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University academics are expected to contribute to the university in three main ways: 
teaching, research, and engagement (including academic service). This expectation is 
embedded in the PDR process. If an individual staff member is not research active HoDs are 
required to discuss this with the staff member either during a PDR interview or at a formal 
meeting and establish a process for resolving the issue. This document sets out the process to 
be followed in cases where a staff member has not met the Faculty of Arts research active 
criteria over the last 24 months. The Faculty of Arts research active survey will be used to 
identify relevant staff.  
 
1. Discuss the issue with the staff member and determine if there are any mitigating 
circumstances (e.g. problems with workload allocation; or personal circumstances such as 
illness, carer responsibilities, bereavement, and divorce).  
 
2. In discussion with the staff member, determine the staff member’s preference to be 
designated: 

a) teaching-intensive (i.e. 80% teaching, 20% service) for a specified period  
OR b) teaching and research load (40% teaching, 40% research, 20% service or other 
agreed teaching and research workload that is consistent with the Academic Staff Enterprise 
Agreement and Faculty Workload model). 
 
3. If a), then the staff member should confirm in writing with the HoD that their preference 
is for a teaching-intensive workload. The HoD will then confirm this arrangement and notify 
HR. Staff members who are designated as having a teaching-intensive workload will not be 
expected to conduct research and will be excluded from the staff list for ERA assessments.  
 
A staff member on a teaching-intensive workload will have their workload discussed and set 
annually as per the faculty workload allocation model. Before the workload allocation 
changes to a different model in the future to include research again, the staff member, the 
HoD and the Associate Dean (Research) must discuss the arrangements that will be put in 
place to enable the staff member to become research active again. The steps outlined below 
will then apply in these circumstances. 
 
4. If b), then the staff member should provide an outline of their research plans and actions 
for the coming 12 months to the HoD and the Associate Dean (Research) for consideration 
and approval. 
 
5 If, after consideration by the HoD and the Associate Dean (Research), b) is not approved 
then the HoD needs to meet and discuss other alternatives with the Staff Member.  
 
6. If, after consideration by the HoD and the Associate Dean (Research), b)is approved then 
the HoD in consultation with the Associate Dean (Research) should establish a mentoring 
arrangement between the staff member and a senior colleague. This could be the HoD or, if 
more appropriate another senior academic from the department or from another 
department in the Faculty. As the mentoring role is time-consuming, the work of mentors 
should be recognized in workload allocations. 
 
The mentor will work with the staff member to: 

• Set research goals for the next 12 months 
• Develop a timetable for meeting these goals 



• Establish the forms of assistance required to meet these goals.  

The staff member (with the support of the mentor) may apply to the Faculty Research 
Committee for an assistance support package, to be funded 50% by the department and 50% 
by the faculty. Support packages up to a maximum of $ 2,500 may be applied for to fund 
items such as: travel support for a conference presentation; marking relief etc.  
 
The mentor will be expected to meet regularly (e.g. once a month) for discussions about their 
colleague’s research and to provide feedback on written work. Another effective way for 
mentors to provide assistance may be to work with their colleague to develop a co-authored 
conference paper or journal article. 
 
At the end of 12 months, the staff member will provide a written report on the outcome of 
any faculty support provided and on their performance in meeting the agreed research goals. 
This report will be reviewed by the HoD and Associate Dean (Research).  
 
At the review stage, if the staff member has met his/her research goals, a decision will be 
made concerning whether to continue the mentoring arrangement for another 12 months. 
(Note: mentors may request to be relieved of their mentoring responsibilities after 12 
months, in which case another mentor may be appointed.) 
 
If the staff member has not met his/her research goals and there are no extenuating 
circumstances, the process outlined above may be repeated for another 12 months. If at the 
end of the further 12 month period these goals have still not been met, then the staff member 
may be offered the opportunity to take up a teaching-intensive contract or their performance 
will be referred to their supervisor for appropriate action.  
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