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Remuneration
Policy

1 Purpose

The purpose of this Policy is to —

express the various pay related entitlements and discretionary allowances and payments to Employees;

support the attraction, development and retention of high quality Employees;

support an environment where Employees are valued and acknowledged for their contribution to the University; 

promote the recognition and reward of high performance by Employees; and

promote competitive remuneration for skills that are in high demand.
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This policy is to be read in conjunction with the following —

Delegation of Human Resources Authority

the relevant Service Directory entries; search for —

salary progression

salary packaging

higher duties allowance

additional responsibilities allowance

discretionary allowance

bonus payment.
2 Scope

2.1 Institutional Scope

The scope of this Policy applies to the entire University.

2.2 Individual Scope

The scope of this Policy applies to all Employees.
3 Pay Progression 

The University will provide eligible Employees with incremental progression or salary progression in accordance with an applicable enterprise agreement. 
3.1 Incremental progression

Employees covered by an enterprise agreement, excluding Casual Employees, will be eligible to proceed by annual increments from one step to the next within the classification level of their position, up to the maximum step of the salary range, subject to satisfactory performance, and in accordance with the terms of the applicable enterprise agreement.

Subject to the terms of the applicable enterprise agreement, an Employee will be eligible for incremental progression on the anniversary of their appointment to the University. An Employee’s incremental due date will change when —

an Employee is appointed to a vacant position at a higher classification level;

an Employee's position is reclassified to a higher level; or

an accelerated increment is paid in accordance with the applicable enterprise agreement, at a date other than at the existing incremental date.

An Employee’s incremental due date will be extended by the period of any leave without pay which is longer than two weeks, subject to the terms of the applicable enterprise agreement.

Subject to the terms of the applicable enterprise agreement, deferred salary leave will not count as service for purposes of incremental progression.
Where it can be demonstrated that exceptional circumstances exist or that an Employee has performed their duties in an exceptional rather than competent manner, the University may advance an Employee more than one Increment or grant a special increment or increments in the salary range appropriate to the classification of the position occupied.

Applications for an accelerated increment must be recommended by an Employee’s Supervisor/Manager and approved by the Vice-Chancellor or their approved Delegate.

Accelerated increments will not normally be considered in the first year of an Employee’s initial appointment.

Exceptional performance must be established by a Performance Review Process conducted within three months prior to the accelerated Increment application.

An accelerated increment will generally be paid at the Employee’s normal increment due date. At this date the Employee will be advanced by two steps rather than one. 

If the Employee is already at the maximum of the salary range or if there is no Incremental range for the position, alternative performance recognition may be considered.

3.2 Salary Progression 

Professional and General Employees, excluding Casual Employees, may be eligible for salary progression in accordance with the provisions of The University of Western Australia Professional and General Employees Agreement 2017 (as amended or replaced from time to time) (Professional and General Agreement).

Where a salary progression allowance is payable in accordance with the Professional and General Agreement, the allowance will —

be paid as a temporary, renewable allowance; and

attract superannuation contributions by the University at the minimum rate payable in accordance with applicable superannuation legislation.

Payment of a salary progression allowance is subject to ongoing excellent performance and/or ongoing requirements for additional duties.

Salary progression allowances will be reviewed annually and may be increased by annual increments to the penultimate point of the level to which progression has been approved. 
The Director of the Employee’s Business Unit or equivalent will be responsible for reviewing the status of an Employee’s salary progression allowance annually, as part of the Performance Review Process.
If as part of a Performance Review Process it is recommended that an Employee’s salary progression allowance increase to the next salary point, the Director or equivalent will be required to confirm the continuance of the Employee’s ongoing excellent performance and/or ongoing requirements for additional duties. 
If as part of a Performance Review Process it is demonstrated that the Employee is no longer exhibiting excellent performance or performing ongoing additional duties, the Director or equivalent will inform the Employee and the Employee will have the right to submit relevant documentation in response, before a decision is made as to whether the salary progression allowance is continued, increased or ceased. 

Where Employees are in receipt of a salary progression allowance and become subject to formal unsatisfactory performance/behaviour procedures, the allowance will cease the first complete pay period immediately following the Employee being advised in writing of the decision to commence the procedures.

Where an Employee whose salary progression is approved and transfers or is seconded to another position at the same level, the Salary Progression Allowance will cease accordingly —

for outstanding performance - after 6 months of being transferred or seconded.

for ongoing additional duties - from the commencement of the transfer or secondment.

4 Salary Packaging 

Eligible Employees may apply to access Salary Packaging, which the University recognises as a significant attraction and retention benefit.
Salary Packaging means a voluntary arrangement between an Employee and the University, where the Employee agrees to forego part of their salary before tax in return for the University providing benefits of a similar value.
Salary Packaging will be available to Employees (excluding Casual Employees) with an ongoing position or with a remaining fixed term contract period of three or more months.
Any Salary Packaging arrangement will be entered into in accordance with the relevant terms of an Employee’s employment contract or applicable enterprise agreement.

4.1 Salary Packaging Agreement
To access Salary Packaging, Employees will be required to enter into a Salary Packaging Agreement with the University. 

All Salary Packaging must be entered into prospectively.

Any earnings that are not subject to superannuation such as leave loading, overtime, casual payments and higher duties allowances cannot be packaged. 

A single Salary Packaging agreement will cover all Salary Packaging at any particular time.

Once a Salary Packaging agreement has been signed, it will remain active and include future items. When adding new items to an existing Salary Packaging agreement, it will be that Employees' responsibility to familiarise themselves with current University policy, procedures and guidelines relating to Salary Packaging.

A new Salary Packaging agreement will be required for any additional packaging when there has been a break in service of greater than six weeks. 

Fringe Benefits Tax (FBT)

All Salary Package items offered by the University will be Fringe Benefits Tax (FBT) exempt, except for motor vehicles, which attract concessional tax.

Only one of each type of Work Related Item may be purchased in any FBT year (April to March; For instance, it would not be possible to package a tablet device and a laptop computer within the same FBT year).

Employees with Salary Packaged Work Related Items must declare that the item is used primarily for work purposes and the necessary documentation must be signed by both the Supervisor / Manager and the Employee.
5 Overpayments

Overpayment means any amount including but not limited to salary, wages, stipends and allowances, paid to an Employee that the Employee is not entitled to.

Where an Overpayment occurs, the University may recover the Overpayment from the overpaid Employee. 

It is the equal, shared responsibility between Human Resources, Staff Resources, the Business Unit and the Employee to identify and report any Overpayments (regardless of how the Overpayment occurred) to ensure the error is rectified and recovered in a timely manner. 

Overpayments to an Employee will be managed in accordance with the terms of the applicable enterprise agreement, where relevant. 

The University and the Employee may agree to a proposed recovery arrangement. However, generally it is expected that an Employee will repay an overpaid amount in full, or by fortnightly instalments at the rate the Overpayment occurred or at 10% of the Employee’s gross fortnightly salary, whichever is the lesser amount. 

The amount of repayment will only be varied on the grounds of financial hardship on approval of the Director, Human Resources.

Employees who subsequently cease employment with the University and have not yet repaid the full amount, will have the Overpayment recouped from their final salary payment or termination payment. Where the Overpayment is greater than the Employee’s final salary or termination payment, the Employee must arrange to repay the outstanding balance.
Overpayments that are not repaid by an Employee may be recovered by the University as a debt, in accordance with Finance Operation’s debt recovery processes for repayment of monies owed to the University. Payment of all relevant fees and charges incurred by the University as part of debt recovery will be sought from the Employee in addition to the amount of the Overpayment. 

6 Allowances and Payments 

To meet its commitment to attract and retain highly skilled Employees, recognise Employee’s contribution to the University and reward outstanding performance, the University may provide eligible Employees with allowances and payments in accordance with this section.
Allowances and payments will be approved in accordance with the Delegation of Human Resources Authority. 
6.1 Higher Duties Allowance 
6.1.1   Nature of Allowance 
Professional and General Employees, ELICOS Employees and Child Care Employees, excluding Casual Employees and Academic Employees, may receive a higher duties allowance in accordance with the terms of the applicable enterprise agreement. 

A higher duties allowance will generally be payable when an Employee is directed to act in a higher level position or perform all or some of the duties that normally form part of a higher level position.
A higher duties allowance will be calculated as the difference between an Employee's current salary and the minimum salary point for the higher position. Where no difference exists, no allowance shall be payable.

A higher duties allowance may be paid in full or in part, in accordance with the terms of an applicable enterprise agreement. Where a full-time commitment to undertake all of the duties of the position is required, the allowance will be equivalent to the difference between 100% of the applicable salary for the higher level position and the Employee’s salary.

Where a partial higher duties allowance is to be paid, it will be negotiated with the Employee before the Employee starts performing the higher duties, in accordance with the terms of the applicable enterprise agreement.

A partial higher duties allowance will be appropriate in the following circumstances —

when an Employee is directed to perform only part of the full range of duties of the higher position (e.g. due to a cyclic or seasonal variation);

when the higher duties are to be shared between two or more people; or

where it is decided that some duties of the acting position are not to be performed.

A higher duties allowance will only be approved for a minimum period of five consecutive working days or more. In normal circumstances, a higher duties allowance will only be approved for a period up to three months in the first instance and will be reviewed prior to renewal.
6.1.2 Higher duties allowance and other entitlements
A higher duties allowance will be paid to an Employee who is on paid leave in the following circumstances (and otherwise in accordance with the applicable enterprise agreement) —
the Employee has been receiving the allowance for a minimum period of twelve months or more and goes on annual leave for a period of 4 weeks or less, or other paid leave of not more than one calendar month;
the Employee has been receiving the allowance for a period less than twelve months and goes on annual leave for a period of 4 weeks or less, or other approved paid leave of not more than one calendar month, no other Employee will undertake the acting duties during this period, and the Employee resumes the higher duties immediately after returning from leave.
An Employee receiving a higher duties allowance who is required to undertake paid overtime in accordance with an applicable enterprise agreement, shall be paid for the overtime at a rate incorporating the higher duties allowance if the duties relate to the higher position.

If an Employee has been receiving a higher duties allowance for the same level for a period of twelve months, they will be entitled to receive an increase in the allowance equivalent to a salary increment advancement relevant to the higher position, in accordance with the terms of the applicable enterprise agreement.

If, over the 18 months preceding the commencement of a higher duties position, an Employee has received a total of 12 months (non-continuous) higher duties allowance, (at the same level or higher) they will qualify to commence on the next salary increment.
6.2 Additional Responsibilities Allowance 

Nature of Allowance

An additional responsibilities allowance (ARA) may be paid to Employees undertaking discrete tasks or duties which arise from time to time which are recognised as additional to the negotiated duties in their existing position at the University.  

An ARA will be approved for a term of up to three months in the first instance.  Prior to any request for the payment to be extended, the Employee’s Supervisor / Manager must review the discrete task or role and establish there is a requirement for the additional duties to continue for a further period. 

Access to an ARA is not an entitlement and the duration of the allowance may be varied according to circumstances and performance. 

In the case of Professional and General Employees, in circumstances where the additional duties represent a sustained change in duties such that the requirements and responsibilities of an Employee’s position are no longer in accordance with the position’s classification level, reclassification in accordance with the Professional and General Agreement would be appropriate, rather than an ARA.  

In the case of Professional and General Employees, ELICOS Employees and Child Care Employees, in circumstances where the additional duties would normally form part of an existing higher level role, a higher duties allowance will be the appropriate payment for the additional duties.

Value of the Allowance

An ARA will be paid fortnightly and does not attract superannuation contributions by the University.

Academic Employees

In the case of Academic Employees, additional duties which require the payment of an ARA may include summer semester or offshore off-load teaching.

A dollar value for the additional duties will be negotiated with reference to the amounts of payments made for similar duties in the University.

Schools must ensure funds are available prior to recommending an ARA, particularly for grant funded positions where funds may be restricted to a particular point range.

6.2.1 Professional and General Employees

When determining the dollar value of an ARA, the additional duties must be assessed against the classification descriptors specified in the Professional and General Agreement.  This is important as the additional duties may eventually evolve into part of the negotiated duties of the Employee’s existing position.  In these circumstances the value of the additional duties will form part of the evaluation for reclassification at that time.

The Supervisor or Head of School/Director may seek guidance from the Talent Team when determining the appropriate level of allowance.

6.3 Designated Role Allowance

Academic Employees who perform designated University roles such as Chair of the Academic Board, Chair of Discipline or (in some circumstances) Directors of Centres may receive a designated role allowance. A designated role allowance will be paid as an ARA. 

The allowance will be approved for the term of the designated role.

When determining the dollar value of a designated role allowance, the Head of School must consider the additional tasks of the designated role and the amounts of payments made for similar duties in the University.

Schools must ensure that funds are available prior to recommending a designated role allowance, particularly for grant funded positions where funds may be restricted to a particular point range.

6.4 Discretionary Allowances and Payments
Discretionary allowances may be granted to attract and retain Employees who have special skills or expertise, address altered market conditions and/or to recognise and reward outstanding performance, and include —

attraction allowance;

retention allowance;

market allowance;

performance allowance; and

bonus payments.

Discretionary allowances will be recommended in accordance with the University’s principles of Equity and Achievement Relative to Opportunity, the Organisational Development Policy and Organisational Development Guideline and the relevant Business Unit’s operational priorities and strategic plan.

In conjunction with the Delegation of Human Resources Authority, no Delegate will be authorised to approve an allowance or payment to a direct report or if an actual or reasonably perceived conflict of interest exists. 

In considering and approving recommendations for any discretionary allowance the Executive will take into account the existing distribution of allowances within the School/Business Unit, the reasons for the recommendation, current remuneration of the Employee and any other relevant factors. 

If the Executive does not agree with a recommendation for a discretionary allowance or payment, the Head of School/Director will be notified in writing. The Head of School/Director may request a review of the decision by the Executive, through the Director, Human Resources. 

Temporary discretionary allowances will attract superannuation contributions by the University at the minimum superannuation guarantee rate provided for in Superannuation Laws. 

Ongoing discretionary allowances will attract superannuation contributions by the University either at the minimum superannuation guarantee rate provided for in Superannuation Laws, or the superannuation contribution rate at the rate prescribed by an Employee’s employment contract or applicable enterprise agreement, whichever is higher. 

When an Employee in receipt of a discretionary allowance or payment —

receives an increase in Base Salary as a result of academic promotion or reclassification in accordance with the provisions of an applicable Agreement; or

is awarded a separate discretionary allowance or payment,  

the allowance or payment will be reviewed to determine if it continues to be appropriate.  The allowance would ordinarily be rescinded or reduced at this time.

Base Salary means the Base Salary an Employee is entitled to in accordance with their employment contract or, where an enterprise agreement applies, the Employee’s annual Base Salary not including any applicable allowances, loadings or penalties.  

Superannuation Laws means the Superannuation Guarantee (Administration) Act 1992 (Cth) and any other applicable superannuation laws as amended or replaced from time to time.

6.5 Attraction Allowance

Employees, excluding Casual Employees, may receive an attraction allowance where, at the time of the Employee’s appointment, the University identifies a demonstrated need to offer a salary above that specified in the relevant pay scale in an applicable enterprise agreement, taking into account the market conditions and the need to attract the expertise of a particular individual.

An attraction allowance will be paid as a fixed dollar sum. However, at an Employee’s request and at the University’s discretion, may be provided as a non-pecuniary benefit, such as — 

for Academic Employees, payment to a research account;

study assistance;

conference attendance; and/or

other professional development opportunities.

Where the provision of an attraction allowance is approved, the allowance provided must be specified in the applicant’s employment contract. 
An attraction allowance will be provided for the term of the appointment in the role for which the allowance is offered. 

A pecuniary attraction allowance is an ongoing allowance and will attract superannuation contributions by the University at the relevant rate prescribed by an Employee’s employment contract or enterprise agreement.
Retention Allowance

The University may decide to provide an Employee, excluding Casual Employees, a retention allowance where the Employee receives a verified offer of employment from another organisation, the purpose of which is to retain high quality talent.

A retention allowance will be paid as a fixed dollar sum.

A retention allowance is an ongoing allowance and will attract superannuation contributions by the University either at the minimum superannuation guarantee rate provided for in Superannuation Laws, or the superannuation contribution rate at the rate prescribed by an Employee’s employment contract or applicable enterprise agreement, whichever is higher.

When an Employee receives an increase in Base Salary as a result of academic promotion or reclassification in accordance the provisions of an applicable enterprise agreement, the performance allowance will be reviewed to determine if the allowance or level of the allowance continues to be appropriate. The allowance may be rescinded or reduced at this time.

6.6 Market Allowance

An Employee, excluding Casual Employees, may receive a market allowance where evidence is provided of —

difficulty in recruiting or retaining the Employee or Employees working in the Employee’s role, where there is a demonstrated market demand for their professional skills or expertise; or
market conditions having altered during the Employee’s appointment in their role. 

In determining whether to provide an Employee a market allowance, the University will consider — 
whether the Employee is receiving any other allowances or benefits; and 
any performance or conduct issues related to the Employee that the University considers relevant.
Market allowances will be paid for a term not exceeding three years, as a fixed dollar sum. Changes in an Employee’s Base Salary will not affect the amount of a market allowance payable to the Employee. 

A market allowance will cease at the end of its term. Any subsequent application for a further market allowance will be subject to applicable University policy at the time of application. 

During the term of a market allowance, the allowance will be regularly reviewed having regard for movements in relevant markets and the amount of the allowance may be increased, decreased or rescinded at the University’s discretion. 
A market allowance will be temporary, and attracts superannuation contributions by the University at the minimum superannuation guarantee rate provided for in Superannuation Laws.
6.7 Performance Allowance 

Employees, excluding Casual Employees, may be entitled to receive a performance allowance, in recognition of outstanding performance.

Performance allowances will not be provided  for recognition of meeting the expected requirements of an Employee’s role. A Performance allowance will only apply where an Employee performs outstandingly and/or beyond the expectations of their role.

Applications for a performance allowance may be made where overall outstanding performance is identified through the Performance Review Process.

Performance allowances will be a fixed dollar sum not normally greater than 5% of the Employee’s Base Salary (excluding applicable superannuation).

Performance allowances may be approved for a twelve month period, or in exceptional circumstances for a two year period and attracts superannuation contributions by the University at the minimum superannuation guarantee rate provided for in Superannuation Laws.
For Employees covered by an enterprise agreement, performance allowances will not normally be paid when the Employee has not reached the top of the salary range for their position. An accelerated incremental progression is the most appropriate reward for outstanding performance in this circumstance. Professional and General Employees may also be eligible to apply for salary progression.

Performance allowances will recognise the outstanding contributions of Employees at all levels, not just those who, for a particular reason at the time, have a higher profile than their colleagues.
When considering whether it is appropriate to award a performance allowance, any other allowances or benefits the Employee is receiving must be considered by the approved Delegate.

When an Employee receives an increase in Base Salary as a result of academic promotion or reclassification in accordance the provisions of an applicable enterprise agreement, the performance allowance will be reviewed to determine if the allowance or level of the allowance continues to be appropriate. The allowance may be rescinded or reduced at this time.

The University may cease payment of a performance allowance where an Employee is subject to disciplinary or unsatisfactory performance procedures.
Bonus Payments
Bonus payments will be considered to recognise outstanding performance beyond the expectations of the role, outstanding performance on a particular task, or on achievement of negotiated stretch outcomes.  

Bonus payments will not be considered for recognition of meeting the expected requirements of a role.  

Employees, excluding Casual Employees, may be eligible to receive a bonus payment.

Bonus payments will be a flat sum one-off payment which would not normally exceed 5% of an eligible Employee’s Base Salary.

Bonus payments may also be paid as a non-pecuniary benefit such as — 

for Academic Employees, payment to a research account;

study assistance;

conference attendance; and/or

other professional development opportunities.

Bonus payments will attract superannuation contributions by the University at the minimum superannuation guarantee rate provided for in Superannuation Laws.

An eligible Employee’s Supervisor / Manager may recommend the Employee receive a bonus payment when — 

overall outstanding performance has been demonstrated.  The Performance Review Process will be the appropriate mechanism for this assessment,

negotiated stretch outcomes have been achieved; or

on completion of a particular discrete task beyond the normal expectations of the role. 

Bonus payments will recognise the outstanding contributions of Employees at all levels, not just those who, for a particular reason at the time, have a higher profile than their colleagues.

Bonus payments will be paid either to an individual eligible Employee or to a group of eligible Employees.
6.8 Distinction Allowance 

(A). Australian Academy means an Australian Academy including —
(1). Australian Academy of the Humanities;

(2). Australian Academy of Science;

(3). Academy of Social Sciences in Australia; and

(4). Australian Academy of Technology and Engineering. 

(B). Employees, excluding Casual Employees, who are members of an Australian Academy may be eligible to receive a distinction allowance, as a means of recognising their exceptional performance. 

(C). Distinction allowances will be paid up to a maximum of $10,000 per annum. This may be paid as a single annual amount or fortnightly in their salary. The allowance will not attract superannuation contributions by the University.

(D). An eligible Employee may elect to have the payment made to a School Research Account, subject to a written agreement being made between the Employee and the Head of School specifying how the allowance will be used.
(E). Employees who receive a distinction allowance will be eligible to continue receiving the allowance while they continue to be a member of an Australian Academy and remain a paid Employee of the University.

(F). Employees must advise their Supervisor / Manager of any change to their status as a member of an Australian Academy.

7 Clinical and Dental Loadings

7.1 Clinical Loadings

(A). Clinical loadings are paid to certain medical and dental Academic Employees in recognition of their particular responsibility for patient care and the need to retain some parity between the University academic clinician and the hospital specialist who performs like duties and has similar responsibilities.

(B). Clinical loadings will be paid in accordance with the current rate as per the UWA salary scales website https://www.hr.uwa.edu.au/policies/policies/pay/scales/allowances 
(C). 
Clinical loadings will be paid to eligible Academic Employees during annual, personal, long service leave and during sabbatical. Clinical loadings attract superannuation contributions by the University at the superannuation contribution rate at the rate prescribed by an Academic Employee’s Employment Contract or applicable enterprise agreement, whichever is higher.
7.1.2 Full Clinical Loadings

To receive a Clinical loading the Academic Employee must meet the following criteria —

medically qualified and employed under The University of Western Australia Academic Employees Agreement 2017 (as amended or replaced from time to time) as a Level B to E in a teaching and research role;
registered to work in Australia;
have patient care responsibilities;
employed in the Medical School.

7.1.3 Para-Clinical Loading

The criteria for receiving a para-clinical loading are the same as a full clinical loading except —

The Employees provides clinical services which support patient care but are not directly responsible for patient care.

7.1.4 Pre-Clinical Loading

The criteria for receiving a pre-clinical loading are the same as a full clinical loading except —

they do not need to be eligible for registration in Australia; and/or
they are not responsible for patient care.
7.2 Dental Clinical Loading

To receive a dental clinical loading, Academic Employees must meet the following criteria — 

hold a Dentist qualification registrable with the Dental Board of Western Australia; and
be employed as a Level B to E Academic Employee to teach Students in the Medical School or Dental School at the University of Western Australia.
Note —

Where an Employee meets the above criteria but is employed outside the Medical or Dental School, a Head of School may make a request for special consideration to the Senior Deputy Vice-Chancellor for approval to provide the Employee with a clinical loading.
8 Rural Clinical School of Western Australia Family Friendly Travel Assistance 

All ongoing and fixed term Employees, engaged to work at the Rural and Clinical School of Western Australia (RCS), will be eligible for Family Friendly Travel Assistance, in recognition of the impact that work-related travel can have on Family relationships and responsibilities and to assist with expenses incurred for support and caring responsibilities when undertaking travel required by RCS.
Family friendly travel assistance will consist of a non-cumulative annual allowance. 
Approval for the expenditure and for the amount granted on each occasion must be gained from either the Head of School/Director or equivalent prior to travel. To be eligible for the allowance, activities must — 
arise as a direct consequence of RCS required travel within Western Australia; and

be related to the travel of an accompanying spouse or partner; or

be related to the travel of a family member or carer who accompanies the RCS Employee to be cared for or to provide care to a family member; or

be related to the support or caring of family members of the RCS Employee while that person is away (including nanny or childcare expenses).
The annual amount of the allowance will be determined by the following formulas —

medical coordinators at $1,000 per 0.1 x 1FTE

Academic Employees (Non-medical coordinators at $500 per 0.1 x FTE

administrative staff at $250 per 0.1 x FTE

The entitlement will be based on the FTE of the Employee at the time of claiming the allowance.

New Employees will be entitled to a pro rata amount of the annual entitlement; calculated by reducing the full entitlement by an amount proportionate to the number of full weeks which the Employee is expected to work over the calendar year.
The allowance will be non-cumulative and any portion not spent within a calendar year cannot be credited to the next year or used for any other purpose.
To provide the allowance to eligible Employees, the Rural Clinical School will book travel and accommodation and pay related invoices, based on approval being sought and FBT assessed prior to the event.
Fringe Benefit Tax (FBT) liabilities will be deducted from the allowance in accordance with the Tax Financial Control Document.  An internal (UWA) FBT assessment will be conducted on each occasion Family Friendly Travel Assistance is approved.  The amount of the FBT will then be deducted from the Employee’s remaining allowance. 
Definitions
Academic Employee is defined in the Policy Framework Policy.

Australian Academy is defined in section 6.10
Base Salary is defined in section 6.4
Business Unit is defined in the Policy Framework Policy. 

Casual Employee is defined in the Policy Framework Policy. 

Child Care Employee is defined in the Policy Framework Policy. 

ELICOS Employee is defined in the Policy Framework Policy. 

Delegate is defined in the Delegations Framework Policy.
Employee is defined in the Policy Framework Policy.
Manager is defined in the Policy Framework Policy.

Overpayment is defined in section 5
Policy is defined in the Policy Framework Policy.

Professional and General Employee is defined in the Policy Framework Policy.

Salary Packaging is defined in section 4
Superannuation Laws is defined in section 6.4
Supervisor is defined in the Policy Framework Policy.

University is defined in the Policy Framework Policy.
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