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Purpose
The purpose of this Workforce Plan 2021-2023 is to provide, for UBSS as an independent
higher education provider (iHEP), a strategic approach to human resources planning,
implementation and evaluation that is aligned to its overarching strategy, as outlined in the
UBSS Strategic Plan 2020-2022 –
https://www.ubss.edu.au/media/1746/strategic-plan-v9.pdf

There are external factors impacting on teaching and learning that present uncertainty, and
that require monitoring and updating on a regular basis 








The changing regulatory and quality framework with the refocusing of the Tertiary
Education Quality and Standards Agency (TEQSA) post 2017;
The Higher Education Standards Framework (2015) that took effect from 1 January,
2017 – and, in particular, Section 3.2 Staffing, Section 3.3 Learning Resources and
Educational Support;
TEQSA Guidance Note: Staffing, Learning Resources and Educational Support
(Version 1.3 updated 22 November, 2017);
The demands of the Australian Qualifications Framework (AQF);
The Federal Government’s Higher Education Reform Package;
The current Education and Training Minister taking a more consultative approach;
Recent media coverage around transparency of admission processes – particularly
around false ATAR statements and English requirements;
Current COVID-19 circumstances and restrictions

There are also internal factors to be considered, and these include –









Diversity of locations and modes at UBSS;
Strategic focus in providing entrepreneurial content and support to students;
Increase in senior management to improve governance and management capability;
Projected increase in student numbers from existing and new international markets;
Re-introduction of domestic students by way of more attractive premises and
postgraduate course offerings;
Introduction of Executive Education programs;
Introduction of online programs;
The continuing work of the Centre for Entrepreneurship
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Vision
UBSS is an independent higher education provider (iHEP). During 2015 the term
“Entrepreneurs” was included in the mission statement as a strategic focus of UBSS and to
ensure that teaching and learning of entrepreneurship are embedded in the subjects and
courses offered by UBSS. In more recent times – 2016 to 2020 – Entrepreneurship has
become a central focus for UBSS as part of the narrative. The Strategic Plan 2020-2022 has
developed a set of KPIs specifically centred on this domain –

Ensuring the successful and ongoing entrepreneurial focus within UBSS required strategic
intent, planning, implementation and monitoring across all aspects of the organisation. One
key aspect of the success of the UBSS entrepreneurial focus, to date, is having staff with the
knowledge, teaching skills and management skills to deliver high-quality academic,
management and support services.
This Workforce Plan sets out how UBSS will maintain its commitment to quality delivery of
its courses while continuing the focus on entrepreneurial courses and subjects during 20212023.
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Strategic Context
This Workforce Plan 2021-2023 supports the objectives of the UBSS Strategic Plan 2020 –
2022. Five strategic objectives have been set for the period 2021-2023 -

Entrepreneurship Education
Remaining a leading provider of education programs in entrepreneurship
Throughout 2015 the GCA Board and UBSS Management first recognised, and then
proceeded to harness, the entrepreneurial leadership and energy of its founder and CEO
Alan Manly. His experience and publications encourage UBSS staff to operate in an
environment that appreciates and rewards innovation; that understands the nature and
magnitude of the challenges facing those who seek to be innovative; and that supports new
and better ways of providing education and training support to prospective entrepreneurs.
This focus on entrepreneurship in all education programs was formalised as a directive from
the GCA Board in July 2015. Following this directive, all programs were evaluated to include
entrepreneurship with Program Director reports submitted to the Academic Board in July
2015 and reviewed by the Course Advisory Committee in August 2015. These actions led to
the inclusion of subjects with a strong entrepreneurial focus being offered to MBA students
for the first time in the summer semester 2015. In more recent times (2016-2020), a full
stream has been provided to postgraduate students –
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The second phase was to review subjects in other programs and identify those where an
entrepreneurial component could be properly incorporated. This has also been achieved in
the Bachelor of Business program –

The UBSS Strategic Plan 2020-2022 builds on these foundation initiatives from 2015.
The responsibility of ensuring the selection, hiring and development of the UBSS
Professional Staff as well as the Academic Staff lies with the Dean. The Dean involves the
Program Directors in the process of academic staff employment.
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Quality of Programs
Continuously improving the quality of its programs
Academic Quality Assurance underpins the Threshold Standards and the Provider
Registration Standards.
Achieving its second strategic objective of continuously improving the quality of its three
academic programs requires the employment, monitoring and development of all staff –
academic and professional. The staff work in tandem. UBSS has set two specific KPIs in
relation to the quality of staff that will, in turn, impact on the quality of programs.
The first is the number of full time staff.
An extract from the UBSS Strategic Plan 2020-2022 provides the necessary targets –
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The second is improving the level of qualification.

The AQF standards set the guideline for level of qualification for the teaching delivery of the
program to be at the AQF Level +1 or have the same AQF level with relevant or highly
specialised subject matter and teaching experience (AQF+1 equivalence) –
In June 2017, the ‘Academic Staff Qualifications and Equivalence Policy’ was written and
introduced by UBSS. The policy was refreshed in June 2018.
https://www.ubss.edu.au/media/1461/academic-staff-qualifications-and-equivalence-policy.pdf

This was in recognition of the fact that many entrepreneurs have cognate experience that is
highly valuable to students. The policy clearly sets out the definitions and procedure for
recognising relevant cognate experience for lecturers to deliver within the UBSS programs.
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Range of Academic Programs, Locations and Modes
Widening the range of academic programs, locations and modes
In response to the opportunities in the education market as identified by the GCA Board,
GCA Executives, the GCA Marketing Department and Agent network, UBSS is exploring the
adoption of new locations and modes as laid out in the current Strategic Plan (2020-2022) –

Sydney
Melbourne
Blended
Online

Currently (2020), UBSS offers four programs: a Bachelor of Accounting, a Bachelor of
Business, a Master of Business Administration and a Graduate Certificate in Business
Administration (Blended).
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Workplace Integrated Learning
UBSS will continue previous successful WIL initiatives in all programs. Details of the WIL
definitions and implementation are set out in the Teaching and Learning Plan 2021-2023.
Workforce planning and resource allocation for WIL is the responsibility of the Dean,
supported by the Director of the Centre for Entrepreneurship (CFE). Following are the
continuing and new WIL programs, focusing on entrepreneurship and ensuring career
transition and pathways.

Classification of WIL

Description

1. Industry case study

Drawing on the expertise of the Centre for Entrepreneurship (CFE)
Fellows, the academic leadership of UBSS staff and representative
bodies, UBSS will develop and publish Entrepreneur Case Studies to be
used within class in all UBSS programs. This will be in the form of short
written case studies, video interviews, questions and answers. Cases
will remain the intellectual property of UBSS with ISBN and ISSN
registration.

2. Industry simulation

Continued use of Business Simulation Game (BSG) in the Capstone
subject for Bachelor of Business and Masters of Business
Administration, entrepreneur stream. Wider use of appropriate
simulation games in entrepreneur games to build a dynamic experiential
learning environment for entrepreneurship.

3. Industry practitioner delivery

Continued delivery of presentations from Fellows of the CFE. Widening
of presentations to include from UBSS Industry Partners. Industry
Practitioner Delivery by identifying a series of successful and articulate
business persons and arranging for them to give lectures in one of the
key entrepreneurship subjects

4. Industry study tour

Current field trips to Reserve Bank of Australia, The Mint, Australian
Stock Exchange and Australian Institute of Management. Broader use of
field trips and industry study tours throughout all programs. Integration of
learning from industry study tours by addressing learning outcomes,
content, assessment and graduate attribute development.

5. Industry competition

Current industry competition using BSG. A widening of range of partners
using BSG, both nationally and internationally.

6. Industry mentoring

Future use of CFE Fellows and Industry Partners to mentor business
projects.

7. Industry project

Future use of industry project provided by Industry Partners within
entrepreneurship subjects at Bachelor Business and MBA level.
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Geographical Coverage
Widening geographical coverage
The two strategic objectives that need to be addressed in the Workforce Plan in relation to
geographic coverage are:
From 2017+ a diversification of international students by source country will become evident
and will be encouraged –

This first strategic objective requires the selection and development of staff with experience
and skills in managing international students in particular. This requires a range of skills and
experience that has impact on student performance, student satisfaction and the quality in
the delivery of subjects and the student services experience. These elements will be
measured on an ongoing basis. As part of the staff selection process, then, UBSS has
included as one of the criteria, experience with international students and a displayed
capability of dealing with and managing international students.
The second strategic objective requires an increase in the administrative and academic staff
available for a satellite campus in the Melbourne CBD (delayed by TEQSA). The staffing
resources, availability and capabilities required will be completed as part of the feasibility
studies as the project occurs.
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Organisational Structure
UBSS recognises that the delivery of quality teaching and learning requires a well-designed
organisational structure, with clearly defined roles and responsibilities. In late 2015 changes
were made to the organisational structure, so as to increase capability at senior
management levels. In 2016+ further structural changes were made to ensure sustainability.
To oversee good governance, implementation and review of quality teaching and learning,
the position of Executive Dean was established (from 2016) and the associated
responsibilities were spelt out in a Position Description.
At the commencement of 2016 (April) Professor Greg Whateley assumed the role of
Executive Dean. The organisational structure then became –
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A more recent refinement of the Organisational Chart was established in November 2017 –

Position descriptions for all staff were refreshed (throughout 2016 and again in September,
2017) to ensure that they match incumbent activities.
The position of Director, Centre for Entrepreneurship (established in January 2017) operated
through a set of agreed upon KPIs in place of a position description. The incumbent reported
against the KPIs on a monthly basis.
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In July-October 2020 a refinement of the organisational chart was developed to assist with
the retirement of the Executive Dean and the transition of a Dean, UBSS. The current
organisational chart is captured below –

Position descriptions have been developed for the new titles (Dean and Deputy Dean/s) and
all professional staff PDs have been refreshed as part of the annual review process as
outlined in the professional development policy https://www.ubss.edu.au/media/1459/professional-development-policy.pdf
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Teaching Staff Recruitment
The quality and number of staff available to teach specialised subjects was identified as a
quality-of-teaching issue in early 2015 and remains a key element in our decision making
today. To broaden the pool of available teaching staff, UBSS utilises ‘Expression of Interest’
opportunities provided by Seek.com
This continues to result in a number of high calibre teachers being identified. The turnover of
UBSS staff is low – but the growth element experienced in 2016 - 2019 has resulted in the
need to employ new staff.
Program Directors are charged (delegated) with sourcing and employing suitably qualified
and experienced teaching staff.

Staff Motivation
The payment structure used by UBSS has reflected mainly the bargaining power, not the
contribution, of the teaching staff. The December 2015 meeting of the Academic Senate
(then Academic Board) requested the Dean develop a proposal for a remuneration structure
that would take into account academic qualifications, relevant experience and formal
assessments of teaching performance. The proposed structure was approved by the
February 2016 meetings of the Academic Senate and the GCA Board, and has been used
when preparing teaching arrangements post S1, 2016. The role of individual bargaining
power was reduced and parity has been ensured. UBSS payments are generous.
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Performance Monitoring
The major contributor to student satisfaction is the quality of teaching. UBSS has procedures
in place for assessing teaching performance through the end-of-trimester student
satisfaction surveys –
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Effort has been put into using the SFU tool for individual staff feedback and performance
monitoring (the most recent iteration being T2, 2020) –
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Since 2016 detailed records have been kept around SFUs, with the ability to see behind the
overviews and drill down to the level of individual subjects. This data is used for feedback
and discussion at staff and Program Director level.
Program Directors review all teaching staff on an annual basis either through classroom
observation or a F2F 1:1 conference, using either of the review formats available –
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The Dean acknowledges outstanding teaching performance by a teacher/lecturer by means
of the Trimester Dean’s Award – presented for excellence at the end of each trimester (a
certificate and $1,000). At the end of T2, 2020 two awards were presented, given the high
standard of teaching.
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Staff Retention
Retaining academic staff has been quite successful and it is likely to continue accordingly.
As part of that strategy, a trimester based staff survey is provided to assist with
understanding staff satisfaction levels. The last twelve surveys indicate high levels of staff
satisfaction -

Qualitative input I carefully considered and action was taken where feasible/possible.
Group Colleges Australia (GCA) prides itself on a low staff turnover. The 12 year average of
GCA employment turnover is 10.8%. There has been an increase in the number of staff
turnover in the past three years from 2017 – 2019, with the majority of this turnover being
sessional faculty and exam invigilators. The peak of 33.64% in 2018 was due to the restructure of GCA, with Metro English College and Central College closed, increasing
redundancies. These redundancies were outside of UBSS staffing.

21 | P a g e

Workforce Plan 2021 - 2023
The 12 year average staff turnover at 10.8% is below the long term staff turnover average of
the Higher Education sector which moves between 15.3% and 16.5% over the past five
years. (AHEIA Annual Report, for the year ended 31 December, 2019.
https://www.aheia.edu.au/cms_uploads/docs/2505-aheia-annual-report-2019-r3-mar-2020-240320-v2-final.pdf

The average staff turnover rate in Australia in 2018 of 8.1% saw a steady decline in annual
staff turnover rate from a high of 19.8% in 1991.
https://cdn.aigroup.com.au/Economic_Indicators/Fact_Sheets/2018/Labour_Turnover_in_2018_Fact_Sheet.pdf

Professional staff turnover has been low during the period 2016-2020.
Academic staff turnover has been low during the period 2016-2020.
This has been achieved by a careful selection process, experienced leadership and
supervision, ongoing encouragement to create innovative solutions, clear and adjustable
position descriptions and a strong sense of being part of a successful plan.
The Dean, UBSS, will continue to oversee and monitor developments and trends in this
domain.
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Workforce Key Performance Indicators
Workforce indicators are embedded in the UBSS Strategic Plan 2020-2023 and are expressed
in the form of KPIs that are measured on a daily, weekly, monthly, quarterly and annual basis –

Student to Staff Ratio (SSR).
One of the indicators is the student to staff ratio (SSR). The current (T3, 2020) SSR is –
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The SSR in T2, 2020 was 33.68 and in T1, 2020 it was 31.35 - chasing a Strategic Plan
target of 35.

To put this outcome in an historical context (T1, 2017 – T3, 2020) –

The target for 2020-2020+ is 35:1. The instrument used is ‘blunt’, in that it does not
acknowledge the role of professional staff, yet acknowledges research staff in the equation.
UBSS will work with the issue by encouraging professional staff to teach and cap classes as
required.
To monitor the performance of the Workforce Plan, these KPIs are calculated on an ongoing
basis and reported to all stakeholders. The key group associated with workforce
management is the Academic Committee (AC) that is chaired by the Dean, UBSS, and
meets weekly.
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Gender Mix
In 2019 the GCA gender mix was even at 44 male (51%) and 43 female (49%). The
university sector is skewed more to female. The proportion of female staff within the
university sector has increased slightly over the period from 2014 to 2018, from 55.7% to
56.5% of the workforce.

GCA Gender Mix
Female

51%

University Gender Mix

Male

Female

Male

44%

49%

56%

As at 31 March, 2018, female representation in the university sector for professional staff
workforce was 65.1% and 45.9% for academic staff. (AHEIA Annual Report, for the year
ended 31 December, 2019, https://www.aheia.edu.au/cms_uploads/docs/2505-aheiaannual-report-2019-r3-mar-2020-240320-v2-final.pdf )
For the Australian workforce in 2020, the gender mix is 47.1% female and 52.9% male.
(https://www.wgea.gov.au/data/fact-sheets/gender-workplace-statistics-at-a-glance-2020 )
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Staff Growth and Succession Planning
Staff growth
Any growth in academic staff FTE or professional staff will be based on enrolment and load
targets being met in the above sections, with consideration given to the program in growth in
particular. Additional staff will be recruited as needed. This is overseen by the Dean.

Staff succession planning
The Dean is responsible for both academic and professional appointments. Program
Directors take the lead on academic appointments. All appointments are based on merit and
undertaken with consideration to both operational needs and budget capability.
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