their personal 'Word' file.

Major Issues Facing the Industrial Office
•

Enterprise Bargaining

Enterprise Bargaining has been a major issue facing the Industrial Office for several years
now. However, there is no doubt that 1995 will be the crucial year. Logs of claim from
the Unions and the University have been exchanged and the initiation of the bargaining
period has been formally notified to the AIRC. In addition to formal negotiations, the
gathering and dissemination of information and the education of staff in enterprise
bargaining processes are likely to dominate industrial relations at the University during
1995. To provide financial assistance in this enormous task, the ANU and the Unions
have prepared a joint submission to the Department of Industrial Relations for a grant
under the Workplace Bargaining Program. The grant application has focussed on a
variety of projects which include a survey of staff with family responsibilities, TQM
training, education of work groups in enterprise bargaining processes, and preparation of
a research paper on the measurement of productivity in the higher education industry.
Obviously if our application is unsuccessful, these projects will not proceed.

•

Unsatisfacto ry Work Performance or Conduct

It has been recognised that the process of identifying and addressing unsatisfactory work
performance or conduct is an important, yet often difficult, responsibility for supervisors .
Further to the disciplinary procedures developed jointly with the Unions in 1993, there is
an urgent need to ensure that supervisors are aware of their obligations during
probationary periods. Some guidelines for supervisors have been included in the
Supervisors' Handbook. However, it is intended to prepare and issue guidelines to
supervisors on each occasion a person on probabtion is appointed to their area.

•
Conflict Resolution & Grievances
The first month of 1995 has indicated that conflict and grievance resolution will be a
highly resource intensive activity for the Industrial Office (and other areas of the
University such as the Adviser to Staff, the Counselling Service and the EEO Coordinator). A panel of staff members selected from across the Campus are currently
receiving Conflict Resolution training from the Head of the Counselling Centre and it is
hoped that these people will be able to share some of the work load. Where the conflict
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or grievance has industrial implications however (and to date most do) then they will
need to be handled by Industrial Office staff

•

Work and Perform ance Review Scheme

Final negotiations on the wording of particular segments of the Scheme have now been
completed and the documents submitted for form design. It is anticipated that
implementation and monitoring of the Scheme will require significant involvement of
Industrial Office staff during 1995, including facilitation of educational sessions and
resolution of any consequent grievances or conflict.

•

Career Development Scheme

Following consultations with the Senior Administrative Officers and the Unions during
1994, it is proposed that the Career Development Scheme will operate in conjunction
with the Work and Performance Review Scheme. The final documents are to be
submitted to the SAO group in the early part of 1995.

Trainin g and Staff Development
Program Description
Conflict Resolution (2 day w/s)
Conflict Resolution training (on-going)
DIR Conference on Competency Standards
in the Public Service
HRM & Career Development w/s
Giving and Receiving Feedback
Managing Difficult Situations
Report Writing
Role of the Supervisor
Managing Under Performance
Balancing the Partner ship- Work and Family
Resolving Work and Family Issues
Employment and Termination Issues
AHEIA IR & Personnel Practitioners Conf
AHEIA Enterprise Bargaining Seminars
Word for Windows, CSC

Particip ant
Lesley Hayes
Anne Cavanagh, Lesley Hayes
David May
David May
Rosemary Semmens
Pam Shakespeare
Andrew LeFevre
Pam Shakespeare
Rosemary Semmens
LynLak er
Lyn Lakier
Brenda Ballantyne, Rosemary
Semmens
Anne Cavanagh
Anne Cavana gh
Lesley Hayes, David May, Anne
Cavanagh, Rosemary Semme ns

