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(No. IRC 7501 of 2001)



Before The Honourable Justice Wright, President�13 December 2001��
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PART A



1. Title



This award shall be known as the AWU Training Wage (State) Award.



2. Application



(a)	Subject to subclause (c) of this clause, this award shall apply to persons who are undertaking a traineeship (as defined) and is to be read in conjunction with the awards contained in clause 9, Area, Incidence and Duration, or any legally registered award or any former industrial agreement of the Industrial Relations Commission of New South Wales which covers the terms and conditions of employment of persons performing work covered by the listed awards in the said clause 9.



(b)	Notwithstanding (a), this award shall apply provisionally for an interim period:



(i)	Starting upon the commencement date as recorded on a valid "Application to Establish a Traineeship" signed by both the employer and the Trainee, which has been lodged with the Relevant NSW Training Authority; and



(ii)	Ending upon the expiry of one calendar month period immediately following the employer’s receipt of the Indenture Papers from the Relevant NSW Training Authority.



In any case, the duration for which this award may provisionally apply shall be no longer than two calendar months, or such longer period as may be required to accommodate a reasonable delay in processing the "Application to Establish a Traineeship" which is beyond the control of the employer.



(c)	The terms and conditions of the awards in clause 9 or any former industrial agreement of the Industrial Relations Commission of New South Wales shall apply, except where inconsistent with this award.



(d)	Notwithstanding the foregoing, this award shall not apply to employees who were employed by an employer under an award referred to in subclause (a) of this clause prior to the date of approval of a Traineeship relevant to the employer, except where agreed upon between the employer and the relevant union.



(e)	This award does not apply to the apprenticeship system or any training program which applies to the same occupation and achieves essentially the same training outcome as an existing apprenticeship in an award as at 27 April, 1998 or in an award that binds the employer.



(f)	At the conclusion of the traineeship, this Award shall cease to apply to the employment of the trainee and the Parent Award shall apply to the former trainee.



3. Objective



The objective of this award is to assist in the establishment of a system of traineeships which provides approved training in conjunction with employment in order to enhance the skill levels and future employment prospects of trainees, particularly young people, and the long term unemployed. The system is neither designed nor intended for those who are already trained and job ready. It is not intended that existing employees shall be displaced from employment by trainees. Nothing in this award shall be taken to replace the prescription of training requirements in the Parent Award.



4. Definitions



Structured Training means that training which is specified in the Training Plan which is part of the Training Agreement registered with the relevant NSW Training Authority. It includes training undertaken both on and off-the-job in a Traineeship Scheme and involves formal instruction, both theoretical and practical, and supervised practice. The training reflects the requirements of a Traineeship approved by the relevant NSW Training Authority and leads to a qualification set out in clause 5(f).



Parent Award means an award that applies to a Trainee, or that would have applied, but for the operation of this award (see clause 9).



Relevant Union means a union party to the making of the Parent Award and which is entitled to enrol the Trainee as a member.



Trainee is an individual who is a signatory to a training agreement registered with the relevant NSW Training Authority and is involved in paid work and structured training which may be on or off the job. A trainee can be full-time, part-time or school-based.

Traineeship means a system of training which has been approved by the relevant NSW Training Authority, and includes full time traineeships and part time traineeships including school-based traineeships.



Training Agreement means an instrument which establishes a Traineeship under the Industrial and Commercial Act 1989. (Note: Under the Industrial and Commercial Training Act a training agreement is also referred to as an indenture).



Training Plan means a programme of training which forms part of a Training Agreement registered with the Relevant NSW Training Authority.



School-Based Trainee is a student enrolled in the Higher School Certificate, or equivalent qualification, who is undertaking a traineeship which forms a recognised component of their HSC curriculum, and is endorsed by the relevant NSW Training Authority and the NSW Board of Studies as such.



Relevant NSW Training Authority means the Department of Education and Training, or successor organisation.



Year 10 For the purposes of this award any person leaving school before completing Year 10 shall be deemed to have completed Year 10.



5. Training Conditions



(a)	The Trainee shall attend an approved training course or training program prescribed in the Training Agreement or as notified to the trainee by the Relevant NSW Training Authority in an accredited and relevant traineeship.



(b)	A Traineeship shall not commence until the relevant Training Agreement, has been signed by the employer and the trainee and lodged for registration with the Relevant NSW Training Authority.



(c)	The employer shall ensure that the Trainee is permitted to attend the training course or program provided for in the Training Agreement and shall ensure that the Trainee receives the appropriate on-the-job training.



(d)	The employer shall provide a level of supervision in accordance with the Training Agreement during the traineeship period.



(e)	The employer agrees that the overall training program will be monitored by officers of the Relevant NSW Training Authority and that training records or work books may be utilised as part of this monitoring process.



(f)	Training shall be directed at:



(i)	the achievement of key competencies required for successful participation in the workplace (eg. literacy, numeracy, problem solving, team work, using technology) and an Australian Qualification Framework Certificate Level I.



This could be achieved through foundation competencies which are part of endorsed competencies for an industry or enterprise; and/or



(ii)	the achievement of key competencies required for successful participation in an industry or enterprise (where there are endorsed national standards these will define these competencies) as are proposed to be included in an Australian Qualification Framework Certificate Level II or above.



6. Employment Conditions



(a)	A Trainee shall be engaged as a full-time employee for a maximum of one year's duration or a part-time trainee for a period no greater than the equivalent of one year full-time employment.

For example, a part-time trainee working 2 ½ days per week (including the time spent in approved training) works (and trains) half the hours of a full-time trainee and therefore their traineeship could extend for a maximum of two years.



In any event, unless the Relevant NSW Training Authority directs, the maximum duration for a traineeship shall be thirty six months.



By agreement in writing, and with the consent of the relevant NSW Training Authority, the relevant employer and the Trainee may vary the duration of the Traineeship and the extent of approved training provided that any agreement to vary is in accordance with the relevant Traineeship.



(b)	A trainee shall be subject to a satisfactory probation period of up to one month which may be reduced at the discretion of the employer.



(c)	Where the trainee completes the qualification in the Training Agreement, earlier than the time specified in the Training Agreement then the traineeship may be concluded by mutual agreement.



(d)	 A traineeship shall not be terminated before its conclusion, except in accordance with the Industrial and Commercial Training Act 1989, or by mutual agreement.



An employer who chooses not to continue the employment of a trainee upon the completion of the traineeship shall notify, in writing, the Relevant NSW Training Authority of their decision.



(e)	The trainee shall be permitted to be absent from work without loss of continuity of employment and/or wages to attend the Structured Training in accordance with the Training Agreement.



(f)	Where the employment of a Trainee by an employer is continued after the completion of the traineeship period, such traineeship period shall be counted as service for the purposes of any Parent Award or any other legislative entitlements.



(g)

(i)	Traineeship Agreement may restrict the circumstances under which the Trainee may work overtime and shiftwork in order to ensure the training program is successfully completed.



(ii)	No trainee shall work overtime or shiftwork on their own unless consistent with the provisions of the Parent Award.



(iii)	No Trainee shall work shift work unless the relevant parties to this Award agree that such shift work makes satisfactory provision for Structured Training. Such training may be applied over a cycle in excess of a week, but must average over the relevant period no less than the amount of training required for non-shiftwork Trainees.



(iv)	The trainee wage shall be the basis for the calculation of overtime and/or shift penalty rates prescribed by the Parent Award. 



(h)	All other terms and conditions of the Parent Award(s) that are applicable to the Trainee or would be applicable to the Trainee but for this Award shall apply unless specifically varied by this Award.



(i)	A Trainee who fails to either complete the Traineeship or who cannot, for any reason, be placed in full time employment with the employer on successful completion of the Traineeship, shall not be entitled to any severance payment.



The following employment conditions apply specifically to part-time and school-based trainees:



(j)	A part time trainee shall receive, on a pro rata basis, all employment conditions applicable to a full time trainee. All the provisions of this award shall apply to part time trainees except as specified in this clause.



(k)	A part time trainee may, by agreement, transfer from a part time to a full time traineeship position should one become available.



(l)	The minimum daily engagement periods, applying to part-time employees, specified in the Parent Award(s) shall also be applicable to part time trainees.



Where there is no provision for a minimum daily engagement period in the Parent Award(s) or other industrial instrument(s), applying to part-time employees, then the minimum start per occasion shall be 3 continuous hours, except in cases where it is agreed that there shall be a start of 2 continuous hours, on 2 or more days per week, provided that:



(i)	a 2 hour start is sought by the employee to accommodate the employee’s personal circumstances, or



(ii)	the place of work is within a distance of 5km from the employee’s place of residence.



(m)	School-based trainees shall not be required to attend work during the interval starting four weeks prior to the commencement of the final year Higher School Certificate Examination period and ending upon the completion of the individual’s last HSC examination paper.



(n)	For the purposes of this award, a school-based trainee shall become an ordinary trainee as at January 1 of the year following the year in which they ceased to be a school student.



7. Wages



Wages - Full-Time Trainees



(a)	The weekly wages payable to full time trainees shall be as follows:



Industry/Skill Level A�Table 1��Industry/Skill Level B�Table 2��Industry Skill Level C�Table 3��School-Based Trainees�Table 4��

(b)	These wage rates will only apply to Trainees while they are undertaking an approved Traineeship which includes Structured Training as defined in this Award.



(c)	The wage rates prescribed by this clause do not apply to complete trade level training which is covered by the Apprenticeship system.



(d)	The rates of pay in this award include the adjustments payable under the State Wage Case 2001. These Adjustments may be offset against:



(i)	any equivalent overaward payments; and/or



(ii)	award wage increases since 29 May 1991 other than safety net, State Wage Case, and minimum rates adjustments.



(e)	Appendix A sets out the skill level of a Traineeship. The industry skill/levels contained in Appendix A are, illustrative of the appropriate levels but are not determinative of the actual skill levels (i.e., skill levels A, B or C) that may be contained in a Traineeship. The determination of the appropriate skill level for the purpose of determining the appropriate wage rate shall be based on the following criteria:



(i)	any agreement of the parties, or submission by the parties;



(ii)	the nature of the industry;



(iii)	the total training plan;



(iv)	recognition that training can be undertaken in stages;



(v)	the exit skill level in the Parent Award contemplated by the traineeship.



In the event that the parties disagree with such determination, it shall be open to any party to the award to seek to have the matters in dispute determined by the Industrial Relations Commission of New South Wales.



(f)	For the purposes of this provision, "out of school" shall refer only to periods out of school beyond Year 10, and shall be deemed to:



(i)	include any period of schooling beyond Year 10 which was not part of, nor contributed to, a completed year of schooling;



(ii)	include any period during which a trainee repeats in whole or part a year of schooling beyond Year 10;



(iii)	not include any period during a calendar year in which a year of schooling is completed; and



(iv)	have effect on an anniversary date, being January 1 in each year.



Wages for Part-Time and School-Based Trainees



(g)	This clause shall apply to trainees who undertake a traineeship on a part time basis by working less than full time ordinary hours and by undertaking the approved training at the same or lesser training time than a full-time trainee.



(h)	Table 5 - Hourly Rates for Trainees Who Have Left School and Table 6 - Hourly Rates for School-based Traineeships of Part B, Monetary Rates are the hourly rates of pay where the training is either fully off-the-job or where 20% of time is spent in approved training. These rates are derived from a 38 hour week.



(i)	The hours for which payment shall be made are determined as follows:



(i)	Where the approved training for a traineeship (including a school based traineeship) is provided off-the-job by a registered training organisation, for example at school or at TAFE, these rates shall apply only to the total hours worked by the part time trainee on-the-job.



(ii)	Where the approved training is undertaken on-the-job or in a combination of on-the-job and off-the-job, and the average proportion of time to be spent in approved training is 20% (ie. the same as for the equivalent full time traineeship):



(1)	If the training is solely on-the-job, then the total hours on-the-job shall be multiplied by the applicable hourly rate, and then 20 per cent shall be deducted.



(2)	If the training is partly on-the-job and partly off-the-job, then the total of all hours spent in work and training shall be multiplied by the applicable hourly rate, and then 20 per cent shall be deducted.



Note: 20 per cent is the average proportion of time spent in approved training which has been taken into account in setting the wage rates for most full time traineeships.



(iii)	Where the normal full time weekly hours are not 38 the appropriate hourly rate may be obtained by multiplying the rate in the table by 38 and then dividing by the normal full time hours.



(j)	For traineeships not covered by clause 8(b) above, the following formula for the calculation of wage rates shall apply:

The wage rate shall be pro rata the full time rates based on variation in the amount of training and/or the amount of work over the period of the traineeship which may also be varied on the basis of the following formula:





Wage	=	Full-time wage rate	x	Trainee hours	-	Average weekly training time

(30.4*)



*Note:	30.4 in the above formula represents 38 ordinary full time hours less the average training time for full time trainees (ie 20%). A pro rata adjustment will need to be made in the case where the Parent Award specifies different ordinary full time hours: for example where the ordinary weekly hours are 40, 30.4 will be replaced by 32.



(i)	"Full time wage rate" means the appropriate rate as set out in Table 1- Industry/Skill Level A, Table 2- Industry Skill Level B, Table 3- Industry/Skill Level C and Table 4- School Based Traineeships of Part B, Monetary Rates.



(ii)	"Trainee hours" shall be the hours worked per week including the time spent in Structured Training. For the purposes of this definition the time spent in Structured Training may be taken as an average for that particular year of the Traineeship.



(iii)	"Average weekly training time" is based upon the length of the traineeship specified in the traineeship agreement or training agreement as follows:



Average Weekly Training Time =			7.6 x 12		

length of the traineeship in months



Note 1:	7.6 in the above formula represents the average weekly training time for a full-time Trainee whose ordinary hours are 38 per week. A pro rata adjustment will need to be made in the case where the Parent Award specifies different ordinary time hours. For example, where the ordinary weekly hours are 40, 7.6 will be replaced by 8.



Note 2:	The parties note that the Traineeship agreement will require a Trainee to be employed for sufficient hours to complete all requirements of the Traineeship, including the on the job work experience and demonstration of competencies. The parties also note that this would normally result in the equivalent of a full day’s on the job work per week.



Example of the calculation for the wage rate for a part time traineeship����A school student commences a traineeship in Year 11. The ordinary hours of work in the relevant award are 38. The training agreement specifies two years (24 months) as the length of the traineeship.����"Average weekly training time" is therefore 7.6 x 12/24 - 3.8 hours.����"Trainee hours" totals 15 hours; these are made up of 11 hours work which is worked over two days of the week plus 1-1/2 hours on the job training plus 2-1/2 hours off the job approved training at school and at TAFE.����So the wage rate in Year 11 is:����$181 x 15 - 3.8 = $66.68 plus any applicable penalty rates under the Parent Award.��              30.4����The wage rate varies when the student completes Year 11 and passes the anniversary date of 1 January the following year to begin Year 12 and/or if "trainee hours" changes.��



8. Grievance Procedures



(a)	Procedures relating to grievances of individual trainees -



(i)	A trainee shall notify the employer as to the substance of any grievance and request a meeting with the employer for bilateral discussions in order to settle the grievance.



(ii)	If no remedy to the trainee's grievance is found, then the trainee shall seek further discussions and attempt to resolve the grievance at a higher level of authority, where appropriate.



(iii)	Reasonable time limits must be allowed for discussions at each level of authority.



(iv)	At the conclusion of the discussions, the employer must provide a response to the trainee's grievance, if the matter has not been resolved, including reasons for not implementing any proposed remedy. At this stage an employer or a trainee may involve an industrial organisation of employers or employees of which the Trainee is a member.



(v)	If no resolution of the trainee's grievance can be found, then:



(1)	if the dispute relates to issues of training then the matter may be referred to the NSW Commissioner for Vocational Training in accordance with the Industrial and Commercial Training Act 1989; or



(2)	if the dispute relates to industrial issues then the matter may be referred to the Industrial Relations Commission of New South Wales by either the employer, an industrial organisation of employers or a union representing the Trainee.



(vi)	While this grievance procedure is being followed, normal work shall continue.



(b)	Procedures relating to disputes, etc., between employers and their Trainees -



(i)	A question, dispute or difficulty must initially be dealt with at the workplace level where the problem has arisen. If the problem cannot be resolved at this level, the matter shall be referred to a higher level of authority.



(ii)	If no resolution can be found to the question, dispute or difficulty, the matter may be referred to the Industrial Relations Commission by any party to the dispute or the industrial organisation representing any of the parties to the dispute.



(iii)	Reasonable time limits must be allowed for discussion at each level of authority.



(iv)	While a procedure is being followed, normal work must continue.



(v)	The employer may be represented by an industrial organisation of employers and the trainees may be represented by an industrial organisation of employees for the purpose of each procedure.



9. Area, Incidence and Duration



This award shall apply to all classes of trainees who would ordinarily be covered by the following awards:



Bowling Clubs, &c., Employees (State) Award

Chemical Workers (State) Award

Concrete Pipe and Concrete Products Factories (State) Award

Fish and Fish Marketing (State) Consolidated Award

Golf Clubs, &c., Employees (State) Award

Landscape Gardeners, &c., (State) Award

Nurseries Employees (State) Award

Nut Food Makers (State) Award

Pest Control Industry (State) Award

Poultry Farm Employees (State) Award

Race Clubs, &c., Employees (State) Award 

Rock and Ore Milling and Refining (State) Award

Soap and Candle Makers (State) Consolidated Award

Strappers and Stable Hands (State) Award

Surveyors’ Field Hands (State) Award 

Gangers (State) Award



The Crown Employees (Public Service Training Wage) Award 2000, and any proper successor industrial instruments to that award, are exempted from the coverage of this award.



This award shall take effect from the beginning of the first pay period to commence on or after 13 December 2001 and shall have a nominal term of twelve months.



10. Leave Reserved



Leave is reserved for an employer or union party to this award to make application to vary a Parent Award to provide for traineeship provisions for an industry otherwise within the scope of this award where the peculiarities of a particular industry justify separate and different traineeships for that industry.



PART B



MONETARY RATES



Table 1 � Weekly Rates � Industry/Skill Level A



Where the accredited training course and work performed are for the purpose of generating skills which have been defined for work at Skill Level A.





�Highest year of schooling completed���Year 10

$�Year 11

$�Year 12

$�������School Leaver�193.00�211.00�256.00��Plus 1 year out of school�211.00�256.00�298.00��Plus 2 years�256.00�298.00�346.00��Plus 3 years�298.00�346.00�396.00��Plus 4 years�346.00�396.00�396.00��Plus 5 years or more�396.00�396.00�396.00��

The average proportion of time spent in Structured Training which has been taken into account in setting the above rates is 20 per cent.



Table 2 � Weekly Rates � Industry/Skill Level B



Where the accredited training course and work performed are for the purpose of generating skills which have been defined for work at Skill Level B.





�Highest year of schooling completed���Year 10�Year 11�Year 12���$�$�$��School leaver�193.00�211.00�246.00��Plus 1 year out of school�211.00�246.00�283.00��Plus 2 years�246.00�283.00�332.00��Plus 3 years�283.00�332.00�378.00��Plus 4 years�332.00�378.00�378.00��Plus 5 years or more�378.00�378.00�378.00��

The average proportion of time spent in Structured Training which has been taken into account in setting the above rates is 20 per cent.





Table 3 � Weekly Rates � Industry/Skill Level C



Where the accredited training course and work performed are for the purpose of generating skills which have been defined for work at Skill Level C.





�Highest year of schooling completed���Year 10

$�Year 11

$�Year 12

$�������School Leaver�193.00�211.00�237.00��Plus 1 year out of school�211.00�237.00�266.00��Plus 2 years�237.00�266.00�298.00��Plus 3 years�266.00�298.00�333.00��Plus 4 years�298.00�333.00�333.00��Plus 5 years or more�333.00�333.00�333.00��

The average proportion of time spent in Structured Training which has been taken into account in setting the above rates is 20 per cent.



Table 4 � School-Based Traineeships



�Year of Schooling���Year 11

$�Year 12

$��School Based Traineeships Skill Levels A, B and C�193.00�211.00��

The average proportion of time spent in structured training which has been taken into account in setting the rates is 20 per cent.



Table 5 � Hourly Rates for Trainees Who Have Left School



SKILL LEVEL A������Year 10�Year 11�Year 12��School leaver�6.35�6.94�8.42��1 year after leaving school�6.94�8.42�9.80��2 years +�8.42�9.80�11.38��3 years +�9.80�11.38�13.03��4 years +�11.38�13.03���5 years +�13.03����SKILL LEVEL B������Year 10�Year 11�Year 12��School leaver�6.35�6.94�8.09��1 year after leaving school�6.94�8.09�9.31��2 years +�8.09�9.31�10.92��3 years +�9.31�10.92�12.43��4 years +�10.92�12.43���5 years +�12.43����SKILL LEVEL C������Year 10�Year 11�Year 12��School leaver�6.35�6.94�7.80��1 year after leaving school�6.94�7.80�8.75��2 years +�7.80�8.75�9.80��3 years +�8.75�9.80�10.95��4 years +�9.80�10.95���5 years +�10.95����



Table 6 � Hourly Rates for School-Based Traineeships



�Year of schooling���Year 11�Year 12��Skills Levels A, B and C�6.35�6.94��

Appendix A - Industry/Skill Levels



Industry/Skill Level A:



Office Clerical

Commonwealth Public Sector Clerical

State Public Sector Clerical

Local Government Clerical

Finance, Property and Business Services



Industry/Skill Level B:



Wholesale and Retail

Recreation and Personal Services

Transport and Storage

Manufacturing



Industry/Skill Level C:



Community Service and Health

Pastoral

Environmental

Wholesale and Retail - Vehicle Repair Services and Retail Sector







F. L. WRIGHT  J, President.





____________________







Printed by the authority of the Industrial Registrar.
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Application by Energy Australia.



(No. IRC 2106 of 2001)



Before Honourable Mr Deputy President Harrison�10 April and 7 May 2001��
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Appendix 1	Pay Rates and allowances on and from 19 December 2000

Appendix 2	Pay Rates and allowances on and from 19 June 2001

Appendix 3	Pay Rtes and allowances on and from 19 December 2001

Appendix 4	Pay Rates and allowances on and from 19 June 2002

Appendix 5	Method for converting Annual Leave and Sick Leave Entitlements to Hours



1.  Title



This Award is to be known as the EnergyAustralia Award 2001.



2.  Area, Incidence, Parties and Duration



2.1	Rescission and replacement of previous Award.



2.1.1	This Award rescinds and replaces the EnergyAustralia Award 1998 (published 27 August 1999, Industrial Gazette Volume 310, Part 7 page 546) and all subsequent Award variations.



2.2	This Award shall apply to all persons employed at EnergyAustralia except;



•	those employees employed under contract as senior managers

•	those employees employed under the EnergyAustralia Professional/Managerial/Specialist Employee Enterprise Agreement 1997.

•	those employees employed under the EnergyAustralia Appliance Sales Award 2001

•	Australian Energy Solutions Enterprise Agreement 1995

•	Commercial Graduates Development Program Enterprise Agreement 1998.



2.3	The parties to this Award are:



•	EnergyAustralia

•	Federated Municipal and Shire Council Employees’ Union of Australia, New South Wales Branch

•	Electrical Trades Union of Australia, New South Wales Branch

•	Association of Professional Engineers, Scientists and Managers Australia, New South Wales Branch

•	Electricity Supply Professional Officers’ Association

•	Australian Workers’ Union

•	Construction, Forestry, Mining and Energy Union (Energy District) NSW Branch

•	Australian Manufacturing Workers’ Union 



2.4	This Award shall take effect on 21 March 2001 and shall remain in force thereafter until 18 December 2002.



2.5	The parties to this Award have agreed to negotiate Enterprise Agreements under the NSW Industrial Relations Act 1996, which deal with matters of relevance to specific subsidiaries of EnergyAustralia.  Where the terms of this Award and a subsequent Enterprise Agreement deal with the same issue, the Enterprise Agreement shall prevail to the extent of any inconsistency.











3.  No Extra Claims



3.1	Subject to subclause 3.2 below, it is a term of this award that the union parties to this award undertake that for the period of the duration of this award that they will not pursue any extra claims, award or over award, except where consistent with the State Wage Case principles.



3.2	The parties agree to monitor the impact of the Goods and Services Tax (GST) and to meet in mid December 2001 to compare their respective positions and to assess the impact of the GST on the standard of living of employees.  The parties will then agree any further action that is required. 



4.  Definitions



4.1	"Appointed Grade" means the position to which an employee has been appointed by the Managing Director other than under the provisions of clause 40, Higher Grade Pay.



4.2	"Day Off" means a day off in accordance with a regular 9-day fortnight working period arrangement.



4.3	"Discharge" means termination of service with EnergyAustralia as a consequence of retrenchment, unsuitability, repeated absences from work or other reason for which the employee may not be entirely responsible.



4.4	"Dismissal" means termination of service with EnergyAustralia for misconduct, or repeated unsubstantiated absences from work.



4.5	"Flat Rate" unless otherwise expressly provided for, shall mean the rate payable for all duties during the times designated, except on award holidays.



4.6	" Managing Director " means the Managing Director of EnergyAustralia. 



4.7	"Medical Officer" unless specified otherwise, means EnergyAustralia’s Medical Officer or a medical practitioner acting on EnergyAustralia’s behalf.



4.8	"Ordinary Rate of Pay" means the rate of pay applicable to the 	appointed grade of an employee as prescribed in this Award and does not include shift allowance, weekend and/or holiday or other penalty rates of pay.



4.9	"Resignation" means voluntarily leaving the service of EnergyAustralia.



4.10	"Retirement-Age" means termination of service in accordance with sub-clause 34.4.



4.11	"Retirement-Ill Health" means terminating of service by EnergyAustralia on account of ill-health, it being certified by EnergyAustralia’s Medical Officer, or a medical practitioner as agreed between the Managing Director and the Secretary of the Union concerned, that such ill-health renders the employee unable in the future to perform the duties of the employees’ appointed position or equivalent.



4.12	"Rostered Day Off" means a day off for a shift worker under a shift work roster; or for a day worker, means a week day Monday to Friday on which the employee is not required to work because the employee has worked additional time which has accrued towards a day off.



4.13	"Service" means service calculated in accordance with provisions of clause 35, Calculation of Service.



4.14	"Trade classifications" are occupational groups whose members are required to serve an apprenticeship.



5.  Disputes and Grievance Resolution



5.1	The parties accept that the following general principles will be observed when it is necessary to rely on these dispute and grievance procedures:



•	The use of unilateral action is equivalent to one party seeking to impose its will on the other.



•	Every attempt must be made to resolve matters within EnergyAustralia.



•	Only as a last resort should reference to external agencies be considered.



5.2	Any dispute, claim or grievance shall be dealt with as follows:



5.2.1	The first point of contact shall be the supervisor of the affected employee(s) who will deal with the matter within 2 working days.



5.2.2	If not resolved at 5.2.1 above, the matter will be considered by the employee(s), employee(s) ’s local union delegate/organiser and the local Manager concerned. The matter will be dealt with as soon possible, but no more than 2 working days after the initial contact.



5.2.3	If the matter is unable to be resolved under 5.2.1 and 5.2.2 above, then it will be referred to the Division’s Employee Relations Manager and the 	appropriate Union Official. The matter will be dealt with as soon as possible, but no more than 2 working days after initial contact.



5.2.4	If the matter is unable to be resolved under 5.2.3 above, a conference will be arranged between EnergyAustralia’s Manager Employee Relations/Employee Relations Consultants and representatives of the Union concerned to discuss the matter and endeavour to achieve a settlement.  Such conference will take place within 2 working days after 5.2.3 above.



5.2.5	In the event the matter can not be resolved under 5.2.4 above, the matter will be referred to the Managing Director and conferences will take place with the parties concerned.



5.2.6	In the event of failure to resolve a matter by the appropriate steps as set out above and where the parties are unable to agree, there shall be a ‘cooling-off’ period of 72 hours, excluding weekends and award/public holidays, to enable the parties to re-assess their respective positions.



5.2.7	In the event the above steps fail to reach a resolution, then the parties may then seek to exercise their rights under the provisions of the Industrial Relations Act 1996.



5.2.8	During the course of the above procedures the status quo will be maintained by both parties, and without prejudice to either party, work shall continue in the manner it was carried out prior to the dispute arising.



5.2.9	At each stage of the resolution process, the parties will attempt as much as possible to reach agreement on the further process to be followed.



6.  Consultation



6.1	The term ‘consultation’ is understood as a process of seeking information, seeking advice, exchanging views and information, and taking the views and information into consideration before making a decision. Proposals for change will be developed through the consultation process.



6.2	All proposals for change which affect employees will be discussed between the Parties before final decisions are made. In this way, the genuine concerns of employees will be taken into consideration in the planning process. The Parties will provide each other with the information they need to enable them to participate in any discussions. 



6.3	The Parties will consult before deciding to reduce the size of the workforce. Those discussions will include exploring alternatives, which may assist employees to continue in equivalent employment while achieving the necessary structural adjustments.



6.4	The commitment to consultation for change necessarily encompasses a high level of information exchange and sharing information. The Parties therefore agree to maintain the confidentiality of commercially sensitive information at all times.



6.5	The Parties may communicate jointly with the employees about major issues and achievements, which affect the workplace. They will not unjustly criticise each other or seek to publicly denigrate the views of the other.



6.6	Peak Consultative Committee -



•	A Peak Consultative Committee (PCC) to be established comprising senior executives, union officials and employee representatives elected from the respective Divisional Workplace Committees.



•	Meetings are to be convened on a monthly basis, or at the request of either party. 



•	These meetings will have organisational change and workplace reform as its primary focus. 



6.7	Divisional Consultative Committees -



6.7.1	Membership 



•	Divisional Consultative Committees comprising senior executives and managers of the Division, and a number of employees elected by their peers to represent the main occupations and classifications of the Division.



•	Meetings are held at least monthly and focus on matters of interest or concern to the members.



•	Other management representatives and union officials are ex-officio members of these committees.



6.7.2	Review Process



•	To ensure effective operation of the above mentioned committees the structure may be reviewed from time to time or at the request of either party.



•	In the event that agreement cannot be reached, the Dispute Settlement Procedures will be followed.



7.  Outsourcing/Contracting Out



7.1	In circumstances where EnergyAustralia is examining outsourcing or contracting out of work activities:



7.1.1 	it will advise the employees and their Union/s and provide them with at least 28 days notice to respond with suitable proposals about possible alternative arrangements to outsourcing or contracting out.



7.1.2 	prior to expressions of interest or tenders being called, where employee generated alternatives are received, such alternatives will be considered.



7.1.3 	if it is subsequently determined that expressions of interest or tenders are to be invited, EnergyAustralia will provide the Union/s with a copy of the document which has been prepared.



7.1.4 	expressions of interest or tenders when advertised, shall be timed so as to provide the employees with an opportunity to submit a conforming expression of interest or tender to do the work to an equivalent standard, timetable and price.



7.1.5 	if an employee generated conforming expression of interest or tender is submitted, it shall be evaluated together with external submissions received.



7. 2	Work will only be outsourced or contracted out when it can be demonstrated that either:



7.2.1	insufficient overall resources are available to meet the current EnergyAustralia overall work commitment and work timetable, or



7.2.2 	the failure to complete the work in a reasonable time would jeopardise the safety of the public or impact adversely upon system performance, or



7.2.3 	the use of outsourcing or contracting out the work is commercially the most advantageous option taking into account quality, safety, performance, cost and the overall strategic direction of Energy Australia.



7.3	When a decision is made by EnergyAustralia to outsource/contract out the work in question, preference will be given to those contractors who have a registered agreement/award with the relevant union/s.



All contractors must provide an agreement to comply with industry safety standards, environmental standards and quality standards.



7. 4 	In the evaluation of conforming expressions of interest or tenders, any comparisons will be made on a basis discounting any overheads that would continue even if the work was outsourced or contracted out. Such overheads would typically include tendering costs, contract administration, contract supervision and the cost of any redundancies which may arise as a result of the decision to outsource or contract out.



7. 5	In the event that it is determined to outsource or contract out work, affected employees will have access to the full range of options available under the Energy Australia policies which apply at the time, including training and/or retraining.



8.  Training



Skill development and continuous learning is a critical foundation for the continued success of the organisation.



•	Competency/Skills-based classification structures will be progressively developed and refined, in line with work and job design, which recognises organisational and employee needs.



•	All Competency/Skill-based classification structures will:



-	provide the basis for pay and progression linked to the acquisition and use of skills;



-	enhance the opportunities for workplace flexibility;  



-	meet the needs of the organisation;



-	address the joint requirements of improved productivity, quality and performance, and development opportunities for individuals.



•	It is recognised that skill and learning differences between specific work areas or locations will exist despite organisation wide requirements for fairness and employee mobility.



Supporting Mechanisms



•	To support the competency/skills-based classification structures, employees may be given the opportunity to become skilled in:



-	Workplace Training (the delivery of workplace training);



-	Skill Module Development (the design of competency-based modules);



-	Workplace Assessment (the assessment of competency against agreed competency standards); and



-	Reading, writing, numeracy and spoken communication.



•	The identification of competency/skill development requirements will be assisted by Energy Australia’s performance review scheme.



Learning Time



•	On and off the job learning opportunities will be available to employees to meet the training needs of the organisation.



•	Wherever practicable, this will take place in normal working time.



•	Where learning and skill development takes place out of hours, employee family commitments will be taken into consideration.



•	Payments for learning undertaken outside normal hours will be determined on a case by case basis, prior to commencement of the program. However when it is agreed, where such training is linked to a competency/skills based structure, payments will be made at the rate agreed between the parties, not to be less than ordinary rates.



•	Penalty rates shall apply to all management-directed and/or regulatory training that occurs outside normal working hours.



9. Wages and Salaries



9.1	From 19 December 2000, employees covered by this Award are to be paid the appropriate wage or salary according to their approved pay point - as per Appendix 1



9.2	From 19 June 2001 wage or salary according to their approved pay point - as per Appendix 2



9.3	From 19 December 2001 wage or salary according to their approved pay point - as per Appendix 3



9.4	From 19 June 2002 wage or salary according to their approved pay point - as per Appendix 4



9.5	The rates of pay set out in Appendices 1 to 4 include an "Energy Australia Allowance". This is set at:



$38.40 per week from 19 December 2000;

$39.17 per week from 19 June 2001;

$40.35 per week from 19 December 2001; and

$41.56 per week from 19 June 2002.



The payment of such allowance is to take into account the performance of work in relation to heat, height, dirty work, work in confined spaces; work subject to climatic conditions; subject to the lack of the usual amenities and facilities; subject to directions for alterations and variation of starting and/or finishing locations; subject to direction for availability for emergency work outside of ordinary working hours to ensure continuity and for availability for supply; subject to requirements to complete proficiency tests and subject to changes in the system of working.



10.  Method of Payment



10.1	Employees shall be paid by direct transfer to a maximum of three major financial institutions.



10.2	Employees shall be paid weekly.

11.  Allowances



11.1	Electrician’s Licence Allowance - Paid to employees who are appointed as tradespeople to positions agreed with the Secretary of the ETU and who hold a current NSW Electrician’s Licence.  The allowance is also payable to employees who were appointed to certain positions prior to 10 December 1981, whether or not they hold an electrician’s licence.  Paid for all purposes.  This allowance shall be payable in accordance with the conditions applicable to and as prescribed by the Electricians & C. (State) Award as varied from time to time.(Appendix D, Allowances, Item No 5)



11.2	Electrical Safety Rules Allowance - Paid to employees appointed to electrical positions as agreed by the Secretary of the ETU who have passed a test of their knowledge of the rules and who are required to work or supervise or direct work in accordance with those rules. The allowance is also payable to employees who were appointed to certain positions prior to 22 December 1981.  Employees will be required to undergo periodic refresher training.  Effective on and from 19 December 2000, apprentice electricians are paid the allowance from the date they complete the Electrical Safety Rules Test. Paid for all purposes. (Appendix D, Allowances, Item No3)



11.2.1	Employees in trade classifications (as defined) other than electrician are entitled to 80% of the Electrical Safety Rules Allowance paid to electricians. (Appendix D, Allowances, Item No 9)



11.2.2	Pro-rata Safety Rules Allowance paid to Electricity Supply Operatives who have passed an abridged version of the Safety Rules Test. This allowance is calculated at 60% of the Electrical Safety Rules Allowance.- To be known as Safety Rules Electricity Operative Allowance (Appendix D, Allowances, Item No 7)



11.3	Plumber’s Registration Allowance is paid to an employee who is required to hold a Certificate of Registration in the course of employment.  Paid for all purposes.  (Appendix D, Allowances, Item No 6)



11.4	Employees, other than shift workers, in a continuous process, when in charge of depot, office or telephone during a meal break shall be paid the extra rate set out in (Appendix D, Extra Rates, Item No 10)



11.5 	An employee appointed to a salaried position who is certified by the General Manager as qualified and competent to carry out the full range of cashiering, customer inquiry and customer advisory work and working in a Customer Service Centre other than in the EnergyAustralia Head Office building shall be paid the extra rate set out in (Appendix D, Extra Rates, Item No 12).  Provided that the provisions of this paragraph shall not apply to an employee who has been appointed to carry out higher-grade duties in a Customer Service Centre.



11.6	Employees who are required to use materials containing asbestos or to work in close proximity to employees using such material shall be paid the amount in (Appendix D, Extra Rates, Item No 13).  This is paid for the disability of wearing protective gear.



11.7	Employees who are engaged in removing asbestos or any method of sealing asbestos shall be paid the amount in (Appendix D, Extra Rates, Item No 14).  This is paid for the disability of wearing protective gear.



11.8	Pneumatic machine tool workers in charge of an air-compressor shall be paid the extra rate set out in (Appendix D, Extra Rates, Item No15).



11.9	Employees engaged on unusually dirty work or work of a particularly offensive nature shall be paid the extra rate set out in (Appendix D, Extra Rates, Item No 17).



11.10	Employees, other than shift workers, in a continuous process, when in charge of plant during a meal break shall be paid the extra rate set out in (Appendix D, Extra Rates, Item No 11).







11.11	Employees who are accredited as an interpreter with the National Accreditation Authority for Translators and Interpreters (NAATI) and are nominated to be paid a Community Language Allowance because they are frequently called on to act as interpreters shall be paid the amount in Appendix D, Extra Rates, Item No 18.



11.12	Employees engaged in handling silicate of cotton, slagwool, insulwool or other similar loose material shall be paid the amount in (Appendix D, Extra Rates, Item No 16). This is paid for the disability of wearing protective gear



11.13	Employees appointed to trades positions and engaged in bricklaying, carpentry, painting, plastering, plumbing and signwriting who are required to supply and maintain their own tools of trade shall be paid the tool allowance prescribed from time to time in the appropriate State award.



11.14	Employees engaged on any chokage and who are required to open any soil pipe, waste pipe or drain pipe conveying offensive material shall be paid the amount prescribed from time to time in the Plumbers and Gas Fitters (State) Award.



11.15	Ex-Orion Energy employees who are not provided with tools and are required to provide their own tools shall be paid the amount in (Appendix D, Allowances, Item No 8).



12.  Work Value and Job Evaluation



12.1	Changes to an employee’s work shall not justify an increase in pay unless the change in the work constitutes such a significant net addition to the work requirements that it warrants advancement to a new classification.  Whether or not a job warrants re-classification shall be determined by a properly constituted job evaluation panel.



Changes in work value can only arise from changes in the nature of work, the level of skill required or the level of responsibility exercised.



12.2	A properly constituted job evaluation committee shall comprise one Union representative, a management representative and the Job Evaluation Administrator.



Access to the Industrial Relations Commission under the work value principle of the 2000 State Wage Case will not be restricted by this definition of work value but reference should only be considered as a last resort. 



13.  Hours of Work



13.1	Ordinary Hours



The Parties agree that it is essential that sufficient employees be scheduled on to meet the business and customer service requirements in each workplace.  Therefore, the hours of work will be scheduled after taking into consideration:



13.1.1	the provision of service; 



13.1.2	the work of the branch, section or team; and



13.1.3	the personal circumstances of the employees, including parental responsibilities.



The hours of work for individual employees including start and finish times will be determined by agreement only after consultation with their manager which will take into account 13.1.1, 13.1.2 and 13.1.3 above.  Individual schedules will not be altered so often that would be disruptive to the work organisation and employee’s home lives.  If it is proposed that the ordinary hours extend beyond 8 per day or 6 pm or on a weekend, the relevant union will be invited to participate in the consultations.  In all other circumstances the union will be notified and will be involved if requested by the employees.



13.2	Maximum Hours to be Worked



Full time employees will not be required to work in excess of 72 hours in any fortnight, except as overtime.



Employees will not be required to work in excess of 12 hours a day without receiving overtime in terms of Clause 15 Overtime.



13.3	Span of Hours



The span of hours shall be 6.00 am to 6.00 pm.  Employees shall be available for work between these hours by mutual agreement.



The span of hours can be adjusted by mutual agreement, with the relevant union(s) and employees, to accommodate summer time arrangements, by means of a local workplace flexibility agreement.



13.4	Normal Working Week



The normal method of scheduling hours will provide for a nine day fortnight.  This may be departed from where the local manager and the majority of employees affected agree and their union has been consulted.  Alternative patterns of work may include patterns such as 12 hour day/6 day fortnight, 9 hour day/8 day fortnights, etc.



13.5	Flexibility



The scheduled start and finish times and duration of the working day can be altered on a casual basis by agreement between the employee and his/her manager to meet unforeseen changes in the workflow or to meet the personal needs of the employee. A written record of these casual arrangements must be kept by the Manager and a copy forwarded to the Union.



In these cases, the total ordinary hours should not exceed 72 over two weeks. Also, in these cases, work in excess of 12 hours per day or after 6 pm, or on a Saturday, Sunday or award/public holiday will still attract the appropriate penalty rates.



13.6	This clause applies except where a Local Workplace Flexibility Agreement is in place.



14.  Shift Work



14.1	Definitions



14.1.1	Afternoon Shift - a shift finishing between 6 pm and midnight



14.1.2	Early Morning Shift - a shift commencing between 5 am and 6.30 am



14.1.3	Night Shift - a shift finishing between midnight and 8 am.



14.1.4	Seven Day Shift - shifts which are rostered work on each day of the week. Seven Day Shiftworkers are paid the rates in Appendix 1C.



14.1.5	Shift Worker - an employee who works shifts. An employee does not cease to be a shift worker during a period of leave.



14.1.6	 Shift Work - work which is rostered outside the normal spread of hours and which provides for two or more shifts on a day and which requires employees to rotate or alternate in working the shifts.



14.1.7	Continuous Afternoon - shifts which are worked or Night Shiftwork continuously in the afternoon or night.

14.2	Shift workers shall be paid the extra rates in Appendix 1D, Extra Rates, Items 3 and 4.   Extra rates are made on a pro rata basis for rostered shifts greater than eight hours (eg. A nine hour rostered shift receives 1.125 times the extra rate, a 12 hour rostered shift receives 1.5 times the extra rate).



14.3	Penalty Rates shall be paid for shiftwork on Saturdays, Sundays and Holidays.



14.4	Change of Roster



14.4.1	Shift workers should normally be given at least five days’ notice of a change of shift or a change of roster.  Where this is not possible the employee will be paid double time for the first shift after the change.



14.4.2	Where an employee is given less than five days’ notice of a change of shift or roster and the change results in the employee working additional shifts, then the employee shall be allowed an equal amount of time off at a mutually agreed time.  If it is not practical for the employee to be allowed time off within four weeks, the employee shall be paid for the extra shifts at double time.



14.4.3	The provisions in 14.4.1 and 14.4.2 above do not apply to employees who are classified as relief shiftworkers. 



14.5	Day workers who are required to work shifts



14.5.1	Day workers may be required to work shifts.



14.5.2	Day workers who are required to work shifts shall be paid not less than an additional 30 percent for the first 10 afternoon and/or night shifts in lieu of the shift allowance.  The shift allowance is still payable where the shifts occur on a Saturday, Sunday or Holiday.



14.5.3	After working 10 afternoon and/or night shifts an employee shall be deemed to be a shiftworker.



14.5.4	A day worker who is required to commence working continuous afternoon or night shifts shall be paid for the first five shifts at time and a half or at the rate otherwise provided in this agreement, whichever is the greater.  These shifts may be organised so that an employee receives a least a full week’s pay.



14.5.5	The additional payments in this sub-clause do not apply where a day worker asks to become a shiftworker. 



14.6	An employee engaged on continuous afternoon shift and an employee engaged on continuous night and shift work as defined in this award, who works on an ordinary shift on:



•	any day other than an award/public holiday - ordinary rates plus 30% for all time worked;



•	on an award holiday - ordinary rates plus 30 % for all time worked in addition to any ordinary day’s pay.



14.7	This clause applies except where a Local Workplace Flexibility Agreement is in place.



15.  Overtime



15.1	All time worked in excess of the scheduled ordinary hours shall be overtime unless the employee and the manager have altered them by agreement on a casual basis in accordance with Clause 13.1 Hours of Work.



15.2	All time worked outside the period 6 am - 6 pm Monday to Friday shall be overtime unless the majority of employees and their manager have entered into a Local Workplace Flexibility agreement, which complies with Clause 23 Local Workplace Flexibility.



15.3	All overtime which commences between midnight Sunday and midday Saturday shall be paid at time and a half for the first two hours and double time thereafter.



15.4	All overtime which commences between midday Saturday and midnight Sunday shall be paid at double time.



15.5	All overtime which commences on an award/public holiday is paid at double time and a half until the employee finishes:



15.5.1	In the case of day workers, all work done on an award/public holiday during the time which would have been the employee’s normal working time is paid at triple time.



15.6	All overtime worked by shiftworkers on a day on which they are rostered off shall be paid at double time until released from duty. Shiftworkers are not entitled to overtime as a result of changed shifts which they organise amongst themselves.



15.7	No payment will be made for unauthorised overtime.



15.8	Where overtime is necessary, whenever possible it shall be organised so that employees shall have at least 10 consecutive hours off duty.  If so much overtime is worked that an employee cannot take a 10 consecutive hour break before the normal commencement time, they shall be entitled to time off without loss of normal pay until they have had a 10 consecutive hour break. If a 10 hour break is not given then the employee is paid double time for all hours worked until a 10 consecutive hour break is taken.



15.9	An employee who is recalled to work overtime and is not On Call as provided in Clause 16 On Call shall be paid for a minimum of four hours at the appropriate overtime rate. 



The payment for an employee who is recalled to work overtime commences from the time the employee receives the call and continues until the employee arrives home.



Except in the case of unforeseen circumstances arising, the employee shall not be required to work the full four hours if the job to which the employee was recalled, or which the employee was required to perform, is completed within a shorter period



15.10	If a day worker is recalled to work overtime between the time determined by extending the employee’s usual ceasing time on the previous day by eight hours and 4 am, the employee’s normal starting time the next day shall be put back by the number of hours worked between those times or paid at double time for the number of hours worked between those times.



15.11	If an employee is required to resume duty after being recalled to work overtime which exceeds four hours before having a ten hour break, the employee shall be paid double time for all hours worked until a break of 10 consecutive hours has been taken.



15.12	This clause shall not apply to employees working in positions at Pay Point 54 or above unless otherwise approved.



15.13	Except where overtime is continuous (subject to a reasonable meal break) with the usual commencing or ceasing times of either a day worker’s ordinary working hours or a shift worker’s ordinary rostered shift on a day upon which the employee has been rostered on, "Recalled to work overtime" means:



15.13.1	a direction given to an employee to commence overtime work at a specified time which is two hours or more prior to either the employee’s usual or rostered commencing time, or one hour or more after the employee’s usual or rostered ceasing time (whether notified before or after leaving the employee’s place of work); or,



15.13.2	a notification given to an employee after completion of the employee’s day’s work directing the employee to take up overtime work; or,



15.13.3	a notification given to an employee whose normal hours do no include work on a Saturday, Sunday or Award holiday to work on any such day; or



15.13.4	a notification given to a shift worker to work on a rostered day off.



15.14	This clause applies except where a Local Workplace Flexibility Agreement is in place.



16.  On Call



16.1	An employee who is on call shall be paid the amount in Appendix 1D, Extra Rates, Item No’s 5,6 and 7.



16.2	An employee who is on call for less than a whole week shall be paid one fifth of the allowance for each working day or part thereof and one quarter of the allowance for each Saturday, Sunday or Award/public holiday or part thereof up to a maximum of the full allowance.



16.3	An employee who is on call is required to be available for emergency and/or breakdown work at all times outside the employee's usual hours of duty.  Upon receiving a call for duty, the employee is to proceed directly to the job.



16.3.1	Emergency and/or breakdown work includes restoring supply to our customers or making equipment safe which has failed or is likely to fail or maintenance work which is essential to prevent a supply failure.  This includes work not only on Energy Australia’s equipment but also on our customers' equipment.



16.4	Payment for a call out shall commence from the time the employee receives a call and continues until the employee arrives back home.  Payment is at the appropriate overtime rate.



16.4.1	Employees who are on call are not confined to their homes but they must be reasonably available so that they would not be delayed by more than 15 minutes in addition to the time it would normally take to travel from their homes to the place where the work is to be performed.  Any delays in excess of 15 minutes will not be paid unless specifically authorised.



16.5	An employee may be required to attend any other calls which arise prior to returning home.



16.6	Call-outs are paid at double time with a minimum one-hour payment.  Call-outs during an award/public holiday are paid at double time and a half with a minimum one hour payment.



16.7	Employees who are called out are entitled to a minimum of one hour's pay at double time each time they are called out.



16.8	If a day worker is recalled to work overtime between the time determined by extending the employee's usual ceasing time on the previous day by 8 hours and 4 am, the employee's normal starting time the next day shall be put back by the number of hours worked between those times or paid at double time for the number of hours worked between those times.



16.9	If an employee is required to resume duty after a call out which exceeds four hours before having a 10 hour break, the employee shall be paid double time for all hours worked until a break of 10 consecutive hours has been taken.



16.10	Normal meal break and meal allowance provisions apply to overtime worked on call-outs.



16.11	This clause shall not apply to employees working in positions at Pay Point 54 or above unless otherwise approved.



16.12	This clause applies except where a Local Workplace Flexibility Agreement is in place.







17.  Standing By



17.1	This clause applies to employees who are directed to stand-by in readiness to work overtime.  It does not apply to employees who are on call.



17.2	Employees who are standing by shall be paid at ordinary rates from the time the employee commences standing by until the time the employee is directed to commence overtime or to cease standing by.



17.3	This clause applies except where a Local Workplace Flexibility Agreement is in place.



18.  Meal Break



18.1	Meal breaks during ordinary hours shall be of at least a half hour duration.  The actual duration and timing of the break shall be set after considering the location and nature of the work and may be altered from time to time in consultation with the employees concerned.



18.2	If an employee is required to work longer than five ordinary hours without a meal or work break, they shall be paid time and a half until a meal break is taken.



18.3	For overtime next following and continuous with the ordinary day’s work:



18.3.1	An employee who is required to work overtime shall be entitled to a paid meal break of 20 minutes after the first hour and a half actually worked and again after the first four hours actually worked.



18.3.2 	For each four hours worked on overtime after the second meal break, the employee shall be entitled to take another paid meal break of 20 minutes.



18.3.3	For each paid meal break on overtime the employee shall be paid the Meal Money in Appendix 1D, Extra Rates, Item No 9.



18.3.4	Meal breaks during overtime will be paid at the appropriate overtime rate.



18.4	Where overtime is worked which is not continuous with normal work - e.g. on weekends or on call out, then a paid meal break of 20 minutes will be provided after each four hours worked.



18.5	An employee may, by mutual agreement, extend a meal break on overtime up to a total period of one hour provided that any time in excess of 20 minutes is unpaid.



18.6	Meal breaks which occur during periods of overtime should be taken at the time they fall due unless the employee seeks to defer the break to a later time.



18.7	This clause applies except where a Local Workplace Flexibility Agreement is in place.



19.  Part-Time Employment



19.1	A part-time employee is one who is employed as such and who works regular 	days and regular hours which are less than the full time ordinary hours.



19.2	A part-time employee shall be paid a pro rata rate commensurate with their normal hours worked each week.



19.3	A part-time employee shall be entitled to all service entitlements on a pro - rata basis commensurate with their normal hours worked each week. Appropriate training will also be provided.



19.4	The Parties will consult before introducing a new area of part-time employment.





20.  Casual Employment



20.1	A casual employee shall mean any person who is engaged and paid as such.



20.2	Minimum engagement on any day shall be three hours.



20.3	Casual Employees shall be paid a loading of 20 per cent which shall be in lieu of all entitlements provided under this Agreement including sick leave and annual 	leave other than those prescribed below:



20.3.1	Long Service Leave in accordance with the Long Service Leave Act 1955.



20.3.2	Time and half plus the 20 per cent loading for all hours worked in excess of 8 per day or 72 hours per fortnight or outside the spread of hours or on a Saturday before midday.



20.3.3	Double time plus 20 per cent for all hours worked after midday on a Saturday or on a Sunday or an award/public holiday.



20.3.4	Casual employees shall be eligible for meal allowances and meal breaks as provided in Clause 18 Meal Break of this Award.



20.4	Provided that casual employment will not be introduced into any new area of Energy Australia’s operations without prior consultation with the relevant union or unions.



21.  Fixed Term Employment



21.1	"Fixed Term Employment" is defined as applying when it is not expected that there will be an on going need for the position.



21.2	A fixed term employee is one who is engaged for a fixed period.



21.3	Fixed term employees shall be paid and be entitled to all the conditions under this Award which are appropriate.



21.4	A fixed term employee does not include a casual employee.



22.  Job Sharing



22.1 	Job sharing is a particular type of work where one or more full-time positions are shared by two or more employees to cover an agreed span of hours.



22.2	Where a full-time employee requests to convert to part-time work and their current position needs someone on duty full-time, a job sharing arrangements may be suitable.



22.3	A job-sharer shall be paid a pro rata rate commensurate with their normal hours worked each week.



22.4 	A job-sharer shall be entitled to all service entitlements on a pro rata basis commensurate with their normal hours worked each week. Appropriate training will also be provided.



22.5	The Parties will consult before introducing a new area of job sharing. 	



22.6	In the event that one of the employees sharing a job either resigns or is appointed to another position, the remaining employee will be offered the opportunity to be appointed to the position on a full-time basis.



22.7 	A breakdown in an existing job-share arrangement will not be used as an opportunity to change the full-time status of that position without full consultation with the appropriate union(s) partner(s).







23.  Local Workplace Flexibility



23.1 	This clause is intended to provide the means by which different conditions of employment may be provided as a result of an arrangement which is mutually agreed at the local workplace.



23.2 	A local workplace agreement may provide for different conditions of employment than are provided in the following clauses:



Hours of Work

Shift Work

Overtime

On Call

Standing By

Meal Break

Excess Travel



23.3	A local workplace agreement may only provide for different conditions of employment where the following requirements have been complied with:



23.3.1	The employees are not disadvantaged when the local workplace agreement is viewed as a whole.



23.3.2	The majority of employees affected agree after taking all views into consideration including the need to maintain effective working relationships.



23.3.3	The appropriate union has been advised prior to the commencement of discussions with the employees concerned.



23.3.4	The local workplace agreement is not contrary to any law and does not jeopardise safety.



23.3.5	The hours of work cannot be altered so that they exceed the maximum ordinary hours allowed under the Industrial Relations Act 1996.



23.3.6	The local workplace agreement will improve efficiency and/or customer service and/or job satisfaction.



23.3.7	The local workplace agreement shall be written and each employee affected and the relevant union shall be given a copy.



23.3.8	Managers shall give fair consideration to requests from staff for flexible work arrangements and ensure that work arrangements do not discriminate or work against particular employees.



23.4	Individual employees may opt out of a local workplace agreement if its operation will cause him/her genuine personal or family hardship and they can do so without disrupting the pattern of work or inconvenience customers.  Transfer to another equivalent position will be considered in these circumstances.



24.  Annual Leave



24.1	Employees excluding shift workers shall accumulate 144 hours of annual leave in each complete year of service.



24.2	This leave will be approved by Energy Australia provided that adequate employees are available to meet the needs of the organisation.



24.3	Annual leave may be taken in any combination of separate periods.  These should be taken in whole days.



24.4	Payment for annual leave shall be at the ordinary rate of pay.  See Clause 40 Higher Grade Pay in relation to Higher Grade Pay.



24.5	Employees may be allowed to take a period of annual leave in advance of its accrual, subject to approval.  Where their employment subsequently terminates before the leave has accrued on a pro rata basis, Energy Australia may deduct any pre-payment from their termination pay.



24.6	Any award/public holidays which occur during annual leave shall not be deducted from annual leave entitlements.



24.7	Rostered days off do not accrue during periods of annual leave.



24.8	Seven-day shiftworkers shall accumulate 200 hours of annual leave in each complete year of service.  Other shiftworkers shall accumulate160 hours of annual leave in each complete year of service.



24.9	Employees who have worked as seven-day shiftworkers for part of a year shall receive a pro rata entitlement to additional annual leave.



24.10	When an employee ceases employment for any reason, they shall be paid for any annual leave  which has not yet been taken for each completed year of service.  The employee shall also be paid a pro rata amount for any leave which has not been taken for any  partly completed year of service.  Payment for all outstanding annual leave shall be at the ordinary rate which applied at the time employment ceased.  (See clause 40 in relation to Higher Grade Pay).



24.11	Employees shall not commence annual leave whilst on sick leave or accident leave.



24.12	All annual leave is paid at the employee’s ordinary rate of pay which includes, all purpose allowances as defined and higher grade pay where applicable (See Clause 40 Higher Grade Pay).  Shiftworkers are paid for their annual leave at their ordinary rate inclusive of shift allowances or receive an annualised holiday loading paid at 1.65% each week, whichever is the greater.



24.13	Employees may use single days of annual leave to look after sick relatives or deal with emergencies.  In these circumstances, the employee should provide his/her manager with as much notice as possible before the scheduled start of work.



25.  Sick Leave



25.1	Employees are entitled to sick leave when their sickness prevents them from attending their workplace.



25.2	Visits to a doctor or dentist during the employee's normal working hours and any other part day absences will be debited against the employee's sick leave entitlements.



25.3	Sick leave will not be paid where the absence arises from participation in any activity where the employee is paid by other than Energy Australia.



25.4	In determining an employee's total sick leave credit, service with an organisation which has merged with Energy Australia will be taken into account.



25.5	Where an employee has exhausted their entitlement to paid sick leave, additional leave with pay may be granted if the circumstances warrant it.



25.6	Where an employee has exhausted their entitlement to paid sick leave, and is granted leave without pay, that period may or may not count as service as determined by Energy Australia.











25.7	After three months an employee is entitled to 24 hours sick leave



After a total of six months an employee is entitled to an additional 32 hours

After a total of 12 months an employee is entitled to an additional 64 hours.

After a total of 18 months an employee is entitled to an additional 48 hours.

After a total of 24 months an employee is entitled to an additional 72 hours.

After a total of 36 months an employee is entitled to an additional 120 hours

After a total of 48 months an employee is entitled to an additional 120 hour.

After a total of 60 months an employee is entitled to an additional 144 hours

After every 12 months thereafter an employee is entitled to an additional 144 hours.

Any untaken portion of the entitlement shall accumulate for use in future years.



25.8	An employee who is diagnosed as being so sick that they are not expected to ever be fit for normal duties shall be "Retired-Ill Health".  The date of retirement will normally be the date that their sick leave entitlements are exhausted.  However, the employee will have the option to take a lump sum payment for sick leave in accordance with Clause 36 Cashing in Sick Leave  and retire after any sick leave which accrued after 15 February 1993 has been exhausted.  No additional sick leave entitlements will accrue from the date the diagnosis is made.



25.9	If an employee provides medical evidence that they were injured or sick whilst on annual leave or long service leave to such an extent that they were unable to derive benefit from the leave, then the period of leave which is affected will be recredited provided it is at least of five consecutive working days duration.



25.10	Award/public holidays and RDO’s which occur during periods of sick leave are not counted as sick leave.



25.11	A certificate from a medical practitioner is required for all claims for sick pay which exceed three working days.  However, where an employee's sick leave record is unsatisfactory, the employee may be required to produce a medical certificate to cover all absences for the next 12 months.



25.12	Claims for sick leave and/or pay not covered by a medical certificate shall not be made more frequently in any year of service then:



-	in the case of employees with 1 year but less than 5 years’ service - 4 occasions in a service year;



-	in the case of employees with 5 years or more service - 6 occasions in a service year.



25.13	Paid sick leave will not be available for absences on either the last working day before, or the first working day after, an award/public holiday, annual leave or long service leave unless a medical certificate is provided.



25.14	A medical certificate should include the following information:



�SYMBOL 183 \f "Symbol" \s 10 \h�	Name of employee

�SYMBOL 183 \f "Symbol" \s 10 \h�	Name of Doctor and signature

�SYMBOL 183 \f "Symbol" \s 10 \h�	Reason for absence *

�SYMBOL 183 \f "Symbol" \s 10 \h�	Period during which the employee is unfit for work, and

�SYMBOL 183 \f "Symbol" \s 10 \h�	Date of issue.



*	While it is reasonable for Energy Australia to ask the reason for an  

absence, the  employee and treating doctor can decide how much  

detail is provided.



25.15	Where an employee is required to obtain a medical certificate it should be obtained during the period of absence on sick leave and not be obtained retrospectively. This requirement may be waived in extenuating circumstances.



25.16	Part day absences shall be debited against the employee's sick leave entitlement.



25.17	Employees will make reasonable efforts to notify their supervisor as close to the normal start time as practical if they are going to be absent on sick leave.



25.18	If there is any dispute about a doctor's diagnosis in relation to sick leave, a second opinion may be obtained from another doctor jointly selected by the parties.  This second opinion will be deemed to settle the dispute.  Any cost for obtaining the second opinion will be paid by the party that the decision goes against.



26.  Long Service Leave



26.1	Long Service Leave shall accrue according to the following scale:



After 10 years’ service			13 weeks

After 15 years’ service			Additional 8½ weeks

After 20 years’ service			Additional 13½ weeks

After each additional 5 years’ service	Additional 13 weeks



26.2	All long service leave is paid at the employee’s ordinary rate of pay as defined.



26.3	An employee who has completed five years’ service and less than 10 years’ service with EnergyAustralia and whose employment terminates for any reason other than misconduct, shall be entitled to payment of 1.3 weeks’ pay for each year of service and pro rata for partly completed years to the nearest day.



26.4	An employee who has completed 10 or more years’ service with EnergyAustralia whose employment terminates for any reason other than misconduct, shall be entitled to the following pro rata long service leave, minus any periods of long service leave already taken:



Ten years’ service�13 weeks��Between 10 and 15 years’ service�1.7 weeks per year��Between 15 and 20 years’ service�2.7 weeks per year��After 20 years’ service�2.6 weeks per year��

Pro rata amounts will be paid for partly completed years to the nearest day.



26.5	Employees who have continuity of service with an organisation which merged with Energy Australia or whose service with a previous employing organisation is recognised by Energy Australia for long service leave purposes, will have that service and any periods of long service leave taken into consideration in calculating their entitlement in terms of Clause 35, Calculation of Service.



26.6	Employees shall not commence long service leave whilst on sick or accident leave



26.7	Employees shall give at least four weeks’ notice of their intention to take long service leave.  Shorter notice may be agreed, subject to work requirements.



26.8	Long service leave may be taken at half pay.  All long service leave will be taken in amounts no less than one day.



27.  Accident Leave and Pay



27.1	"Accident Pay" means an amount of pay equal to the difference between the amount of workers’ compensation received and the ordinary rate of pay.



27.2	Where an employee has been injured in the course of employment at Energy Australia, they shall be paid Accident Pay and Workers’ Compensation for a combined total period up to 52 weeks, provided that employment continues with Energy Australia.



27.3	Additional periods of accident pay may be granted by Energy Australia where circumstances warrant it.



27.4	A certificate from a medical practitioner is required for all claims for accident pay.  If there is any dispute between doctors, the parties will select a third doctor whose opinion will settle the matter of accident pay.



This will not determine the issue of liability which will be settled by the Workers' Compensation Court if the parties cannot agree.



27.5	A medical certificate should include the following information:



�SYMBOL 183 \f "Symbol" \s 10 \h�	Name of employee,

�SYMBOL 183 \f "Symbol" \s 10 \h�	Name of doctor and signature,

�SYMBOL 183 \f "Symbol" \s 10 \h�	Reason for absence,

�SYMBOL 183 \f "Symbol" \s 10 \h�	Period during which the employee is unfit for work, and

�SYMBOL 183 \f "Symbol" \s 10 \h�	Date of issue



27.6	If an employee receives a settlement or compensation in relation to an injury or illness which has resulted in a claim on Energy Australia for paid sick leave or paid accident leave, then the employee shall repay Energy Australia the sum of the actual pay received to a maximum not exceeding the settlement or compensation received.  In such cases, the amount of sick leave which was reimbursed will be recredited to the employee.



28.  Special Leave



28.1	Special Leave may be granted for the following purposes:



*	Bereavement,

*	Blood donations,

*	Attending to union matters, including training and official conferences,

*	Attending Employee Assistance Program, 

*	Personal.



28.2	Special Leave may be granted with or without pay by agreement.



28.3	Special Leave may or may not count for service by agreement.



28.4	An employee who is required to attend for Jury Service will be granted leave which will count as service.  An employee will be paid the difference between their normal rate of pay and the amount paid for jury service.



28.5	Special Leave with pay will be granted to employees for their first appointment under the Employee Assistance Program.  Subsequent appointments are subject to sub-clauses 28.2 and 28.3 above.



28.6	Employees are encouraged to use RDO’s or single days of annual leave to cover other absences.  The employee should provide his/her manager with as much notice as possible before the scheduled start of work.



28.7	An employee who is required to attend military training will have such periods counted as part of service, up to a maximum of 14 days per year. The employee will be paid the difference between the ordinary rate currently paid, and amount paid for military training, on production of evidence of the employee’s attendance and money paid to the employee.













29.  Personal/Carer's Leave



29.1	An employee, other than a casual employee, with responsibilities in relation to a class of person set out in subparagraph 29.3.2, who needs the employee’s care and support, shall be entitled to use, in accordance with this sub-clause, any current or accrued sick leave entitlement, provided for in clause 25 "Sick Leave", for absences to provide care and support, for such persons when they are ill. Such leave may be taken for part of one day. This entitlement is effective from the date of registration of the award on 18 December 1997.



29.2	The employee shall, if required, establish by production of a medical certificate or statutory declaration, the illness of the person concerned, and that the illness is such as to require care by another person. In normal circumstances an employee must not take carer’s leave under this sub-clause where another person has taken leave to care for the same person.



29.3	The entitlement to use sick leave in accordance with this clause is subject to:



29.3.1	the employee being responsible for the care and support of the person concerned: and,



29.3.2	the person concerned being:



29.3.2.1	a spouse of the employee; or



29.3.2.2	a de facto spouse, who, in relation to a person, is a person of the opposite sex to the first mentioned person who lives with the first mentioned person as the husband or wife of that person on a bona fide domestic basis although not legally married to that person; or



29.3.2.3	a child or an adult child ( including an adopted child, a step child, a foster child or an ex-nuptial child), parent (including a foster parent and legal guardian), grandparent, grandchild or sibling of the employee or spouse or de facto spouse of the employee; or



29.3.2.4	a same sex partner who lives with the employee as the de facto partner of that employee on a bona fide domestic basis; or



29.3.2.5	a relative of the employee who is a member of the same household, where for the purposes of this paragraph:



1.	"relative" means a person related by blood, marriage or affinity;



2.	‘affinity’ means a relationship that one spouse because of marriage has to blood relatives of the other; and



3.	‘household’ means a family group living in the same domestic dwelling.



29.4	An employee shall, wherever practicable, give the employer reasonable notice prior of the intention to take leave, the reasons for taking such leave and the estimated length of absence. If it is not practicable for the employee to give prior notice of absence, the employee shall notify the employer by telephone of such absence at the first opportunity on the day of absence.



29.5	An employee may elect, with the consent of the employer, to take unpaid leave for the purpose of providing care and support to a class of person set out in sub-clause 29.3.2 above who is ill.



29.6	An employee may elect with the consent of the employer, to take annual leave for the purposes of providing care to a class of person set out in subclause 29.3.2.



29.7	An employee may elect, with the consent of the employer, to take time off in lieu of payment for overtime at a time or times agreed with the employer within twelve (12) months of the said election.

29.8	Overtime taken as time off during ordinary time hours shall be taken at the ordinary time rate, that is an hour for each hour worked.



29.9	If, having elected to take time as leave, in accordance with subclause 29.7, the leave is not taken for whatever reason, payment for time accrued at overtime rates shall be made at the expiry of the twelve (12) month period or on termination.



29.10	Where no election is made in accordance with the said subclause 29.7, the employee shall be paid overtime rates in accordance with the award.



29.11	An employee may elect, with the consent of Energy Australia, to work ‘make-up time’ under which the employee takes time off ordinary hours, and works those hours at a later time, during the spread of ordinary hours provided in the award, at the ordinary rate of pay.



29.12	An employee on shift work may elect, with the consent of the employer, work ‘make-up time’ (under which the employee takes time off ordinary hours and works those hours at a later time) at the shift work rate which would have been applicable to the hours taken off.



29.13	An employee may elect, with the consent of the employer, to take a rostered day off at any time.



29.14	An employee may elect, with the consent of the employer, to take rostered days off in part day amounts.



29.15	An employee may elect, with the consent of the employer, to accrue some or all rostered days off for the purpose of creating a bank to be drawn upon at a time mutually agreed between the employer and employee, or subject to reasonable notice by the employee or the employer.



29.16 	This subclause is subject to the employer informing each union which is both party to the award and which has members employed at the particular enterprise of its intention to introduce an enterprise system of RDO flexibility, and providing a reasonable opportunity for the union(s) to participate in negotiations.





30.  Parental Leave



30.1	The provisions of the Industrial Relations Act 1996 shall apply.



30.2	Employees who are eligible for maternity leave without pay under the Industrial Relations Act 1996 shall be entitled to receive up to nine weeks of paid leave (or 18 weeks at half pay) included in the 12 months approved under the Act at their ordinary rate of remuneration.





31.  Career Break



31.1	Employees are eligible to apply for a career break to meet personal, family or community responsibilities - e.g. study, child rearing, looking after a sick relative, personal development, etc.



31.2	A career break provides between three months and one year of unpaid leave and may be combined with other leave to provide a total period of absence up to two years.



31.3	Employees who take a career break maintain continuity of employment but the period of leave does not count for service.



31.4	Employees who take a career break will be able to return to either their old position or an equivalent position.









32.  Award/Public Holidays



32.1	The days on which the following holidays are gazetted shall be days off work without loss of pay:



New Year’s Day

Australia Day

*Picnic Day 

Good Friday

Easter Saturday

Easter Monday

Anzac Day

Queen’s Birthday

Labour Day

Christmas Day

Boxing Day



*	For ex-Sydney Electricity employees this will be the second Friday in March. For ex-Orion Energy employees this will be a day determined between the parties.



32.2	In addition, employees shall be entitled to the day off work without loss of pay for any other days or days which are gazetted as public holidays throughout NSW.



32.3	Any award/public holiday which falls during a period of annual leave, sick leave or long service leave, shall not be debited against that leave.



32.3	If an award/public holiday occurs on an employee’s scheduled day off or rostered day off then the employee shall receive an additional day’s pay at the ordinary rate or shall be entitled to another day off in lieu.



32.4	An employee who is absent from duty without approval on the working day prior to, or the working day after, an award/public holiday shall not be entitled to pay for that holiday or the unauthorised absence.



32.5	Where an employee has been on unauthorised leave for more than five consecutive working days, which may include an RDO, the employee is not eligible to be paid for any award/public holidays which occur during the leave.



32.6	An employee who is on call on an award/public holiday shall be entitled to another day off in lieu.	



33.  Rostered Days Off



33.1	A rostered day off occurs in the system of working a 9 day fortnight and is defined as a weekday Monday to Friday on which an employee is not required to work because the employee has worked additional time which has accrued towards a day off.



The normal working arrangement for employees is nine eight-hour days per fortnight and RDO’s are normally taken on a Monday or Friday.



This may be varied using a Workplace Flexibility Agreement.



33.2	By agreement, employees can accumulate up to four RDO’s which can be taken at any time subject to mutual agreement after having regard to the needs of the work area and the needs of the employees.



When an employee takes more than two consecutive RDO’s and another employee acts in his/her job, then that employee shall be eligible for higher grade pay.







33.3	If employees need time off to look after a sick relative or for an emergency or unforseen event, they are encouraged to use accumulated RDO’s or to take an RDO in advance.  In all circumstances, the employee should provide his/her manager with as much notice as possible before commencing the absence.



33.4	The number of RDO’s which an employee may take in a year when 4 weeks’ annual leave is taken, is limited to 24.



34.  Terms of Employment



34.1	Energy Australia shall give an employee the following periods of notice or payment in lieu:



Employee's period of continuous service with EnergyAustralia  (See Clause 35 Calculation of Service )�Period of Notice��Less than 1 year�1 weeks��Between 1 and 3 years�2 weeks��Between 3 and 5 years�3 weeks��More than 5 years�4 week��

This period of notice given by Energy Australia is increased by one week if the employee is over 45 years of age and has completed at least two years of continuous service with Energy Australia.



This shall not limit Energy Australia's right to dismiss an employee without notice for serious misconduct. Employees shall provide Energy Australia with not less than one week's notice of termination or forfeit one week's wages in lieu.



34.2	If an employee is absent without notifying Energy Australia for a continuous period of five working days (including RDO’s) without reasonable cause, they will be considered to have abandoned their employment and may be dismissed effective from the last day actually worked.



34.3	The decision to dismiss an employee shall rest with the relevant General Manager or Branch Manager.



34.4	An employee may retire from Energy Australia after reaching 55 years of age.



34.5	An employee may be required to work reasonable overtime, unless the employee has reasonable grounds for refusing.



34.6	Money cannot be deducted from an employee's pay without written authority from the employee except where an employee leaves Energy Australia and annual leave has been taken in advance but has not yet accrued on a pro rata basis.



34.7	Employees are not entitled to pay in the following circumstances:



34.7.1	where an employee is absent without authorisation, or



34.7.2	where an employee is absent due to sickness but has no entitlement to paid sick leave, or



34.8	Suspension without pay for an appropriate time may be applied as an alternative to dismissal.  This should be discussed with the employee and the relevant union before a final decision is made.



35.  Calculation of Service



35.1 	All service as an apprentice, trainee or cadet shall count towards service entitlements under this Award.



35.2	The following periods will not count for service and will not break the continuity of service with Energy Australia:



�SYMBOL 183 \f "Symbol" \s 10 \h�	Sick leave without pay

�SYMBOL 183 \f "Symbol" \s 10 \h�	Parental leave without pay

�SYMBOL 183 \f "Symbol" \s 10 \h�	Leave without pay, whether authorised or not

�SYMBOL 183 \f "Symbol" \s 10 \h�	Career Break.



Leave without pay can be assessed on a case-by-case basis by Energy Australia to determine whether or not it will count for service.



35.3	Where Energy Australia has terminated an employee's employment because of ill health or injury, and the employee is subsequently retired, the total length of service shall be taken into account in calculating the employee's entitlements.



35.4	Employees who commenced duties with Energy Australia as a result of the amalgamations and mergers of Shires, Municipalities and County Councils on or prior to 1 January 1980 and mergers in 1995 shall have their previous service recognised in calculating their service entitlements.



35.5	From date of corporatisation of EnergyAustralia, 1st March 1996, the following service counts for long service (extended) leave purposes for staff employed by EnergyAustralia as at 1st March 1996:



•	Prior service with approved Government Departments will be recognised. This provision only applies for employees who were employed before 1 March 1996.



•	Prior service with approved NSW Authorities will be recognised.



•	Prior service with former local government regulated distributors which were engaged in electricity distribution will be recognised.

•	Prior service with approved State-Owned Corporations will be recognised.



Prior service with the Australian Public Service will no longer be recognised after 1st March, 1996.



35.6	New employees recruited from the New South Wales Public Service after 1st March 1996, will continue to have the option of transferring their existing extended leave, recreation leave and sick leave balances to Energy Australia, subject to the existing arrangements for transfer of funds from the previous employer.



35.7	For the purposes of 35.5 and 35.6 above, the period of service for recognition must be ‘continuous’, which is defined as follows:



•	the employee entered on duty in Energy Australia on the next working day following cessation of employment with the recognised former employer;  or



•	the employee has been accepted for employment by Energy Australia prior to the last day of service with the recognised former employer, in which case a break of up to 2 months may be allowed between cessation of duty with the former recognised employer and commencement of employment with Energy Australia.



36.  Cashing in Sick Leave



36.1	Where an employee retires at age 55 or above or accepts voluntary redundancy/early retirement or is retired on medical grounds arising from illness or accident, the employee shall be paid at the ordinary rate of pay applicable to the employee's appointed grade at the date of termination for his/her accumulated untaken sick leave up to the date of termination as calculated below.



36.2	The maximum number of hours of sick leave that may be cashed-in is to be calculated as follows:



Step 1:	Calculate the number of hours of accumulated sick leave, as at the date of termination of employment.



Step 2:	Calculate the number of hours of accumulated sick leave, as at 15 February 1993, that the employee could have cashed-in if his or her employment had been terminated immediately before 15 February 1993.



The maximum number of hours of accumulated sick leave that may be cashed-in is the lesser of the numbers calculated under Step 1 and Step 2.



36.3	The intention of sub-clauses 36.1 and 36.2 above is to ensure that when an employee is obliged to use sick leave credits accumulated prior to 15 February 1993, then such leave will be recredited to the pre 15 February 1993 balance when the employee is again entitled to the annual sick leave credits available in the following year of service.



37.	Excess Travel



37.1	Excess travel time is defined as additional travelling time incurred by an employee in the following circumstances where:



(i)	the employee is directed to start work at a location which takes longer to travel to or from their home than to the usual place of work;



(ii)	the employee is transferred to a new place of work which takes longer to travel to or from their home than to the former place of work.  See also sub-clause 37.2.



(iii)	the employee is required to work overtime or is called out on a day which is not their normal working day.  See also sub-clause 37.5.



Where the employee does not have a usual place of work but instead has a nominal headquarters to which they are attached, for the purpose of calculating excess travel the headquarters are treated as the usual place of work.



37.2	Where an employee is transferred to a new place of work, payment for any excess travel shall only continue for the first six months.  This does not include transfers or appointments made at the employee’s request or which are made for disciplinary reasons.



37.3	Payments for excess travel shall be calculated by estimating the actual travel time and distance by road.  Excess travel time shall be calculated at ordinary rates for journeys undertaken Monday to 	Saturday inclusive and at ordinary time plus a half on Sundays and award/public holidays.  This does not apply to travel time undertaken for a call-out which is covered in sub-clause 37.5.



Reimbursement for the distance travelled is not paid in any circumstances where an employee travels in an Energy Australia vehicle.



37.4	Excess travel is not paid for journeys undertaken during work time.



37.5	Where an employee is called out, all travelling time is paid at the appropriate overtime rate.  The minimum payment of four hours includes any excess travel time where the total time for the job plus travel to and from the job is four hours or less.



37.6	An employee will be paid for his/her actual excess travel time and fares or the amount calculated under 37.3 above, whichever is the greater.  Where an employee believes he/she has not at least been paid for the actual excess travel time and fares, he/she should submit a claim providing sufficient details about the actual mode of transport and the duration of travel for the claim to be assessed and paid.



37.7	Employees who travel in an Energy Australia vehicle are only entitled to payment for any excess travel time which exceeds 30 minutes per journey except when they are called out or work overtime on a day which is not a normal working day, in this case they are entitled to payment for all travelling time.



37.8	Notwithstanding sub-clause 37.7 above, employees who travel to and from work in an Energy Australia vehicle shall not be entitled to payment for excess travel if the payment means it is no longer worthwhile to Energy Australia for the employee to take a vehicle to and from work.  Payment for excess travel to employees who use an Energy Australia vehicle must be authorised by the relevant General Manager.



37.9	This clause shall not apply to employees working in positions at or above Pay Point 54 unless otherwise approved.



37.10	This clause applies except where a Local Workplace Flexibility Agreement is in place.



38.  Provision of Transport



Where an employee is directed to work overtime or on a shift on which they are not regularly rostered and they finish work at a time when reasonable means of transport is not available, Energy Australia shall provide the employee with a conveyance to the employee's home.



39.  Protective Clothing and Equipment



39.1	Each employee shall be responsible for the proper care of tools and proper care and laundering of protective clothing issued to them.



39.2	New protective clothing and equipment and tools will be issued as required to replace items which are subject to normal wear and tear.



39.3	Employees will be issued with protective clothing, tools and equipment which  is suitable for carrying out work safely in the prevailing conditions.



39.4	Employees may be required to replace any protective clothing, tools or equipment which is damaged as a result of misuse or negligence.



39.5	Employees are not permitted to use protective clothing, tools, vehicles or equipment which is provided by Energy Australia while engaged in any employment other than with Energy Australia.



39.6	Employees who are provided with protective clothing shall wear it.



39.7	Energy Australia’s policy on protective clothing will be based on the recommendations of the joint employer/employee/union Clothing Committee



40.  Higher Grade Pay



40.1	The introduction of skills-based classifications will mean that higher grade pay will no longer be applicable within classification groupings because employees will be paid for the full range of duties that they would be expected to use from time to time.  Higher Grade duties would still apply where employees take on higher responsibilities and duties which are beyond the scope of their classification grouping - e.g. a Technician acting as a Field Co-ordinator, Superintendent etc.	



40.2	Employees who are required to carry out duties of a higher grade which are not recognised within the scope of their normal classification grouping shall be paid the appropriate higher rate for the actual period involved, provided they carry out the duties for a minimum of one hour continuously.



40.3	If an employee has been receiving higher grade pay for a continuous period of 13 weeks immediately prior to commencing annual leave, sick leave or accident leave, the employee will be paid the higher grade rate for the duration of the absence.  Absences on approved leave of five days or less aggregate duration will not cause a break in continuity for the purposes of this sub-clause.  In all cases, the payment of higher grade pay whilst on leave will not exceed six months duration. Breaks in Higher Grade duties of five days or less aggregate duration shall not cause a break in continuity for the purposes of this sub clause.



40.4	Award/public holidays during a period of higher grade duty will be paid at the higher rate.



40.5	The higher grade rate will not apply to long service leave or payments made for service entitlements at the termination of employment.



40.6	Higher grade pay is paid to an employee who is required to perform higher grade duties to cover the work of an employee who is absent for 2 or more days taken as RDOs.



40.7	Undertaking on the job training in a higher graded position does not entitle an employee to higher grade pay unless the person is actually given responsibility for the job - e.g. in a relief role.



40.8	Except where an employee is relieving in a vacancy created by an employee on approved leave such as parental leave or long service leave or the work area is being restructured, a period of higher grade pay shall not continue for more than six months before the job is advertised.



41.  Superannuation



41.1	SUPPLEMENTARY SUPERANNUATION



This sub-clause apply to employees who:



41.1.1	were employed by Sydney County Council on or before 31 March 1977;  and



41.1.2	contributed to the same Local Government Superannuation Scheme on 30 April 1990 that he/she was contributing to on 31 March 1977;  and



41.1.3	compulsorily transferred to the State Authorities Superannuation Scheme on May 1990; and



41.1.4	have completed at least 20 years’ continuous service with Energy Australia and Sydney County Council;  and



41.1.5	retired age, retired ill-health was dismissed for reasons other than misconduct, took voluntary redundancy or died whilst still employed.



41.1.6	Employees who meet all the above conditions shall be paid a supplementary superannuation benefit equal to the difference between:



41.1.6 E = 3.5 + 0.07 (S - 20)



where E = the employee’s entitlement measured in weeks of pay per year of service at their ordinary rate.



and	



S	=	45 or the total number of years service (including a portion for part completed 		years to the nearest whole month) whichever is the lesser.



41.1.7	The monetary benefits directly attributable to all payments made or to be made in respect of the employee by Energy Australia or any other employer under the provisions of the Local Government and other Authorities (Superannuation) Act 1927 and the State Authorities Superannuation Act 1987 or it successor.



41.1.8 	This clause shall not apply to an employee who is a contributor under the provisions of the Superannuation Act 1916.



41.1.9 	This clause also applies to employees who were formerly employed by a County Council and who were transferred to Energy Australia on 1 January 1980 provided that:



41.1.10	they maintained continuity of service in the transfer;



41.1.11	they fulfil the requirements in sub-clause 40.1.1 of this clause:



if they meet these criteria, service with Brisbane Waters, St George and MacKellar  County Councils prior to being transferred to Energy Australia on 1 January 1980 will be counted in calculating any entitlement under this clause.



41.1.12	This sub-clause applies to employees who were employed by the former Shortland County Council/Orion Energy.



Where the service of an employee is terminated by retirement age, retirement ill health or death, the employee, or in the latter case, his legal representative, shall be paid a severance allowance equal to:



the amount calculated at the rate of the employee’s final average salary as defined in Section 24 of Part V of the Public Authorities Superannuation Act, 1985, payable at the date of termination based on 5.616 weeks for each completed year the employee was a contributor under the aforesaid Act and proportionately for any fraction of a year on a monthly basis with a maximum period of 224.64 weeks 



 	less:-



the monetary benefits directly attributable to all payments made or to be made in respect of the employee by the provisions of the Public Authorities Superannuation Act, 1985 those benefits being the amount calculated in accordance with the formula set out in Section 26 of the said Act.



41.1.13	Notwithstanding the above mentioned provisions, the severance allowance payable to an employee or an employee’s legal representative shall not exceed a sum equivalent to two (2) weeks salary or wage for each year of the employee’s local government service and proportionately for a fraction of a year on a monthly basis.



41.2	DEFAULT SUPERANNUATION SCHEME



Subject to the provisions of relevant superannuation legislation, employees under this Award will have their superannuation contributions paid into the Energy Industries Superannuation Scheme (EISS).



41.3	WAGE SACRIFICE TO SUPERANNUATION



41.3.1	An employee may elect in lieu of being paid an amount of wages to have an equivalent amount paid by way of Superannuation contributions in accordance with the relevant provisions of the EISS.



41.3.2	Where an employee has elected to have an amount paid by way of Superannuation contributions in lieu of wages, any allowance, penalty, payment for unused leave entitlements, weekly worker’s compensation or other payment, other than any payment for leave taken in service to which an employee is entitled under this Award or any applicable award, act or statute which is expressed to be determined by reference to an employee’s wage, shall be calculated by reference to the actual wages paid to the employee and the amount paid under clause 41.3.1 by way of Superannuation contributions.



41.3.3	Subject to the provisions of relevant superannuation legislation, any Superannuation contributions paid under clause 41.3 shall be paid to the EISS.



41.3.4	The employee may elect to have an amount paid by way of Superannuation contributions in lieu of wages on joining Energy Australia and thereafter may alter the amount paid by way of Superannuation contributions under clause 41.3 with effect from 1 July each year.

41.3.5	An election to have Superannuation contributions paid in lieu of an amount of wages shall be in writing and may only be made with the consent of both the employee and Energy Australia.



42.  Apprentices



42.1	Apprentices who are appointed to a trades position in Energy Australia, shall be paid the appropriate full adult rate.



42.2	Where Apprentices Commence an Apprenticeship, at the Age of 21 Or Greater, They Shall be Paid the Adult Apprentices Rates in Appendix 1e. Adult Apprentices Employed With Energy Australia Will Retain Their Existing Rate of Pay Until that Rate is Exceeded By the Adult Apprentice Rates in Appendix 1e. 



42.3	Apprentices may not be required to undertake shiftwork or overtime where it clashes with their training.



43.  Miscellaneous Conditions of Employment



43.1	An employee who is, on or below Pay Point 40, and is required to be an authorised motor vehicle driver or who is required to hold a licence to operate plant or equipment will have the cost of that licence/s reimbursed.



43.2	Nominated employees who are required to take or make business calls at home will be reimbursed the cost of phone rental and/or business calls as determined by EnergyAustralia or provided with a mobile phone.



43.4	On the death of an employee, all their outstanding entitlements and accruals will be paid to their estate.



43.5	An employee who is authorised and agrees to use a private motor vehicle in the course of their employment shall be paid the rate in Appendix 1D, Extra Rates, Item No 8  if the employee maintains the minimum of third party property damage insurance policy on that vehicle.  However, wherever possible employees should use an Energy Australia vehicle for all purposes connected with their employment.



43.6	Where an employee is supplied with a residence (with or without concessions) the weekly value of such residence (and concessions) shall be agreed upon from time to time between the Parties, and in the event of failure to agree shall be referred to the Conciliation Committee.



44.  Anti-Discrimination



44.1	It is the intention of the parties bound by this award to seek to achieve the object in section 3(f) of the Industrial Relations Act 1996 to prevent and eliminate discrimination in the workplace.  This includes discrimination on the grounds of race, sex, martial status, disability, homosexuality, transgender identity and age and responsibilities as a carer.



44.2	It follows that in fulfilling their obligations under the dispute resolution procedure prescribed by this award, the parties have obligations to take all reasonable steps to ensure that the operation of the provisions of this award are not directly or indirectly discriminatory in their effects.  It will be consistent with fulfilment of these obligations for the parties to make application to vary any provision of the award which, by its terms or operation, has a direct or indirect discriminatory effect.



44.3	Under the Anti-Discrimination Act 1977, it is unlawful to victimise an employee because the employee has made or may make or has been involved in a complaint of unlawful discrimination or harassment.



44.4	Nothing in this clause is to be taken to affect:



44.4.1	any conduct or act which is specifically exempted from anti-discrimination legislation



44.4.2	offering or providing junior rates of pay to persons under 21 years of age;

44.4.3	any act or practice of a body established to propagate religion which is exempted under section 56(d) of the Anti-Discrimination Act 1977;



44.4.4	a party to this award from pursuing matters of unlawful discrimination in any State or federal jurisdiction.



44.5	This clause does not create legal rights or obligations in addition to those imposed upon the parties by legislation referred to in this clause.
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Appendix 1a



Energyaustralia - Junior Rates of Pay on and from 19 December 2000



Pay Point�Total Weekly�36 hourly rate�35 hourly rate�Yearly rate�Pay Point��J1�217.66�6.05�6.22�11362�J1��J2�228.77�6.35�6.54�11942�J2��J3�240.10�6.67�6.86�12533�J3��J4�252.03�7.00�7.20�13156�J4��J5�264.60�7.35�7.56�13812�J5��J6�277.86�7.72�7.94�14504�J6��J7�291.75�8.10�8.34�15230�J7��J8�306.34�8.51�8.75�15991�J8��J9�321.55�8.93�9.19�16785�J9��J10�337.73�9.38�9.65�17629�J10��J11�354.58�9.85�10.13�18509�J11��J12�372.24�10.34�10.64�19431�J12��J13�390.95�10.86�11.17�20407�J13��J14�410.32�11.40�11.72�21419�J14��J15�430.96�11.97�12.31�22496�J15��J16�452.31�12.56�12.92�23611�J16��J17�475.18�13.20�13.58�24804�J17��J18�498.76�13.85�14.25�26035�J18��

Appendix 1B



EnergyAustralia - Adult Rates Of Pay On and From 19 December 2000.



Pay Point�Total weekly�36 hourly rate�35 hourly rate�Yearly rate�Pay Point��1�511.15�14.20�14.60�26682�1��2�521.24�14.48�14.89�27208�2��3�531.34�14.76�15.18�27736�3��4�541.64�15.05�15.48�28274�4��5�552.23�15.34�15.78�28827�5��6�562.89�15.64�16.08�29383�6��7�573.88�15.94�16.40�29957�7��8�585.23�16.26�16.72�30549�8��9�596.87�16.58�17.05�31156�9��10�608.86�16.91�17.40�31783�10��11�621.06�17.25�17.74�32419�11��12�633.47�17.60�18.10�33067�12��13�646.32�17.95�18.47�33738�13��14�659.16�18.31�18.83�34408�14��15�672.24�18.67�19.21�35091�15��16�685.64�19.05�19.59�35790�16��17�699.41�19.43�19.98�36509�17��18�713.32�19.81�20.38�37236�18��19�727.79�20.22�20.79�37991�19��20�742.35�20.62�21.21�38751�20��21�757.19�21.03�21.63�39525�21��22�772.14�21.45�22.06�40306�22��23�787.65�21.88�22.50�41116�23��24�803.44�22.32�22.96�41940�24��25�819.50�22.76�23.41�42778�25��26�835.76�23.22�23.88�43627�26��27�852.63�23.68�24.36�44507�27��28�869.62�24.16�24.85�45394�28��29�887.00�24.64�25.34�46302�29��30�904.94�25.14�25.86�47238�30��31�922.84�25.63�26.37�48172�31��32�941.54�26.15�26.90�49149�32��33�960.27�26.67�27.44�50126�33��34�979.39�27.21�27.98�51124�34��35�998.90�27.75�28.54�52143�35��36�1018.97�28.30�29.11�53190�36��37�1039.45�28.87�29.70�54259�37��38�1060.19�29.45�30.29�55342�38��39�1081.32�30.04�30.89�56445�39��40�1103.05�30.64�31.52�57579�40��41�1125.01�31.25�32.14�58725�41��42�1147.46�31.87�32.78�59898�42��43�1170.35�32.51�33.44�61092�43��44�1193.85�33.16�34.11�62319�44��45�1217.65�33.82�34.79�63561�45��46�1242.24�34.51�35.49�64845�46��47�1267.02�35.19�36.20�66138�47��48�1292.28�35.90�36.92�67457�48��49�1318.24�36.62�37.66�68812�49��50�1344.52�37.35�38.41�70184�50��51�1371.52�38.10�39.19�71593�51��52�1398.87�38.86�39.97�73021�52��53�1426.89�39.64�40.77�74483�53��54�1455.38�40.43�41.58�75971�54��55�1484.66�41.24�42.42�77499�55��56�1514.26�42.06�43.26�79044�56��57�1544.43�42.90�44.13�80619�57��58�1575.35�43.76�45.01�82233�58��59�1607.02�44.64�45.91�83886�59��60�1638.98�45.53�46.83�85555�60��



Appendix 1c



EnergyAustralia - Shiftworkers (7 x 3/7 x 2) Rates Of Pay On And From 19 December 2000





Pay Point�Total weekly�36 hourly rate�35 hourly rate�Yearly rate�Pay Point��10.1�610.82�16.97�17.45�31885�10.1��11.1�623.15�17.31�17.80�32528�11.1��12.1�635.50�17.65�18.16�33173�12.1��13.1�648.49�18.01�18.53�33851�13.1��14.1�661.43�18.37�18.90�34527�14.1��15.1�674.55�18.74�19.27�35212�15.1��16.1�688.05�19.11�19.66�35916�16.1��17.1�701.78�19.49�20.05�36633�17.1��18.1�715.73�19.88�20.45�37361�18.1��19.1�730.23�20.28�20.86�38118�19.1��20.1�744.76�20.69�21.28�38876�20.1��21.1�759.46�21.10�21.70�39644�21.1��22.1�774.57�21.52�22.13�40433�22.1��23.1�790.30�21.95�22.58�41254�23.1��24.1�806.08�22.39�23.03�42078�24.1��25.1�822.26�22.84�23.49�42922�25.1��26.1�838.64�23.30�23.96�43777�26.1��27.1�855.49�23.76�24.44�44657�27.1��28.1�872.56�24.24�24.93�45548�28.1��29.1�889.96�24.72�25.43�46456�29.1��30.1�907.72�25.21�25.93�47383�30.1��31.1�925.93�25.72�26.46�48334�31.1��32.1�944.50�26.24�26.99�49303�32.1��33.1�963.52�26.76�27.53�50296�33.1��34.1�982.72�27.30�28.08�51298�34.1��35.1�1002.22�27.84�28.63�52316�35.1��36.1�1022.52�28.40�29.21�53376�36.1��37.1�1042.98�28.97�29.80�54444�37.1��38.1�1063.78�29.55�30.39�55529�38.1��39.1�1084.95�30.14�31.00�56635�39.1��40.1�1106.78�30.74�31.62�57774�40.1��41.1�1128.82�31.36�32.25�58924�41.1��42.1�1151.35�31.98�32.90�60101�42.1��43.1�1174.28�32.62�33.55�61297�43.1��44.1�1197.62�33.27�34.22�62516�44.1��45.1�1221.79�33.94�34.91�63778�45.1��46.1�1246.48�34.62�35.61�65066�46.1��47.1�1271.30�35.31�36.32�66362�47.1��48.1�1296.64�36.02�37.05�67684�48.1��49.1�1322.50�36.74�37.79�69035�49.1��









Appendix 1D



EnergyAustralia - Allowances & Extra Rates effective On and From 19 December 2000.



Item�Allowances�Rate Per Week

$��1�LQ  Lower Level Qualification�11.76��2�HQ  Higher Level Qualification�20.59��3�SR  Electrical Safety Rules�20.59��4�E  Clerical Examination�20.59��5�EL  Electrician’s Licence Allowance�As per State Award��6�PR  Plumbers Registration�18.60��7�SREO Safety Rules Electricity Operative (60% of SR)�12.35��8�Tool Allowance (Ex Orion Only)

These allowances to be paid until such times as a full tool kit is supplied by EnergyAustralia

Tradesperson

Carpenters

Lineworkers Assistants

Painter�





9.00

17.00

5.40

4.20��9�TSR Trade - other than electrician - Electrical Safety Rules (80% of SR) �16.47��

Item�Extra Rates�Rate Payable

$��1�First aid attendant�3.07 per day��2�Instructing in first aid or rescue and resuscitation�13.91 per week��3�Shift allowance - payable for any shift finishing after 6.00 p.m. and not later than midnight or finishing after midnight & not later than 8.00 a.m.

Also payable for continuous afternoon and continuous night shift workers on Sat, Sun or Award Holiday shift with the above conditions�24.53 per shift��4�Early morning shift allowance�12.24 per shift��5�On call and standing by - weekly�106.56 per week��6�On call and standing by - Monday to Friday�21.31 per day��7�On call and standing by - Saturday and Sunday�26.64 per day��8�Private vehicle usage�0.42 per km��9�Meal money�9.60��10�Employee in charge of depot during meal break�3.72 per day��11�Charge plant - lunch break (Stand by)�3.05 per day��12�Employee working in Customer Service Centre�4.52 per day or par thereof��13�Asbestos�0.53 per hr or part thereof��14�Asbestos Eradication�1.60 per hour or part thereof��15�Air compressor�0.19 per hour or part thereof��16�Insulwool - Slag wool - Silicate of cotton�0.53 per hour or part thereof��17�Dirty Work�3.09 per day or part thereof��18�Community Language Allowance�772 per annum��







Appendix 1E



EnergyAustralia - Adult Apprentices Rates of Pay On and From 19 December 2000





Classification�Rates of Pay

$��1st Year Adult Apprentice�430.95��2nd Year Adult Apprentice�475.17��3rd Year Adult Apprentice�498.76��4th Year Adult Apprentice�521.22��
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Energy Australia’s pay rates and allowances -On and From 19 June 2001
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Appendix 2A



EnergyAustralia - Junior Rates of Pay on and from 19 June 2001





Pay Point�Total Weekly�36 hourly rate�35 hourly rate�Yearly rate�Pay Point��J1�222.01�6.17�6.34�11589�J1��J2�233.35�6.48�6.67�12181�J2��J3�244.90�6.80�7.00�12784�J3��J4�257.07�7.14�7.34�13419�J4��J5�269.90�7.50�7.71�14089�J5��J6�283.42�7.87�8.10�14795�J6��J7�297.59�8.27�8.50�15534�J7��J8�312.46�8.68�8.93�16311�J8��J9�327.98�9.11�9.37�17121�J9��J10�344.48�9.57�9.84�17982�J10��J11�361.67�10.05�10.33�18879�J11��J12�379.69�10.55�10.85�19820�J12��J13�398.77�11.08�11.39�20816�J13��J14�418.53�11.63�11.96�21847�J14��J15�439.58�12.21�12.56�22946�J15��J16�461.36�12.82�13.18�24083�J16��J17�484.68�13.46�13.85�25301�J17��J18�508.74�14.13�14.54�26556�J18��







Appendix 2B



EnergyAustralia - Adult Rates Of Pay On and From 19 June 2001.





Pay Point�Total weekly�36 hourly rate�35 hourly rate�Yearly rate�Pay Point��1�521.38�14.48�14.90�27216�1��2�531.66�14.77�15.19�27753�2��3�541.96�15.05�15.48�28291�3��4�552.47�15.35�15.78�28839�4��5�563.28�15.65�16.09�29403�5��6�574.15�15.95�16.40�29970�6��7�585.36�16.26�16.72�30556�7��8�596.93�16.58�17.06�31160�8��9�608.80�16.91�17.39�31780�9��10�621.04�17.25�17.74�32418�10��11�633.48�17.60�18.10�33068�11��12�646.14�17.95�18.46�33728�12��13�659.24�18.31�18.84�34412�13��14�672.34�18.68�19.21�35096�14��15�685.69�19.05�19.59�35793�15��16�699.35�19.43�19.98�36506�16��17�713.40�19.82�20.38�37240�17��18�727.59�20.21�20.79�37980�18��19�742.34�20.62�21.21�38750�19��20�757.20�21.03�21.63�39526�20��21�772.33�21.45�22.07�40316�21��22�787.59�21.88�22.50�41112�22��23�803.41�22.32�22.95�41938�23��24�819.51�22.76�23.41�42778�24��25�835.89�23.22�23.88�43634�25��26�852.48�23.68�24.36�44499�26��27�869.68�24.16�24.85�45397�27��28�887.01�24.64�25.34�46302�28��29�904.74�25.13�25.85�47228�29��30�923.04�25.64�26.37�48183�30��31�941.29�26.15�26.89�49136�31��32�960.37�26.68�27.44�50131�32��33�979.47�27.21�27.98�51128�33��34�998.98�27.75�28.54�52147�34��35�1018.88�28.30�29.11�53186�35��36�1039.35�28.87�29.70�54254�36��37�1060.24�29.45�30.29�55345�37��38�1081.39�30.04�30.90�56449�38��39�1102.95�30.64�31.51�57574�39��40�1125.11�31.25�32.15�58731�40��41�1147.51�31.88�32.79�59900�41��42�1170.41�32.51�33.44�61096�42��43�1193.76�33.16�34.11�62314�43��44�1217.73�33.83�34.79�63566�44��45�1242.00�34.50�35.49�64833�45��46�1267.08�35.20�36.20�66142�46��47�1292.36�35.90�36.92�67461�47��48�1318.12�36.61�37.66�68806�48��49�1344.61�37.35�38.42�70188�49��50�1371.42�38.09�39.18�71588�50��51�1398.95�38.86�39.97�73025�51��52�1426.84�39.63�40.77�74481�52��53�1455.42�40.43�41.58�75973�53��54�1484.49�41.24�42.41�77490�54��55�1514.35�42.07�43.27�79049�55��56�1544.54�42.90�44.13�80625�56��57�1575.32�43.76�45.01�82232�57��58�1606.85�44.63�45.91�83878�58��59�1639.16�45.53�46.83�85564�59��60�1671.76�46.44�47.76�87266�60��

Appendix 2C



EnergyAustralia - Shiftworkers (7 x 3/7 x 2) Rates Of Pay On and From 19 June 2001





Pay Point�Total weekly�36 hourly rate�35 hourly rate�Yearly rate�Pay Point��10.1�623.04�11.13�17.80�32523�10.1��11.1�635.60�11.35�18.16�33179�11.1��12.1�648.21�11.58�18.52�33836�12.1��13.1�661.46�11.81�18.90�34528�13.1��14.1�674.67�12.05�19.28�35218�14.1��15.1�688.05�12.29�19.66�35916�15.1��16.1�701.81�12.53�20.05�36634�16.1��17.1�715.82�12.78�20.45�37366�17.1��18.1�730.04�13.04�20.86�38108�18.1��19.1�744.83�13.30�21.28�38880�19.1��20.1�759.65�13.57�21.70�39654�20.1��21.1�774.65�13.83�22.13�40437�21.1��22.1�790.07�14.11�22.57�41242�22.1��23.1�806.11�14.39�23.03�42079�23.1��24.1�822.21�14.68�23.49�42920�24.1��25.1�838.71�14.98�23.96�43780�25.1��26.1�855.41�15.28�24.44�44653�26.1��27.1�872.61�15.58�24.93�45550�27.1��28.1�890.02�15.89�25.43�46459�28.1��29.1�907.76�16.21�25.94�47385�29.1��30.1�925.87�16.53�26.45�48331�30.1��31.1�944.46�16.87�26.98�49301�31.1��32.1�963.39�17.20�27.53�50289�32.1��33.1�982.80�17.55�28.08�51302�33.1��34.1�1002.37�17.90�28.64�52324�34.1��35.1�1022.27�18.25�29.21�53362�35.1��36.1�1042.98�18.62�29.80�54444�36.1��37.1�1063.85�19.00�30.40�55533�37.1��38.1�1085.05�19.38�31.00�56640�38.1��39.1�1106.66�19.76�31.62�57768�39.1��40.1�1128.92�20.16�32.25�58929�40.1��41.1�1151.39�20.56�32.90�60102�41.1��42.1�1174.39�20.97�33.55�61303�42.1��43.1�1197.76�21.39�34.22�62523�43.1��44.1�1221.58�21.81�34.90�63766�44.1��45.1�1246.24�22.25�35.61�65054�45.1��46.1�1271.40�22.70�36.33�66367�46.1��47.1�1296.73�23.16�37.05�67689�47.1��48.1�1322.56�23.62�37.79�69038�48.1��49.1�1348.96�24.09�38.54�70416�49.1��

Appendix 2D



EnergyAustralia - Allowances & Extra Rates Effective On and From 19 June 2001.



Item�Allowances�Rate Per Week

$��1�LQ  Lower Level Qualification�12.00��2�HQ  Higher Level Qualification�21.00��3�SR  Electrical Safety Rules�21.00��4�E  Clerical Examination�21.00��5�EL  Electrician’s Licence Allowance�As per State Award��6�PR  Plumbers Registration�18.97��7�SREO Safety Rules Electricity Operative (60% of SR)�12.60��8�Tool Allowance (Ex Orion Only)

These allowances to be paid until such times as a full tool kit is supplied by EnergyAustralia

Tradesperson

Carpenters

Lineworkers Assistants

Painter�





9.00

17.00

5.40

4.20��9�TSR Trade - other than electrician - Electrical Safety Rules (80% of SR) �

16.80��

Item�Extra Rates�Rate Payable

$��1�First aid attendant�3.13 per day��2�Instructing in first aid or rescue and resuscitation�14.19 per week��3�Shift allowance - payable for any shift finishing after 6.00 p.m. and not later than midnight or finishing after midnight & not later than 8.00 a.m.

Also payable for continuous afternoon and continuous night shift workers on Sat, Sun or Award Holiday shift with the above conditions�25.02 per shift��4�Early morning shift allowance�12.48 per shift��5�On call and standing by - weekly�120.00 per week��6�On call and standing by - Monday to Friday�24.00 per day��7�On call and standing by - Saturday and Sunday�30.00 per day��8�Private vehicle usage (NO CHANGE)�0.42 per km��9�Meal money (NO CHANGE)�9.60��10�Employee in charge of depot during meal break�3.79 per day��11�Charge plant - lunch break (Stand by)�3.11 per day��12�Employee working in Customer Service Centre�4.61 per day or part thereof��13�Asbestos�0.54 per hr or part thereof��14�Asbestos Eradication�1.63 per hour or part thereof��15�Air compressor�0.19 per hour or part thereof��16�Insulwool - Slag wool - Silicate of cotton�0.54 per hour or part thereof��17�Dirty Work�3.15 per day or part thereof��18�Community Language Allowance�772 per annum��

Appendix 2E



EnergyAustralia - Adult Apprentices Rates of Pay On and From 19 June 2001





Classification�Rates of Pay

$��1st Year Adult Apprentice�439.57��2nd Year Adult Apprentice�484.67��3rd Year Adult Apprentice�508.74��4th Year Adult Apprentice�531.64��



Appendix 3



Energy Australia’s pay rates and allowances - On and From 19 December 2001





Appendix 3A	Energy Australia Junior Rates of Pay



Appendix 3B	Energy Australia Adult Rates of Pay



Appendix 3C	Energy Australia Shiftworkers (7x3/7x2) Rates of Pay



Appendix 3D	Energy Australia Allowances and Extra Rates



Appendix 3E	Energy Australia Adult Apprentice Rates of Pay



Appendix 3A



Energy Australia - Junior Rates Of Pay On and From 19th December 2001





Pay Point�Total Weekly�36 hourly rate�35 hourly rate�Yearly rate�Pay Point��J1�228.68�6.35�6.53�11937�J1��J2�240.35�6.68�6.87�12546�J2��J3�252.25�7.01�7.21�13167�J3��J4�264.79�7.36�7.57�13822�J4��J5�277.99�7.72�7.94�14511�J5��J6�291.92�8.11�8.34�15238�J6��J7�306.52�8.51�8.76�16000�J7��J8�321.84�8.94�9.20�16800�J8��J9�337.82�9.38�9.65�17634�J9��J10�354.82�9.86�10.14�18522�J10��J11�372.52�10.35�10.64�19446�J11��J12�391.08�10.86�11.17�20414�J12��J13�410.73�11.41�11.74�21440�J13��J14�431.09�11.97�12.32�22503�J14��J15�452.77�12.58�12.94�23635�J15��J16�475.20�13.20�13.58�24805�J16��J17�499.23�13.87�14.26�26060�J17��J18�524.00�14.56�14.97�27353�J18��







Appendix 3B



EnergyAustralia - Adult Rates Of Pay On and From 19 December 2001.



Pay Point�Total weekly�36 hourly rate�35 hourly rate�Yearly rate�Pay Point��1�537.02�14.92�15.34�28032�1��2�547.61�15.21�15.65�28585�2��3�558.22�15.51�15.95�29139�3��4�569.04�15.81�16.26�29704�4��5�580.18�16.12�16.58�30285�5��6�591.37�16.43�16.90�30870�6��7�602.92�16.75�17.23�31472�7��8�614.84�17.08�17.57�32095�8��9�627.07�17.42�17.92�32733�9��10�639.67�17.77�18.28�33391�10��11�652.48�18.12�18.64�34060�11��12�665.52�18.49�19.01�34740�12��13�679.02�18.86�19.40�35445�13��14�692.51�19.24�19.79�36149�14��15�706.26�19.62�20.18�36867�15��16�720.33�20.01�20.58�37601�16��17�734.80�20.41�20.99�38357�17��18�749.42�20.82�21.41�39120�18��19�764.61�21.24�21.85�39913�19��20�779.91�21.66�22.28�40711�20��21�795.50�22.10�22.73�41525�21��22�811.22�22.53�23.18�42345�22��23�827.51�22.99�23.64�43196�23��24�844.09�23.45�24.12�44062�24��25�860.97�23.92�24.60�44943�25��26�878.05�24.39�25.09�45834�26��27�895.77�24.88�25.59�46759�27��28�913.62�25.38�26.10�47691�28��29�931.89�25.89�26.63�48644�29��30�950.73�26.41�27.16�49628�30��31�969.53�26.93�27.70�50610�31��32�989.18�27.48�28.26�51635�32��33�1008.86�28.02�28.82�52662�33��34�1028.94�28.58�29.40�53711�34��35�1049.45�29.15�29.98�54781�35��36�1070.53�29.74�30.59�55882�36��37�1092.05�30.33�31.20�57005�37��38�1113.84�30.94�31.82�58142�38��39�1136.04�31.56�32.46�59301�39��40�1158.86�32.19�33.11�60493�40��41�1181.93�32.83�33.77�61697�41��42�1205.53�33.49�34.44�62928�42��43�1229.57�34.15�35.13�64184�43��44�1254.26�34.84�35.84�65472�44��45�1279.26�35.54�36.55�66778�45��46�1305.09�36.25�37.29�68126�46��47�1331.13�36.98�38.03�69485�47��48�1357.66�37.71�38.79�70870�48��49�1384.95�38.47�39.57�72294�49��50�1412.56�39.24�40.36�73736�50��51�1440.92�40.03�41.17�75216�51��52�1469.65�40.82�41.99�76716�52��53�1499.09�41.64�42.83�78252�53��54�1529.02�42.47�43.69�79815�54��55�1559.78�43.33�44.57�81421�55��56�1590.88�44.19�45.45�83044�56��57�1622.58�45.07�46.36�84698�57��58�1655.06�45.97�47.29�86394�58��59�1688.33�46.90�48.24�88131�59��60�1721.92�47.83�49.20�89884�60��

Appendix 3C



EnergyAustralia - Shiftworkers (7 x 3/7 x 2) Rates Of Pay On and From 19 December 2001



Pay Point�Total weekly�36 hourly rate�35 hourly rate�Yearly rate�Pay Point��10.1�641.73�11.46�18.34�33498�10.1��11.1�654.67�11.69�18.70�34174�11.1��12.1�667.65�11.92�19.08�34852�12.1��13.1�681.30�12.17�19.47�35564�13.1��14.1�694.91�12.41�19.85�36274�14.1��15.1�708.69�12.66�20.25�36994�15.1��16.1�722.86�12.91�20.65�37733�16.1��17.1�737.29�13.17�21.07�38487�17.1��18.1�751.94�13.43�21.48�39251�18.1��19.1�767.18�13.70�21.92�40047�19.1��20.1�782.44�13.97�22.36�40843�20.1��21.1�797.89�14.25�22.80�41650�21.1��22.1�813.77�14.53�23.25�42479�22.1��23.1�830.30�14.83�23.72�43341�23.1��24.1�846.88�15.12�24.20�44207�24.1��25.1�863.87�15.43�24.68�45094�25.1��26.1�881.08�15.73�25.17�45992�26.1��27.1�898.79�16.05�25.68�46917�27.1��28.1�916.72�16.37�26.19�47853�28.1��29.1�934.99�16.70�26.71�48807�29.1��30.1�953.65�17.03�27.25�49781�30.1��31.1�972.79�17.37�27.79�50780�31.1��32.1�992.29�17.72�28.35�51798�32.1��33.1�1012.28�18.08�28.92�52841�33.1��34.1�1032.45�18.44�29.50�53894�34.1��35.1�1052.93�18.80�30.08�54963�35.1��36.1�1074.27�19.18�30.69�56077�36.1��37.1�1095.76�19.57�31.31�57199�37.1��38.1�1117.60�19.96�31.93�58339�38.1��39.1�1139.86�20.35�32.57�59501�39.1��40.1�1162.78�20.76�33.22�60697�40.1��41.1�1185.93�21.18�33.88�61906�41.1��42.1�1209.62�21.60�34.56�63142�42.1��43.1�1233.69�22.03�35.25�64399�43.1��44.1�1258.22�22.47�35.95�65679�44.1��45.1�1283.62�22.92�36.67�67005�45.1��46.1�1309.55�23.38�37.42�68358�46.1��47.1�1335.63�23.85�38.16�69720�47.1��48.1�1362.24�24.33�38.92�71109�48.1��49.1�1389.43�24.81�39.70�72528�49.1��

Appendix 3D



EnergyAustralia - Allowances & Extra Rates Effective On and From 19 December 2001.



Item�Allowances�Rate Per Week

$��1�LQ  Lower Level Qualification�12.36��2�HQ  Higher Level Qualification�21.63��3�SR  Electrical Safety Rules�21.63��4�E  Clerical Examination�21.63��5�EL  Electrician’s Licence Allowance�As per State Award��6�PR  Plumbers Registration�19.54��7�SREO Safety Rules Electricity Operative (60% of SR)�12.98��8�Tool Allowance (Ex Orion Only)

These allowances to be paid until such times as a full tool kit is supplied by Energy Australia

Tradesperson

Carpenters

Lineworkers Assistants

Painter�





9.00

17.00

5.40

4.20��9�TSR Trade - other than electrician - Electrical Safety Rules (80% of SR) �17.30��

Item�Extra Rates�Rate Payable

$��1�First aid attendant�3.22 per day��2�Instructing in first aid or rescue and resuscitation�14.62 per week��3�Shift allowance - payable for any shift finishing after 6.00 p.m. and not later than midnight or finishing after midnight & not later than 8.00 a.m.

Also payable for continuous afternoon and continuous night shift workers on Sat, Sun or Award Holiday shift with the above conditions�25.77 per shift��4�Early morning shift allowance�12.85 per shift��5�On call and standing by - weekly�120.00 per week��6�On call and standing by - Monday to Friday�24.00 per day��7�On call and standing by - Saturday and Sunday�30.00 per day��8�Private vehicle usage (NO CHANGE)�0.42 per km��9�Meal money (NO CHANGE)�9.60��10�Employee in charge of depot during meal break�3.90 per day��11�Charge plant - lunch break (Stand by)�3.20 per day��12�Employee working in Customer Service Centre�4.75 per day or part thereof��13�Asbestos�0.56 per hr or part thereof��14�Asbestos Eradication�1.68 per hour or part thereof��15�Air compressor�0.20 per hour or part thereof��16�Insulwool - Slag wool - Silicate of cotton�0.56 per hour or part thereof��17�Dirty Work�3.24 per day or part thereof��18�Community Language Allowance�772 per annum��

Appendix 3E



EnergyAustralia - Adult Apprentices Rates of Pay On and From 19 December 2001



Classification�Rates of Pay

$��1st Year Adult Apprentice�452.76��2nd Year Adult Apprentice�499.21��3rd Year Adult Apprentice�524.00��4th Year Adult Apprentice�547.59��



Appendix 4



Energy Australia’s pay rates and allowances  -  On and From 19 June 2002



Appendix 4A	Energy Australia Junior Rates of Pay



Appendix 4B	Energy Australia Adult Rates of Pay



Appendix 4C	Energy Australia Shiftworkers (7x3/7x2) Rates of Pay



Appendix 4D	Energy Australia Allowances and Extra Rates



Appendix 4E	Energy Australia Adult Apprentice Rates of Pay



Appendix 4A



EnergyAustralia - Junior Rates Of Pay On and From 19 June 2002





Pay Point�Total Weekly�36 hourly rate�35 hourly rate�Yearly rate�Pay Point��J1�233.25�6.48�6.66�12176�J1��J2�245.15�6.81�7.00�12797�J2��J3�257.29�7.15�7.35�13431�J3��J4�270.08�7.50�7.72�14098�J4��J5�283.55�7.88�8.10�14801�J5��J6�297.76�8.27�8.51�15543�J6��J7�312.65�8.68�8.93�16320�J7��J8�328.27�9.12�9.38�17136�J8��J9�344.58�9.57�9.85�17987�J9��J10�361.91�10.05�10.34�18892�J10��J11�379.97�10.55�10.86�19835�J11��J12�398.90�11.08�11.40�20822�J12��J13�418.94�11.64�11.97�21869�J13��J14�439.71�12.21�12.56�22953�J14��J15�461.82�12.83�13.19�24107�J15��J16�484.70�13.46�13.85�25301�J16��J17�509.21�14.14�14.55�26581�J17��J18�534.48�14.85�15.27�27900�J18��

Appendix 4B



EnergyAustralia - Adult Rates Of Pay On and From 19 June 2002.



Pay Point�Total weekly�36 hourly rate�35 hourly rate�Yearly rate�Pay Point��1�547.76�15.22�15.65�28593�1��2�558.56�15.52�15.96�29157�2��3�569.39�15.82�16.27�29722�3��4�580.43�16.12�16.58�30298�4��5�591.78�16.44�16.91�30891�5��6�603.20�16.76�17.23�31487�6��7�614.98�17.08�17.57�32102�7��8�627.13�17.42�17.92�32736�8��9�639.61�17.77�18.27�33388�9��10�652.47�18.12�18.64�34059�10��11�665.53�18.49�19.02�34741�11��12�678.83�18.86�19.40�35435�12��13�692.60�19.24�19.79�36154�13��14�706.36�19.62�20.18�36872�14��15�720.38�20.01�20.58�37604�15��16�734.74�20.41�20.99�38353�16��17�749.50�20.82�21.41�39124�17��18�764.41�21.23�21.84�39902�18��19�779.91�21.66�22.28�40711�19��20�795.51�22.10�22.73�41526�20��21�811.41�22.54�23.18�42356�21��22�827.44�22.98�23.64�43192�22��23�844.06�23.45�24.12�44060�23��24�860.98�23.92�24.60�44943�24��25�878.19�24.39�25.09�45841�25��26�895.61�24.88�25.59�46751�26��27�913.69�25.38�26.11�47695�27��28�931.90�25.89�26.63�48645�28��29�950.52�26.40�27.16�49617�29��30�969.74�26.94�27.71�50621�30��31�988.92�27.47�28.25�51622�31��32�1008.97�28.03�28.83�52668�32��33�1029.03�28.58�29.40�53716�33��34�1049.52�29.15�29.99�54785�34��35�1070.44�29.73�30.58�55877�35��36�1091.94�30.33�31.20�56999�36��37�1113.89�30.94�31.83�58145�37��38�1136.11�31.56�32.46�59305�38��39�1158.76�32.19�33.11�60487�39��40�1182.04�32.83�33.77�61702�40��41�1205.57�33.49�34.44�62931�41��42�1229.64�34.16�35.13�64187�42��43�1254.16�34.84�35.83�65467�43��44�1279.35�35.54�36.55�66782�44��45�1304.85�36.25�37.28�68113�45��46�1331.19�36.98�38.03�69488�46��47�1357.75�37.72�38.79�70875�47��48�1384.82�38.47�39.57�72287�48��49�1412.64�39.24�40.36�73740�49��50�1440.81�40.02�41.17�75210�50��51�1469.74�40.83�41.99�76720�51��52�1499.04�41.64�42.83�78250�52��53�1529.07�42.47�43.69�79817�53��54�1559.60�43.32�44.56�81411�54��55�1590.98�44.19�45.46�83049�55��56�1622.70�45.07�46.36�84705�56��57�1655.03�45.97�47.29�86392�57��58�1688.16�46.89�48.23�88122�58��59�1722.10�47.84�49.20�89894�59��60�1756.35�48.79�50.18�91682�60��

Appendix 4C



EnergyAustralia - Shiftworkers (7 x 3/7 x 2) Rates Of Pay On and From 19 June 2002



Pay Point�Total weekly�36 hourly rate�35 hourly rate�Yearly rate�Pay Point��10.1�654.56�18.18�18.70�34168�10.1��11.1�667.77�18.55�19.08�34857�11.1��12.1�681.02�18.92�19.46�35549�12.1��13.1�694.93�19.30�19.86�36275�13.1��14.1�708.80�19.69�20.25�36999�14.1��15.1�722.87�20.08�20.65�37734�15.1��16.1�737.31�20.48�21.07�38488�16.1��17.1�752.04�20.89�21.49�39257�17.1��18.1�766.97�21.30�21.91�40036�18.1��19.1�782.53�21.74�22.36�40848�19.1��20.1�798.08�22.17�22.80�41660�20.1��21.1�813.85�22.61�23.25�42483�21.1��22.1�830.05�23.06�23.72�43329�22.1��23.1�846.89�23.52�24.20�44208�23.1��24.1�863.81�23.99�24.68�45091�24.1��25.1�881.15�24.48�25.18�45996�25.1��26.1�898.69�24.96�25.68�46912�26.1��27.1�916.77�25.47�26.19�47855�27.1��28.1�935.06�25.97�26.72�48810�28.1��29.1�953.70�26.49�27.25�49783�29.1��30.1�972.73�27.02�27.79�50777�30.1��31.1�992.25�27.56�28.35�51796�31.1��32.1�1012.14�28.12�28.92�52834�32.1��33.1�1032.53�28.68�29.50�53898�33.1��34.1�1053.10�29.25�30.09�54972�34.1��35.1�1073.99�29.83�30.69�56062�35.1��36.1�1095.76�30.44�31.31�57199�36.1��37.1�1117.68�31.05�31.93�58343�37.1��38.1�1139.96�31.67�32.57�59506�38.1��39.1�1162.66�32.30�33.22�60691�39.1��40.1�1186.03�32.95�33.89�61911�40.1��41.1�1209.66�33.60�34.56�63144�41.1��42.1�1233.81�34.27�35.25�64405�42.1��43.1�1258.37�34.95�35.95�65687�43.1��44.1�1283.38�35.65�36.67�66993�44.1��45.1�1309.29�36.37�37.41�68345�45.1��46.1�1335.73�37.10�38.16�69725�46.1��47.1�1362.34�37.84�38.92�71114�47.1��48.1�1389.49�38.60�39.70�72531�48.1��49.1�1417.21�39.37�40.49�73979�49.1��

Appendix 4D



EnergyAustralia - Allowances & Extra Rates effective on and From 19 June 2002.



Item�Allowances�Rate Per Week

$��1�LQ  Lower Level Qualification�12.61��2�HQ  Higher Level Qualification�22.06��3�SR  Electrical Safety Rules�22.06��4�E  Clerical Examination�22.06��5�EL  Electrician’s Licence Allowance�As per State Award��6�PR  Plumbers Registration�19.93��7�SREO Safety Rules Electricity Operative (60% of SR)�13.24��8�Tool Allowance (Ex Orion Only)

These allowances to be paid until such times as a full tool kit is supplied by Energy Australia

Tradesperson

Carpenters

Lineworkers Assistants

Painter�





9.00

17.00

5.40

4.20��9�TSR Trade - other than electrician - Electrical Safety Rules (80% of SR) �17.65��

Item�Extra Rates�Rate Payable

$��1�First aid attendant�3.28 per day��2�Instructing in first aid or rescue and resuscitation�14.91 per week��3�Shift allowance - payable for any shift finishing after 6.00 p.m. and not later than midnight or finishing after midnight & not later than 8.00 a.m.

Also payable for continuous afternoon and continuous night shift workers on Sat, Sun or Award Holiday shift with the above conditions�26.29 per shift��4�Early morning shift allowance�13.11 per shift��5�On call and standing by - weekly�120.00 per week��6�On call and standing by - Monday to Friday�24.00 per day��7�On call and standing by - Saturday and Sunday�30.00 per day��8�Private vehicle usage (NO CHANGE)�0.42 per km��9�Meal money (NO CHANGE)�9.60��10�Employee in charge of depot during meal break�3.98 per day��11�Charge plant - lunch break (Stand by)�3.26 per day��12�Employee working in Customer Service Centre�4.85 per day or part thereof��13�Asbestos�0.57 per hr or part thereof��14�Asbestos Eradication�1.71 per hour or part thereof��15�Air compressor�0.20 per hour or part thereof��16�Insulwool - Slag wool - Silicate of cotton�0.57 per hour or part thereof��17�Dirty Work�3.30 per day or part thereof��18�Community Language Allowance�772 per annum��

Appendix 4E



EnergyAustralia - Adult Apprentices Rates of Pay On and From 19 June 2002



Classification�Rates of Pay

$��1st Year Adult Apprentice�461.81��2nd Year Adult Apprentice�509.20��3rd Year Adult Apprentice�534.48��4th Year Adult Apprentice�558.54��

APPENDIX 5



METHOD FOR CONVERTING ANNUAL LEAVE AND SICK LEAVE ENTITLEMENTS TO HOURS



This applies to Energy Australia's employees whose ordinary hours of work equal 72 per fortnight.



Employees accrue either 15 or 18 days of sick leave per year, depending on length of service.  They also have a statutory entitlement to 4 weeks' annual leave.  Shiftworkers have an annual leave entitlement of 20 or 25 shifts.



The method of work for these employees is to work 8 hours per day over a 9 day fortnight.  Day workers work 5 days in the first week and 4 days in the second.  Shiftworkers average 9 days per fortnight over their full roster.  Day workers are paid at the appropriate rate for a 36 hour week but actually work 40 hours in the first week and 32 in the second.  They work 8 hours per day but are paid for 7.2 hours and accrue 0.8 hours per day towards an RDO.  Shiftworkers are paid according to the actual hours worked each week.



This Award provides amongst other things, for the possibility of work being organised into 9 hour day/4 day weeks and 12 hour day/3 day weeks.  This requires all sick leave and annual leave entitlements to be recorded in hours and debited in hours.  Employees do not accrue RDO’s while on annual leave because they are paid at the rate of 7.2 hours for each day of annual leave and therefore do not accrue time towards an RDO.



Sick leave and annual leave are converted to hours according to the following methods.  Employees are entitled to 18 days of sick leave and work an 8 hour day.  Therefore the annual sick leave entitlement is 144 hours.  The annual leave entitlement is also 144 hours because 4 weeks' work is equivalent to 4 times 36 hours per week.



All sick leave is debited according to the ordinary hours actually worked each day.  If the ordinary hours are 8, 9 or 12 per day then 8, 9 or 12 hours respectively will be deducted for each day of absence on sick leave.



All annual leave for employees who work a 9 day fortnight and accrue an RDO will be deducted at 7.2 hours per day.  This ensures they will retain the right to 20 single days of annual leave.



Other employees who work shiftwork or 9 or 12 ordinary hours per day will have the actual ordinary hours debited from their annual leave.  For example, an employee who works 12 ordinary hours per day will only work 3 days per week.  If 12 hours is debited for each day of annual leave, the employee is still entitled to 4 weeks of annual leave at 3 days/week.



Similar arrangements will be made for employees who work a 35 hour week.



R. W. HARRISON  D.P.



____________________



Printed by the authority of the Industrial Registrar.
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ENERGY AUSTRALIA APPLIANCE SALES AWARD 2000



INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES



Application by Energy Australia for a new award and another matter.
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Before the Honourable Mr Deputy President Harrison�27 June and 11 July 2001��
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2.	Title



This Award shall be known as the Energy Australia Appliance Sales Award 2000.



3 	Area, Incidence and Duration



3.1	Rescission and replacement of previous Award.



3.1.1	This Award rescinds and replaces the Energy Australia Appliance Sales and Services 1998 Award published 5 February 1999 (308 I.G. 258) as varied.



3.2	This Award shall apply to ALL persons employed at Energy Australia in the Appliance Sales operations, except;

•	Those employees employed in positions where they need to hold electrical qualifications or;

•	Those current employees employed under contract as Senior Managers, or;

•	Those current employees employed under any former Sydney Electricity Professional and Managerial Employees’ Enterprise Agreement.



3.3	The parties to this Award are:



•	EnergyAustralia

•	Federated Municipal and Shire Council Employees Union of Australia, New South Wales Branch



3.4	This Award shall take effect on and from the beginning of the first pay period to commence on or after 12 August 2000 and shall remain in force for a period of 2 years.



4.	Purpose of This Agreement



This Award has been made to support the ongoing commercial viability of the Appliance Sales section.  It is intended that this Award will enable employment opportunities in this operation to be maintained and increased by continuing to enhance labour flexibility and cooperation in line with practices in the retailing industry.



In making this Award, the parties recognise that the Appliance Sales section needs to be able to operate in the commercial environment of: Whitegoods Retail; Residential Hot Water & Air Conditioning Retail; and Builder's Supply Industry.  This industry holds significantly different commercial realities to that which generally apply to EnergyAustralia.



The parties, in recognising these different commercial environments, agree that this Award shall not be used as a precedent to be applied to any other part of EnergyAustralia’s operations.  Any amendments made to the EnergyAustralia Award shall not be used as a precedent to the Appliance Sales Award.



5.	Terms of Employment



5.1	Employees under this Award shall be employed as either Permanent or Casual.



5.1.1	Permanent employees, either full-time or part-time, shall be employed subject to a probationary period of a minimum of three (3) months. During the probationary period, where required, employment can be terminated by one (1) week’s notice by either party.



5.1.2	Casual employees shall be engaged and paid on an hourly basis. The minimum period of engagement will be three (3) hours per day.  



5.1.3	Casuals who have been successful in attaining appointment to a permanent position, shall be deemed to have satisfied the probationary requirement.



6.	Classification of Employment



6.1	Store Salesperson: An employee who works in a sales capacity within an EnergyAustralia Appliance Sales retail store.



6.2	Store Supervisor: An employee who manages the operations of an EnergyAustralia retail store.  A Store Supervisor may be required to work in various locations of EnergyAustralia.



6.3	Field Salesperson: An employee who works the majority of the time in the field. This classification includes but is not limited to, Air-Conditioning Sales Representatives and Building Supply Sales Representatives.



6.4	Store Person: An employee who works within a Warehouse or Stores of EnergyAustralia Appliance Sales.  This classification includes but is not limited to deliveries.



6.5	Sales Administration: An employee who works within the Sales Administration area of Appliance Sales.  This may include but is not limited to, Debt Recovery, Accountancy, and general administration.



6.6	Sales Management: An employee who manages the broader operations of the EnergyAustralia Appliance Sales.  This may include but is not limited to preparation of and adherence to budgets and projected targets, commercial focus and direction of the Appliance Sales business.



7.	Rates of Pay



7.1	The minimum rates of pay shall be:



Classification�Hourly/ Weekly Rate��Junior     16 yrs�$10.97 ( $394.92 )��               17 yrs�$11.71 ( $421.56 )��               18 yrs�$12.92 ( $465.12 )��Trainee�$13.68 ( $492.48 )��Store Salesperson���Level 1�$15.05 ( $541.80 )��Level 2�$15.80 ( $568.80 )��Level 3�$16.59 ( $597.24 )��Store Supervisor���Level 1�$17.42 ( $627.12 )��Level 2�$18.69 ( $672.84 )��Level 3�$20.05 ( $721.80 )��Field Salesperson���Level 1�$18.33 ( $659.88 )��Level 2�$20.40 ( $734.53 )��Level 3�$22.09 ( $795.19 )��Store Person���Level 1�$14.58 ( $524.88 )��Level 2�$16.00 ( $576.00 )��Level 3�$17.07 ( $614.52 )��Sales Administration ���Level 1�$15.46 ( $556.72 )��Level 2�$16.74 ( $602.58 )��Level 3�$18.12 ( $652.33 )��Sales Management���Level 1�$21.05 ( $757.80 )��Level 2�$22.59 ( $813.24 )��Level 3�$24.24 ( $872.64 )��

7.2	Casual employees shall be paid for all ordinary time worked at the base rate plus twenty percent (20%) loading. The loading shall be paid in lieu of ALL leave and incorporates the benefits prescribed in all relevant employment legislation including the Annual Leave Act 1944.



7.3	Progression through the levels set out in sub-clause 7.1 above, shall be on the basis of having attained the required competencies and completion of a performance review. The performance review will cover areas including but not limited to: sales, clerical & administration, and stock control, as is applicable to the individual’s position.



7.4	The ranges specified and the rates contained within sub-clause 7.1 above are total rates.  No additional allowances, other than those provided for in this sub-clause, shall be payable.



7.5	Salaries shall be paid weekly by means of electronic transfer into an employees nominated account with an approved financial institution.

7.6	Reasonable out-of-pocket expenses incurred by individuals in performing their duties covered by this agreement, subject to approval by the Manager, Appliance Sales, shall be reimbursed.



7.7	The rates set out in sub-clause 7.1 above shall be reviewed annually and that review shall consider amongst other evidence general movements within the Appliance Sales Retail Industry.



8.	Hours of Work



8.1	Except as otherwise provided for, the Full Time Ordinary Hours of work shall be thirty-six (36) hours per week, averaged over a four (4) week period, Monday to Saturday (Monday to Sunday in stores which may lawfully trade on Sundays).



8.2	A part-time employee is one who is employed as such and who works regular days and regular hours which are less than the full time ordinary hours.



8.3	A part-time employee shall be paid a pro rata rate commensurate with their normal hours worked each week.



8.4	A part-time employee shall be entitled to all service entitlements on a pro - rata basis commensurate with their normal hours worked each week. Appropriate training will also be provided.



8.5	The Ordinary Hours of work for a Casual may be worked between the span of hours between 7.00 am and 6.30 pm, provided that the time of cessation of ordinary hours of work by employees on Thursday, Friday or substitute late-night shopping nights, shall be 9.00 pm.



8.6	A long day, being a day exceeding nine (9) but not more than eleven (11) ordinary hours, may be worked each week, provided that, by mutual agreement, additional long days may apply.



8.7	Ordinary hours shall be worked on no more than five (5) days in each week, provided that, by agreement, ordinary hours may be worked on six (6) days in one week.



8.8	By mutual agreement, employees may work the above hours on an agreed flexible basis.



8.9	An employee directed to work ordinary hours on a Sunday or Public Holiday shall be paid at the rate of double ordinary time for such ordinary hours.  By agreement, an employee may work ordinary hours on a Sunday.



8.10	The hours of work as specified in sub-clause 8.1 above, may generally be performed at a specified location within the region covered by EnergyAustralia. However, at the request of the Manager, Appliance Sales, employees covered by this agreement may be required to work or train at any location.  Where an employee is required to work at a location outside of their normal area, they shall be paid for excess travel in accordance with clause 20 ‘Excess Travel’.



9.	Overtime



9.1	An employee directed to perform duties outside the ordinary spread of hours provided by clause 8 (Hours of Work) shall be paid:



9.1.1	For overtime worked, Monday to Saturday, inclusive, at ordinary rates plus one-half of the first two hours and at double ordinary rates thereafter.



9.1.2	For overtime worked on Sundays or Public Holidays at double ordinary rates.



9.2	An employee who is directed to work for more than five ordinary hours without a break for a meal shall be paid overtime rates until they have had a break for a meal of thirty minutes, unless otherwise agreed.



9.3	An employee working overtime shall be allowed a meal break of twenty minutes which shall be paid at the appropriate overtime rate after each period of four hours of overtime worked, from the completion of the last meal break.



9.4	An employee maybe required to work a reasonable amount of overtime.



10.	Job Sharing



10.1	Job sharing is a particular type of work where one or more full-time positions are shared by two or more employees to cover an agreed span of hours.



10.2	Where a full-time employee requests to convert to part-time work and their current position needs someone on duty full-time, a job sharing arrangements may be suitable.



10.3	A job-sharer shall be paid a pro rata rate commensurate with their normal hours worked each week.



10.4	A job-sharer shall be entitled to all service entitlements on a pro rata basis commensurate with their normal hours worked each week. Appropriate training will also be provided.



10.5	The Parties will consult before introducing a new area of job sharing. 	



10.6	In the event that one of the employees sharing a job either resigns or is appointed to another position, the remaining employee will be offered the opportunity to be appointed to the position on a full-time basis.



10.7	A breakdown in an existing job-share arrangement will not be used as an opportunity to change the full-time status of that position without full consultation with the appropriate union(s) partner(s).



11.	Termination



11.1	Notice of Termination



11.1.1	An employee shall be given the following periods of notice or payment in lieu:



Employee’s period of continuous Service

With EnergyAustralia�

Period of Notice��

Less than 1 year

Between 1 and 3 years

Between 3 and 5 years

More than 5 years�

1 week

2 weeks

3 weeks

4 weeks��

11.1.2	The period of notice given to an employee is increased by one week if the employee is over 45 years of age and has completed at least two years of continuous service with the Appliance Sales section of EnergyAustralia, or continuous prior service with EnergyAustralia.



11.1.3	This shall not limit EnergyAustralia’s right to dismiss an employee without notice for serious misconduct. 



11.2	Employees shall provide EnergyAustralia with not less than one week’s notice of termination or forfeit one week’s wages in lieu.



11.3	If an employee is absent without notifying the employer for a continuous period of five working days (including RDO’s) without reasonable cause, they will be considered to have abandoned their employment and may be dismissed effective from the last day actually worked.

11.4	The decision to dismiss an employee shall rest with the relevant General Manager or nominee.



11.5	Suspension without pay for an appropriate time may be applied as an alternative to dismissal, in accordance with the EnergyAustralia disciplinary policy and procedures.  This should be discussed with the employee and the relevant Union before a final decision is made.



12.	Performance Development and Training



12.1	The parties to this agreement recognise performance development and training as a mechanism to enhance productivity, efficiency and competitiveness of Appliance Sales.  Accordingly the parties commit themselves to:



12.1.1	Completing annual performance reviews and identifying the training needs of the individual in relation to the role they perform.



13.	Occupational Health and Safety



13.1	The Occupational Health and Safety Act 1983 as amended shall apply.



13.1.1	The parties to this agreement recognise the primary objectives of the legislation, that is:



13.1.1.1	To secure the health, safety and welfare of employees at work.



13.1.1.2	To protect persons at a place of work against risk to health or safety arising out of the activities of persons at work.



13.1.1.3	To promote an occupational environment for persons at work which is adapted to their physiological and psychological needs.



14.	Sick Leave



14.1	Permanent employees shall be entitled to paid sick leave of up to 120 hours per year for up to five (5) year’s service, and 144 hours per year thereafter.



14.2	After three months continuous service, a permanent employee is entitled to 24 hours sick leave.  Thereafter, the balance of the per annum total as specified in sub-clause 14.1 shall be credited, on a pro-rata basis, to an employee’s sick leave entitlements every three months.  Untaken sick leave shall accrue from year to year.



14.3	Payment for absence due to sick leave shall be subject to:



14.3.1	That notice is given in respect of such absence, to the Manager, Appliance sales, or any other designated person, within two (2) hours immediately following the employee’s normal starting time, or, when the illness occurs during working hours, before ceasing time.



14.3.2	That for periods of absence in excess of three (3) days, medical certification, or other proof satisfactory to the Manager, Appliance Sales, shall be provided, showing the necessity for, and probable duration of, such absence.



14.3.3	Paid sick leave will not be available for absences on either the last working day before, or the first working day after, an award/ public holiday, annual leave or long service leave unless a medical certificate is provided.



14.4	Employees whose employment commenced prior to 15th February 1993, shall be entitled to the benefits of Clause 36 of the Energy Australia Award 2001.



15.	Carer’s Leave



15.1	Upon application by an employee, leave may be granted for the care of ill or injured immediate family members.

15.2	An immediate family member is identified as follows;



15.2.1	a spouse of the employee; or



15.2.2	a de facto spouse, who in relation to a person, is a person of the opposite sex to the first mentioned person and who lives with the first mentioned person as the husband or wife of that person on a bona-fide domestic basis though not legally married to that person; or



15.2.3	a child or an adult child (including an adopted child, a step-child, a foster-child or an ex-nuptial child), parent (including a foster-parent and legal guardian), grandparent, grandchild, or sibling of the employee or spouse or de Facto spouse of the employee; or



15.2.4	a same-sex partner who lives with the employee as the de facto partner of that employee on a bona-fide domestic basis; or



15.2.5	a relative of the employee who is a member of the same household; where for the purposes of this paragraph;



15.2.5.1	‘Relative’ means a person related by blood, marriage or affinity;



15.2.5.2	‘Affinity’ means a relationship that one spouse has to blood relatives of the other, because of marriage; and



15.2.5.3	‘Household’ means a family group living in the same domestic dwelling.



15.3	The employee shall, if required, establish by production of a medical certificate or statutory declaration, the illness of the person concerned, and that the illness is such as to require care by another person.  In normal circumstances an employee must not take carer's leave under this sub-clause where another person has taken leave to care for the same person



15.4	Leave granted in accordance with this clause, will be deducted from the employee’s sick leave entitlement.



16	Annual Leave



16.1	The NSW Annual Holidays Act 1944 (as amended) shall apply.



17	Long Service Leave



17.1	The NSW Long Service Leave Act 1955 (as amended) shall apply.



18.	Other Leave



18.1	Employees will be entitled to the benefits provided for under Part 4 - "Parental  Leave" of the Industrial Relations Act (NSW) 1996.



18.2	Bereavement leave of up to two days may be granted, with pay, following the death of a relative or a person to whom the employee holds a close affinity.  Such leave shall be granted at the discretion of the Manager, Appliance Sales, and shall not exceed beyond the day on which the funeral takes place.



19.	PUBLIC HOLIDAYS



19.1	The days upon which the following holidays are to be observed shall be public holidays under this Award;



19.1.1	New Year’s Day, Australia Day, Good Friday, Easter Saturday, Easter Monday, Anzac Day, Labour Day, Queen’s Birthday, Christmas Day, Boxing Day, and Union Picnic Day, together with all proclaimed or gazetted public holidays for the State.

19.1.2	The Union Picnic Day will be a day mutually agreed between the parties. This day may be an employee's Birthday, anniversary start date, day of choice or the agreed Union Picnic Day.



20.	Excess Travel



20.1	Excess travel is defined as additional travelling time incurred by an employee when the employee is required to work in areas that are outside their normal region of work. This will apply when:



20.1.1	The employee is required to start work at a location that is further than 60 kilometres from their usual place of work.



20.1.2	The employee is required to transfer to start work at a location that is further than 60 kilometres from their usual place of work.



20.2	Where an employee is transferred to a new place of work, payment for any excess travel shall only continue for the first six months. This does not include transfers or appointments made at the employee's request.



20.3	Excess travel shall be calculated by estimating the actual travel time and distance by road. Excess travel shall be calculated at ordinary time Monday to Saturday inclusive and at ordinary time plus one-half on Sundays and Public Holidays.



20.4	An employee will be paid for his/ her actual excess travel time and fares or the  amount calculated under subclause 20.3 above, whichever is the greater.



20.5	Employees who travel in an EnergyAustralia vehicle are only entitled to payment for any excess travel time which exceeds 60 minutes per journey except when they are called out or working overtime on a day which is not a normal working day and in this case they are entitled to payment for all travelling time.



21.	Disputes and Grievances Procedure



21.1	Whilst not precluding the right of any party to a dispute from proceeding under the provisions of the Industrial Relations Act (NSW) 1996, the following procedures for the settlement of disputes, claims and grievances will be adopted and adhered to, so as to ensure that negotiations and consultation take place between parties in an honest endeavour to arrive at a settlement by avoiding direct action which will, or is liable to, interrupt service to EnergyAustralia’s customers or inhibit its ability to provide and maintain supply.



21.2	The following specific procedures will be adopted.  Any dispute, claim, or grievance involving this Award shall be resolved as follows:



21.2.1	An employee, or group of employees, must first take the matter up with the immediate supervisor concerned.



21.2.2	Should the matter remain unresolved the dispute should be taken to the Manager, Appliance Sales within 5 working days.



21.2.3	Should agreement not be reached after stage 21.2.2 of this procedure the Customer Service Manager Human Resources shall convene a meeting within five (5) working days of being notified.  An employee has the right to be represented by their Union if they so choose.



21.2.4	If agreement cannot be reached after stage 21.2.3 of this procedure the matter in dispute shall be referred to the General Manager, Customer Service.



21.2.5	In the event of the dispute remaining unresolved, the matter in dispute is to be referred to the appropriate tribunal.



21.2.6	During all stages of negotiations and including any hearings before an Industrial Tribunal the status quo will be maintained by both/all parties and without prejudice to either party, work shall continue in accordance with the provisions of the Agreement.  Status quo shall mean the state of affairs or circumstances in existence prior to the incident/s occurrence, which directly or indirectly results in the exercising of the Dispute Procedure.



22.	Superannuation



22.1	Subject to the provisions of relevant superannuation legislation, employees under this Award will have their superannuation contributions paid into the Energy Industries Superannuation Scheme (EISS).



22.2	Wage Sacrifice to Superannuation



22.2.1	An employee may elect in lieu of being paid an amount of wages to have an equivalent amount paid by way of Superannuation contributions in accordance with the relevant provisions of the EISS.



22.2.2	Where an employee has elected to have an amount paid by way of Superannuation contributions in lieu of wages, any allowance, penalty, payment for unused leave entitlements, weekly worker's compensation or other payment, other than any payment for leave taken in service to which an employee is entitled under this Award or any applicable award, act or statute which is expressed to be determined by reference to an employee's wage, shall be calculated by reference to the actual wages paid to the employee and the amount paid under clause 22.2.1 by way of Superannuation contributions.



22.2.3	Subject to the provisions of relevant superannuation legislation, any Superannuation contributions under clause 22.2 shall be paid to the EISS.



22.2.4	The employee may elect to have an amount paid by way of Superannuation contributions in lieu of wages on joining EnergyAustralia Appliance Sales and thereafter may alter the amount paid by way of Superannuation contributions under clause 22.2 with effect from 1 July each year.



22.2.5	An election to have Superannuation contributions paid in lieu of an amount of wages shall be in writing and may only be made with the consent of both the employee and EnergyAustralia.



23.	Anti-Discrimination



23.1	It is the intention of the parties bound by this award to seek to achieve the object in section 3(f) of the Industrial Relations Act 1996 to prevent and eliminate discrimination in the workplace.  This includes discrimination on the grounds of race, sex, martial status, disability, homosexuality, transgender identity and age.



23.2	It follows that in fulfilling their obligations under the dispute resolution procedure prescribed by this award, the parties have obligations to take all reasonable steps to ensure that the operation of the provisions of this award are not directly or indirectly discriminatory in their effects.  It will be consistent with fulfilment of these obligations for the parties to make application to vary any provision of the award which, by its terms or operation, has a direct or indirect discriminatory effect.



23.3	Under the Anti-Discrimination Act 1977, it is unlawful to victimise an employee because the employee has made or may make or has been involved in a complaint of unlawful discrimination or harassment.



23.4	Nothing in this clause is to be taken to affect:



23.4.1	any conduct or act which is specifically exempted from anti-discrimination legislation



23.4.2	offering or providing junior rates of pay to persons under 21 years of age;



23.4.3	any act or practice of a body established to propagate religion which is exempted under section 56(d) of the Anti-Discrimination Act 1977;



23.4.4	a party to this award from pursuing matters of unlawful discrimination in any State or federal jurisdiction.



23.5	This clause does not create legal rights or obligations in addition to those imposed upon the parties by legislation referred to in this clause.



24.	Flexible Arrangements



24.1	By mutual agreement, an employee and the Manager, Appliance Sales may agree to other flexible working arrangements within the span of ordinary hours as part of this Award.



24.2	Such individual arrangements should be recorded in writing, signed by both parties, and a copy supplied to the Union.



24.3	The intentions of such arrangements should be to the mutual benefit of both parties, and as a whole, should not disadvantage an individual overall.



25.	No Extra Claims



25.1	It is a term of this Award that the Union parties to this Award, undertake, that for the period of the duration of this Award, they will not pursue any extra claims, award or over-award, except where consistent with such principle.



25.2	The parties agree to monitor and assess the impact of the Goods and Services Tax (GST) and the subsequent effect on the Consumer Price Index (CPI), to the standard of living of Appliance Sales employees.  The parties will then agree upon any further action that is required.







R. W. HARRISON  D.P.







____________________







Printed by the authority of the Industrial Registrar.
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1.	Parties to the Enterprise Award



a.	This Enterprise Award is made pursuant to the provision of Chapter 2 of Part 1 of Division 1 - Enterprise Awards, of the Industrial Relations Act 1996.  The Enterprise Award shall commence from the first Monday following the date of Registration and shall be binding on Mayne Nickless Limited, trading as Armaguard & ASAP Security Services, ACN 004 073 410 (the Company) at the branches listed below, the Transport Workers Union of Australia, NSW Branch (the Union) and the employees of the company employed at the named branches in the classification of Road Crew / Guards and associated employees covered by the Transport Industry - Armoured Cars (State) Award (‘the Parent Award’).  



b.	The following branches are covered by this Enterprise Award:



Metropolitan Branches

Auburn	Gosford           (subject also to Annexure 1)

Artarmon	Wollongong    (subject also to Annexure 2)

Rosebery	ATM Section  (subject also to Annexure 3)

Kingsgrove	Newcastle       (subject also to Annexure 5)

Smithfield	Redfern

Penrith	Bankstown



Country Branches  (subject also to Annexure 6)

Grafton

Port Macquarie

Tamworth

Orange

Wagga Wagga

Bateman’s Bay



c.	Address for service of notices:



Armaguard & ASAP Security Services Transport Workers Union of Aust.

PO Box 97	(NSW Branch)

Strathfield	Quinn House, Cowper St.

NSW  2135	Parramatta  NSW  2150



Tel. (02) 9746 1366	Tel. (02) 9917 0200

Fax (02) 9746 1428	Fax (02) 9891 4953





2.	Title of Enterprise Award



This Enterprise Award shall be known as the Armaguard, NSW Road Crew Enterprise Award 1999 -2001.





3.	Duress



The parties to this Enterprise Award state that this Enterprise Award was not entered into under any duress from any party.



4.	Employment Conditions



a.	The General terms and conditions of the Transport Industry - Armoured Cars  (State) Award, excepting where specific conditions are contained in this Enterprise Award, shall apply to all employees party to this Enterprise Award.



b.	The Clauses of the Award which remain unchanged are:



Clause No� Subject��9�Union Picnic Day��12�Annual Leave��13�Long Service Leave��14�Bereavement Leave��15�Amenities��18�Deliveries��19�Definitions��20�Wet Weather Clothing��22�Notice Board��23�Union Delegate��24�Terms of Employment��25�Unauthorised Persons riding on Vehicles��26�Preference of Employment��27�First Aid��28�Jury Service��29�Right of Entry��30�Insurance and Injury Provision��32�Area, Incidence and Duration��

Other clauses of the Award are varied by this Enterprise Award and the Award must be read in conjunction with this Enterprise Award.



c.	In the event of the need for technological change or work practice, eg. The CIT Inquiry, the Company will liaise with the Union at the earliest practical time and allow for full consultation and negotiation of any such change.  Employees and the Union agree to co-operate with the implementation of such technology.



d.	Because of the changing nature of the Industry, the Company may seek to make wages payment by means of electronic funds transfer on three (3) month’s notice to the employee and the Union.



5.	Grievance and Dispute Procedures



a.	It is agreed that the provision of uninterrupted quality service to clients is of paramount importance to the long term benefit of both the company and employees.



b.	In the event of a question, grievance, dispute or other difficulty arising; the following actions are to be taken, in turn, until the matter is resolved.  The time listed beside each step, is a guide to the maximum time which should normally apply to each step, before escalation to the next level.  For serious and pressing safety issues, the time may be shorter.  For less pressing or complex issues, the time allocated to each step may be longer.  Should a solution to the difficulty not be readily agreed, consultation is to occur on each occasion, with regard to timing of escalation to the next level.



(i)	The matter shall first be discussed between the relevant 2 days employee and the supervisor. In some cases, (a general rather than individual question) it may be appropriate for the delegate to be involved at this stage.



(ii)	The employee’s delegate shall consult with the branch 2 days manager on the matter.



(iii)	Appropriate senior management personnel shall be briefed 2 days and shall seek to resolve the matter.



(iv)	The delegate shall brief his Union organiser.  Discussions 2 days will then take place, involving some or all of the following, as appropriate:



(a)	Delegate

(b)	One or two other employee representatives

(c)	Branch Management

(d)	Senior Management

(e)	Union officials.



(v)	Any matter which cannot be resolved, may be referred by either party to the NSW Industrial Relations Commission.  Any decision by the Commission shall be accepted by the parties as final, subject to any appeal process which may be instituted by either party.



d.	It is expected that the majority of questions and grievances will be resolved at branch level, with appropriate action under steps (i) and (ii).



e.	The commitment of all parties to this procedure, should result in the satisfactory resolution of all difficulties without the need for Industrial action, with threatens our ability to service our customers.



f.	Pending the resolution of any matter in accordance with this Disputes Settlement Procedure, work shall continue without disruption.  The circumstances which applied immediately prior to the dispute arising, shall, as far as practically possible, apply until final resolution of the matter.



6.	Wage Rates and Classifications





Classification�On

Ratification

$�Twelve (12)

months later

$�Application�Pre-Requisites��CASUAL������Trainee -

Armoured and

Non-Armoured

(12 months)�14.80�15.30�12 months minimum�*	Successfully 	complete selection 	requirements.

*	1AB Security Licence

* 	Road Crew Induction, 	Training & 	Assessment.

* 	Firearms 	Accreditation

*	Class 1 Drivers 	Licence (motor  	vehicle)

*	Ideally Class 3 	Drivers Licence 	(within  3 months)��Roadcrew -

Armoured and

Non-Armoured�17.33�17.92�a.	All ex-	trainees

b.	Non-	Armoured 	vehicle duties, 	e.g. courier, 	yard person, 	guard, etc.

c.	Third Man

d.	Armoured 	vehicle 	driver/passport

e.	Custodian of 	keys, 	documents, etc.

f.	ATM cash 	replenishment, 	Settlement or 	Malfunction �*	Successfully 	complete all 	probationary 	requirements.

*	Roadcrew Training 	Course and Firearms 	Re-accreditation.

*	Class 3 Drivers 	Licence

*	ATM Operator 	Course (appropriate 	current modules)

*	On-the-job training 	and assessment of 	ATM Operators.

��PERMANENT������Grade 1

�14.28�14.77�a.	12 months 	minimum

b.	Non-armoured 	vehicle duties, 	eg. courier, yard 	person, guard, 	etc.

c.	Third Man

d.	Armoured 	vehicle 	driver/passport

e.	Custodian of 	keys, 	documents, etc.�*	Successfully 	complete all 	probationary 	requirements.

*	Roadcrew Training 	Course and Firearms 	Re-accreditation

*	Class 3 Drivers 	Licence

*	Permanent non-	armoured 	guard/covert (exclude 	Class 3 Licence)��Grade 2  �17.28�17.87�12 months as Grade 1 (except non-armoured guard/ covert).�*	Successfully 	complete all relevant 	Grade 1 requirements 

	including firearms 	accreditation.

*	Non-armoured whilst 	performing armoured 	duties and holds 

	Class 3 Licence.

*	Senior Non-	Armoured Guard as 	defined (max.1 per 	yard)��Grade 3

�17.38�17.98�Higher duties for ATMs, Despatch, Yard Trainers (max. 2 trainers per yard), etc. with appropriate training.�*	Successfully 	complete all earlier 	prerequisites.��











a.	The aforementioned hourly wage rates for classifications, shall apply from the first Monday after ratification of this Enterprise Award, on expiration of Armaguard NSW (Metropolitan Road crew) Enterprise Award, 1997, provided that all pre-October 1994 permanent full-time and part-time employees shall be classified as such.



b.	All employees (covered by this EA) will participate in a bonus scheme based on Branch Performance improvement (ref: Clause 7 and Annexure 6).



c.	These rates are inclusive of all allowances currently paid, with the exception of those provided for separately in this Enterprise Award.  The rates are fixed for the term of the Enterprise Award and shall not be adjusted, save for a specific order on the company by the Industrial Commission.  The weekly wage is calculated on a 38 hour week.



d.	Employees (except trainees) engaged in duties covered by Casual Road crew and Grades 2 and 3, shall be paid at the rate appropriate to duties rostered each day.  Where mixed duties occur, the rate applicable to the duties required for the longest period of the shift, shall apply.



e.	A Senior Non-Armoured Guard is an employee appropriately trained, qualified and appointed as such.



f.	A daily allowance of $3.20 per rostered shift will be paid for First Line Response (FLR) dedicated metropolitan branch crew, excluding NTM section employees.



7.	Branch Performance Bonus  - Metropolitan



It is proposed that performance measurement for this Agreement will be based on:



BONUS:



(i)	1.5% payable for performance improvement year ended 30.9.2000



(ii)	2% payable on 30.9.2001.



Bonus calculated on last year’s actual earnings less previously received bonus payment, rounded to near ten (10) dollars.



BENCHMARK 	-	Twelve month period ended 30.9.99



1.	a)	Jobs per roadcrew labour hour



-	* 10% improvement over twelve month period ended 30.9.2000 

(0.5%)



-	maintenance of improvement for average year ended 30.9.2001

(0.75%)



b)	Service Fee Revenue per roadcrew labour hour



-	* 10% improvement for twelve month period ended 30.9.2000

(0.5%)



-	maintenance of improvement for twelve month period ended 30.9.2001.

(0.5%)



2.	20% reduction in cost of motor vehicle accidents where Armaguard at fault, for twelve month period ended 30 September 2000 and cost held for twelve month period ended 30 September 2001



(i)	(0.25%) 30.9.2000



(ii)	(0.25%) 30.9.2001



3.	No negative impact on service to customers as a result of unauthorised withdrawal of labour or outside the steps detailed in Clause 5. (Grievance and Dispute Procedure)



(i)	(0.25%)  30.9.2000



(ii)	 (0.5%)   30.9.2001



Committee to agree and set benchmark for measurement at each individual Branch.  Graphs and statistics will be updated by branch manager, placed on notice boards and discussed at communication meetings.



Redfern and non-armoured measurements to be established, based on last 3 months productivity.



Committee to review performance would consist of Branch Manager, Branch Supervisor, Roadcrew Delegate and Roadcrew Co-Delegate.  Monthly analysis to occur to ensure improvements on target.  (In the absence of a committee member, a nominated representative to attend).



* To nearest whole percent and minimum improvement for bonus payment.  Employee movement between branches would be pro-rata on branch result and length of employment at each branch.  To be eligible employees must have at least one (1) months employment at the branch and be an employee covered by this EA at the date of each annual performance review. Probation employees ineligible for bonus calculations during probation period.



8.	Hours



(a)	The ordinary hours of work shall be limited to eight hours on any one day, Monday to Friday inclusive, between the hours of 5am and 10pm except for employees at date of registration (5am - 8pm) who can volunteer to work between 8pm to 10pm, overriding limitations of Clause 8(b) in this regard.  If not enough volunteers, the Company can recruit new employees who will work within this spread of hours.



In the event of the Company securing the contract for the Royal Easter Show, these above provisions will also function including Saturday and Sunday during this event overriding the limitations in clause 8 (b).



Subject to the Company’s involvement in the Sydney Olympics and Paralympics 2000, it is agreed to negotiate suitable arrangements, to ensure that service requirements and flexibilities are met.  Variations to the existing Enterprise Award will be documented in an exchange of letters between the parties, as agreed between the consultative committee and management.



(b)	Permanent Employees -



Starting times for permanent employees at date of registration of this EA may be at any time between 5am. and 11.30am., provided that for pre-October 1994 permanent employees the latest starting time shall be 10am. and the maximum variation in starting times for such individual employees for a week shall be two hours. Permanent employees appointed after ratification of this EA may be rostered to commence work as requested within spread of hours.



(c)	Permanent Part Time Employees -



Permanent part time employees shall be employed under the terms of the Award, (as amended by this Enterprise Award) except that start times shall be variable within the spread of hours provided that for employees appointed to permanent positions prior to 16th December 1987, who revert to part-time status, the minimum hours shall be 24 over three days.  Pre-October 1994 employees reverting to part time work are guaranteed minimum hours spread over 3 days, with a minimum of 6 hours per start.  Post October 1994 employees are guaranteed a minimum of 20 hours over not less than 3 days, with a minimum of 4 hours per start.



(d)	Casual Employees -



Irrespective of hours worked, casual employees shall be paid for minimum hours for each start as follows: - six (6) hours for employees employed prior to October 1994 and four (4) hours for subsequent employees. Shifts of less than 6 hours duration shall only be rostered where there are clear efficiencies available through doing so.



Any difficulty in the application of this clause will be subject to the Grievance and Dispute Procedure.



9.	Overtime



Overtime rates under this Enterprise Award will be:



a.	Monday to Friday



(i)	Within spread of hours



-	first 2 hours / ordinary time



-	subsequent hours / time and one half



(ii)	Outside spread of hours



-	all hours / time and one half.



b.	Saturday



(i)	Within spread of hours -  5am to 8pm



-	first 8 hours / ordinary time



-	all subsequent hours / time and one half



(ii)	Outside spread of hours



-	all hours / time and one half



c.	Sunday and Public Holidays



(i)	Within spread of hours - 5am to 8pm



-	first 8 hours / time and one quarter



-	all subsequent hours / time and one half



(ii)	Outside spread of hours



-	all hours / time and one half.



(iii)	Christmas Day / Good Friday



- 	all hours double time.



d.	An employee who is required to work for any continuous period up to twelve hours, will have any subsequent hours of overtime, paid at the rate of time and one half.

e.	Limitation of Overtime -



(i)	An employee who is required to work for any period amounting to twelve (12) hours or more from the time of commencing work, shall be granted a respite from and shall be entitled to absent himself from work until he has had eight (8) consecutive hours off duty, without loss of pay, for ordinary working time occurring during such absence.



(ii)	In the cases of emergency as herein defined, the said twelve hours referred to in subclause (i) of this clause, may be exceeded by not more than one hour.  Emergency in this subclause shall mean periods in which excess cash or bullion, which has been delayed by circumstances beyond the control of the employer, needs to be transported within a limited period of time and where extra labour is not available to carry out the necessary work. 



10.	Reserve Bank Allowance



From the date of this Enterprise Award, Reserve Bank Allowance shall not be payable provided that any employee currently in regular receipt of Reserve Bank Allowance for specified work, shall not lose the Allowance except by ceasing employment on such specified work, or by Enterprise Award between the employee and employer.  Any pre-October 1994 permanent employee who performs work for which Reserve Bank Allowance is currently regularly paid by Armaguard branches shall also receive the allowance while performing such work, unless agreement reached by the parties to cease such allowance.



11.	Carry Limits



(a)	Armoured Crew Operations:



The maximum limit for one off cash pick up or delivery for single client services using a two man crew shall be in line with insurance requirements.



(b)	Non-Armoured Operations will be in line with company insurance requirements.



12.	Dock to Dock Operations



Vehicles travelling direct from security dock to security dock, without scheduled stops, may be crewed by two Road Crew employees.  Security docks accepted under this clause are Armaguard Branches, Reserve Bank, Motorways and other similar docks which are to be confirmed on a case by case basis through consultation with branch delegates. 



13.	Meal Breaks



A meal break of thirty (30) minutes shall be taken by the employee between the hours of 11.00 am and 2.30 pm, provided that employees shall not work more than six (6) hours without a meal break.



In the event of Clause 8 a) being utilised, by mutual agreement the meal break shall be taken at an agreed time.



14.	Lunch on Car Allowance



A Lunch on Car Allowance of $8.74 shall be paid for Armoured Vehicle Operators, as follows:



a)	Pre-October 1994 full-time permanent employees on each day worked, Monday to Friday.



b)	All post-October 1994 full-time permanent employees plus all part-time and casual employees, on each occasion the employee is required to remain in the vehicle for the lunch break.











15.	Rostered Days Off



Each permanent full time employee shall receive an RDO after working a 40 hour week with two (2) hours per full work week accumulating to provide one RDO each four (4) weeks.  Employees will receive pay for a 38 hour week at the hourly rate prescribed by Clause 6. 



16.	Shiftwork



Should shiftwork be required during the life of this Enterprise Award, negotiations 	will be conducted on the conditions to apply, leading to submission for registration of a Variation to this Enterprise Award.



17.	Recall



A recall can only occur after at least sixty (60) minutes has lapsed after such employee has ceased normal work.  An employee recalled for work shall be paid for a minimum of hours, as follows.



a.	Monday to Friday - 3 hours at the appropriate rate of pay prescribed at Clause 9.



b.	Saturday, Sunday and Public Holidays - 4 hours at the appropriate rate of pay prescribed at Clause 9.



18.	Rostering - Metropolitan



(a)	Changes to runs, which result from efficiencies sought through this Enterprise Award, shall be implemented in consultation with at least the delegate and/or co- delegate or other nominated employee in each yard.



(b)	Rostering of employees to duties shall be a management responsibility, however, the delegate or co-delegate shall be consulted when roster changes are required or contemplated.



(c)	Rosters shall be displayed on the Road Crew notice board with a minimum of seven (7) days notice for each shift.



(d)	Week-End Rosters



(i)	Weekend work is to be made available to employees on a rotational basis between branches.



(ii)	The branch sequence for this rotation shall be; Smithfield, Artarmon, Rosebery, Auburn, Kingsgrove, Penrith, Newcastle, Wollongong, Gosford.



(iii)	Employees from all branches shall indicate their availability for week-end work by placing their name on a list on the Road Crew notice board by mid-day each Monday for work on the following week-end.



(iv)	This list shall permit indication of availability by day.



(v)	Commencing with the "duty branch" employees shall be allocated to available work.  Should there be insufficient employees from that branch to fill available positions, remaining positions shall be filled from the next branch on the rotation list and so on until all positions are filled.



(vi)	The branch from which the final position was filled shall become the first branch on the rotation the following week.  Employees from this branch shall only be offered weekend work on this following weekend if:



-	they were available for weekend work the previous week;  and



-	they did not work on the previous weekend, provided that where an employee did not work on the previous weekend due to annual leave, they shall not be penalised under this provision.

(vii)	Any employee who is absent on sick leave on a Friday shall be ineligible for work on the weekend immediately following, even if rostered for such work.



(viii)	An employee who is offered weekend work at short notice, but refuses such work shall not suffer any penalty.



19.	Uniforms



(a)	The following uniform items are to be provided by the Company to armoured vehicle personnel.



Shirts�Trousers�Jacket�Jumper�Trouser Belt��Belt Clips�Shorts �Ties�Socks�Gun Belt��

Rain Coats (where required)

Hats (if worn by individual employees)



(b)	Uniforms are to be maintained and worn in a neat professional manner as specified in the Armaguard NSW Employee Code of Conduct and Armaguard Uniform Regulations, a copy of which is attached as Schedule 1 to this Enterprise Award.



20.	Transfer & Appointment of Employees Between Metropolitan Branches



(a)



(i)	When a permanent vacancy exists in a metropolitan branch, applications will first be called from 

permanent and permanent part time employees with the relevant experience, from other metropolitan branches.



(ii)	Permanent employees with less than 12 months service, at the closing date for the vacancy in their current branch, are not eligible to apply for transfer.



(iii)	From the suitable applicants, transfers will be approved on the basis of merit, taking into account years of service and experience.



(iv)	Resulting vacancies will be offered in the same manner until all positions have been filled.



(v)	If no permanent staff apply to transfer to a vacant permanent position, casuals who have applied for the position will then be considered.  These vacancies will then be filled following the procedure detailed in Clause 20 (c) and (d).



(b)	Because of the chain reaction created by this transfer method, temporary transfers will sometimes be necessary at short notice to meet operational requirements while the transfer system takes it's course.  The company will have the right to temporarily change the place of work of an employee for up to four (4) weeks while the agreed transfer procedure is in operation.



(c)	For the appointment of casual employees to permanent vacancies, each Branch will have a consultative panel consisting of at least a Branch Manager and a Branch Delegate.  The consultative panel will assess suitability of applicants for permanent appointments to the Branch.



(d)	Positions available for new permanent and part-time employees shall be advertised internally in Armaguard and at the discretion of the Company, may also be advertised externally.  Where an internal and external applicant are of equal standing, the internal applicant will be selected.  Such appointment will result from assessment by the consultative panel.



(e)	During a three (3) months probationary period, the consultative panel will assess the suitability of the casual employee for current and ongoing employment.  This three (3) month probationary period may be extended by a further three (3) months by the consultative panel, in extenuating circumstances.

21.	Training



Training will be provided to employees as required to develop and enhance skills and competencies.  Annual refresher training will also be provided to all employees covering key aspects of their duties, including security, weapon training and general development.



Training can apply on a Sunday at ordinary time for up to seven (7) hours, no more than four (4) times per annum.



22.	Pay Day



Employees shall be paid each week on the designated payday, or at the termination of their casual employment.



23.	Branch Crewing Levels



(a)	Permanent and part-time crewing in each branch will be governed by the regular requirements of the lightest day.



(b)	The following positions are to be taken into account when determining permanent and part-time crew levels:



(i)	Armoured vehicle crews



(ii)	Despatch Hand



(iii)	Couriers (where required)



(iv)	Senior Non Armoured Guard.



(c)	The number of part-time employees who form part of the minimum manning shall be determined through consultation on a yard-by-yard basis.



24.	Employee Meetings



(a)	Paid time will be provided for employee requested Branch meetings on the following basis:



(i)	Maximum of 4 meetings per year.



(ii)	Maximum duration of paid time to be 40 minutes per meeting.



(iii)	Consultation  is to occur between delegate and branch manager to determine a suitable meeting time.



(b)	Seven days notice is to be given to the company of any employee or delegates meeting for meetings to be held in paid time.



25.	Sick Leave



Sick leave shall be as per the Award except where overridden by Section 27 of Chapter 2, Part 1of Division 1 of the Industrial Relations Act 1996.



26.	Sra/Coin Vending Collections



The parties will commit to the implementation of SRA / Vending Collection Services using one, two or three person crews, as deemed by the Company in consultation with the Union.  In the case of two person crews, both persons will exit the vehicle.



Examples of work include SRA, Changemaster, Wills and Coca Cola.

A committee of management and delegates will be formed to review safety, vehicle technology, vehicle immobilisation and carry limits (as per insurance coverage).



27.	Licences



Casual employees engaged after ratification of this Award, will be required to pay their own licence renewals.  However, when an employee is appointed a permanent, the Company will pay the cost of future renewal of licences.



28.	Discipline and Conduct



(a)	It is agreed that all employees shall be subject to the Armaguard NSW Employee Code of Conduct which shall be issued to all employees.  (Annexure 4)



(b)	Any dispute over the application of this clause shall be dealt with in accordance with Clause 5. Disputes Procedure.



29.	Confidentiality



(a)	All information provided to or otherwise obtained by employees regarding Armaguard operations, procedures, or any other matter, is confidential and is not to be disclosed to any other person without the consent of the Company.



(b)	Similarly any information obtained about Armaguard clients, current or past, is to be regarded as confidential.



30.	Duration



(a)	The changes made to the award pursuant to the Award Review pursuant to section 19 (6) of the Industrial Relations Act 1996 and Principle 26 of the Principles of Review of Award made by the Industrial Relations Commission for the New South Wales on 18 December 1998 (308 IG 307) take effect on and from 18 July 2001.



(b)	This award is made following a review under section 19 of the Industrial Relations Act 1996 and replaces the Armaguard NSW Roadcrew Enterprise Award 1999-2001 published 30 June 2000 (316 I.G. 932).



(c)	The award published 30 June 2000 took effect from the first full pay period to commence on or after 27 September 1999.



(d)	This award remains in force until varied or rescinded, the period for which it was made already having expired.



(e)	New negotiations may commence no later than 4 months prior to the end of its term. In the event a new enterprise award has not been finalised, the terms of this award will remain in force until a new award is finalised.



(f)	Notwithstanding any other provision of this award, this award shall not apply to any employee and any employment which is subject to the provisions of the Armaguard Country Roadcrew Enterprise Award 1997/1999 on or before the expiry of that award on 13.12.99. The intention is that the provisions of this award will apply to those employees from that date.



31.	Declaration



(a)	This Enterprise Award has been negotiated through extensive consultation between management, employees and the Union.  The content of the Enterprise Award has been canvassed widely with effected employees.  All parties are entering into this Enterprise Award with full knowledge of the content and effect of the document.

(b)	The parties declare that this Enterprise Award:



a)	Is not contrary to the public interest;



b)	Is not unfair, harsh or unconscionable



c)	Reflects the interests and desires of the parties



32.	Anti-Discrimination



(a)	It is the intention of the parties bound by this award to seek to achieve the object in section 3(f) of the Industrial Relations Act 1996 to prevent and eliminate discrimination in the workplace. This includes discrimination on the ground of race, sex, marital status, disability, homosexuality, transgender identity, age and responsibilities as a carer.



(b)	It follows that in fulfilling their obligations under the dispute resolution procedure prescribed by this award the parties have obligations to take all reasonable steps to ensure that the operation of the provisions of this award are not directly or indirectly discriminatory in their effects.  It will be consistent with the fulfilment of these obligations for the parties to make application to vary any provision of the Award which, by its terms or operation, has a direct or indirect discriminatory effect. 



(c)	Under the Anti-Discrimination Act 1977, it is unlawful to victimise an employee because the employee has made or may make or has been involved in a complaint of unlawful discrimination or harassment. 



(d)	Nothing in this clause is to be taken to affect:



(i)	any conduct or act which is specifically exempted from anti-discrimination legislation;  



(ii)	offering or providing junior rates of pay to persons under 21 years of age; 



(iii)	any act or practice of a body established to propagate religion which is exempted under section 56(d) of the Anti-Discrimination Act 1977; 



(iv)	a party to this award from pursuing matters of unlawful discrimination in any State or Federal jurisdiction.



(e)	This clause does not create legal rights or obligations in addition to those imposed upon the parties by the legislation referred to in this clause. 



NOTES:



(a)	Employers and employees may also be subject to Commonwealth Anti-Discrimination Legislation.



(b)	Section 56(d) of the Anti-Discrimination Act 1977 provides:



"Nothing in this Act affects ... any other act or practice of a body established to propagate religion that conforms to the doctrines of that religion or is necessary to avoid injury to the religious susceptibilities of the adherents of that religion".



33.	Personal/Carer's Leave



(a)	Use of Sick Leave



(i)	An employee other than a casual employee, with responsibilities in relation to a class of person set out in (iii)(B) who needs the employee's care and support shall be entitled to use, in accordance with this subclause, any current or accrued sick leave entitlement provided for at Clause 25, Sick Leave for absences to provide care and support for such persons when they are ill. Such leave may be taken for part of a single day.  

(ii)	The employees shall, if required, establish by production of a medical certificate or statutory declaration, the illness of the person concerned and that the illness is such as to require care by another person.  In normal circumstances, an employee must not take carer's leave under this subclause where another person has taken leave to care for the same person.



(iii)	The entitlement to use sick leave in accordance with this subclause is subject to:



(A)	the employee being responsible for the care and support of the person concerned: and



(B)	the person concerned being: 



(1)	a spouse of the employee; or



(2)	a de facto spouse, who, in relation to a person, is a person of the opposite sex to the first mentioned person who lives with the first mentioned person as the husband or wife of that person on a bona fide domestic basis although not legally married to that person; or



(3)	a child or an adult child (including an adopted child, step child, a foster child or an ex-nuptial), parent (including a foster parent and legal guardian), grandparent, grandchild or sibling of the employee or spouse or de facto spouse of the employee; or



(4)	a same sex partner who lives with the employee as the de facto partner of that employee on a bona fide domestic basis; or



(5)	a relative of the employee who is a member of the same household, where for the purposes of this paragraph:



(b)	Definitions



(i)	"relative" means a person related by blood, marriage or affinity;



(ii)	"affinity" means a relationship that one spouse because of marriage has to blood relatives of the other; and



(iii)	"household" means a family group living in the same domestic dwelling.



(c)	Notice



An employee shall, wherever practicable, give the employer notice prior to the absence of the intention to take leave, the name of the person requiring care and their relationship to the employee, the reasons for taking such leave and the estimated length of absence.  If it is not practicable for the employee to give prior notice of absence, the employee shall notify the employer by telephone of such absence at the first opportunity on the day of absence.



(d)	Unpaid Leave for Family Purpose



An employee may elect, with the consent of the employer, to take unpaid leave for the purpose of providing care and support to a member of a class of person set out in  (a) (iii) (B) above who is ill.



(e)	Annual Leave



(i)	An employee may elect with the consent of the employer, subject to the Annual Holidays Act 1944, to take annual leave not exceeding five days in single day periods or part thereof, in any calendar year at a time or times agreed by the parties.



(ii)	Access to annual leave, as prescribed in paragraph (i) above, shall be exclusive of any shutdown period provided for elsewhere under this award.



(iii)	An employee and employer may agree to defer payment of the annual leave loading in respect of single day absences, until at least five consecutive annual leave days are taken.



(f)	Make-Up Time



(i)	An employee may elect, with the consent of the employer, to work "make-up time", under which the employee takes time off during ordinary hours, and works those hours at a later time, during the spread of ordinary hours provided in the award, at the ordinary rate of pay.



(ii)	An employee on shift work may elect, with the consent of the employer, to work "make-up time" (under which the employee takes time off ordinary hours and works those hours at a later time), at the shift work rate which would have been applicable to the hours taken off.



(g)	Rostered Days Off



(i)	An employee may elect, with the consent of the employer, to take a rostered day off at any time.



(ii)	An employee may elect, with the consent of the employer, to take rostered days off in part day amounts.



(iii)	Where the employer and employee agree, rostered days off may be accumulated which occur as a result of employees working in accordance with the provisions of this subclause.  These accumulated days may be taken at any time mutually agreed between the employer and the employee An employee may elect, with the consent of the employer, to accrue some or all rostered days off for the purpose of creating a bank to the drawn upon at time mutually agreed between the employer and employee, or subject to reasonable notice by the employee or the employer.



(iv)	This subclause is subject to the employer informing the union if it has members employed at the particular enterprise to its intention to introduce an enterprise system of RDO flexibility, and providing a reasonable opportunity for the union to participate in negotiations.



34.	Bereavement Leave



(a)	An employee, other than a casual employee, shall be entitled to up to two days bereavement leave without deduction of pay on each occasion of the death in Australia of a person prescribed in subclause (c) of this clause.  Where the death of a person as prescribed by the said subclause (c) occurs outside Australia the employee shall be entitled to two days bereavement leave where such employee travels outside Australia to attend the funeral.



(b)	The employee must notify the employer as soon as practicable of the intention to take bereavement leave and will provide, to the satisfaction of the employer, proof of death.



(c)	Bereavement leave shall be available to the employee in respect to the death of a person prescribed for the purposes of personal/carer's leave as set out in subparagraph (B) of paragraph (iii) of subclause (a) of Clause 33 - Personal/Carer's Leave, provided that for the purpose of bereavement leave, the employee need not have been responsible for the care of the person concerned. 



(d)	An employee shall not be entitled to bereavement leave under this clause during any period in respect of which the employee has been granted other leave.



(e)	Bereavement leave may be taken in conjunction with other leave available under subclauses (d), (e), (f), and (g) of the said Clause 33.  In determining such a request the employer will give consideration to the circumstances of the employee and the reasonable operational requirements of the business.



35.	Redundancy



(a)	Application



(i)	This clause shall apply in respect of full-time and part-time employees.



(ii)	This clause shall only apply to employers who employ 15 or more employees immediately prior to the termination of employment of employees.



(iii)	Notwithstanding anything contained elsewhere in this clause, this clause shall not apply to employees with less than one year's continuous service and the general obligation on employers shall be no more than to give such employees an indication of the impending redundancy at the first reasonable opportunity, and to take such steps as may be reasonable to facilitate the obtaining by the employees of suitable alternative employment.



(iv)	Notwithstanding anything contained elsewhere in this clause, this clause shall not apply where employment is terminated as a consequence of conduct that justifies instant dismissal, including malingering, inefficiency or neglect of duty, or in the case of casual employees, apprentices or employees engaged for a specific period of time or for a specified task or tasks or where employment is terminated due to the ordinary and customary turnover of labour.



(b)	Introduction of Change



(i)	Employer's duty to notify



(A)	Where an employer has made a definite decision to introduce major changes in production, program, organisation, structure or technology that are likely to have significant effects on employees, the employer shall notify the employees who may be affected by the proposed changes and the union to which they belong.



(B)	'Significant effects' include termination of employment, major changes in the composition, operation or size of the employer's workforce or in the skills required, the elimination or diminution of job opportunities, promotion opportunities or job tenure, the alteration of hours of work, the need for retraining or transfer of employees to other work or locations and the restructuring of jobs.



Provided that where the award makes provision for alteration of any of the matters referred to herein, an alteration shall be deemed not to have significant effect.



(ii)	Employer's duty to discuss change



(A)	The employer shall discuss with the employees affected and the union to which they belong, inter alia, the introduction of the changes referred to in subclause (i) above, the effects the changes are likely to have on employees and measures to avert or mitigate the adverse effects of such changes on employees, and shall give prompt consideration to matters raised by the employees and/or the union in relation to the changes. 



(B)	The discussion shall commence as early as practicable after a definite decision has been made by the employer to make the changes referred to in subclause (i).



(C)	For the purpose of such discussion, the employer shall provide to the employees concerned and the union to which they belong all relevant information about the changes including the nature of the changes proposed, the expected effects of the changes on employees and any other matters likely to affect employees provided that any employer shall not be required to disclose confidential information the disclosure of which would adversely affect the employer.



(d)	Redundancy

(i)	Discussions before terminations



(A)	Where an employer has made a definite decision that the employer no longer wishes the job the employee has been doing done by anyone pursuant to subparagraph (A) of paragraph (i) of subclause (b) above, and that decision may lead to the termination of employment, the employer shall hold discussions with the employees directly affected and with the union to which they belong.



(B)	The discussions shall take place as soon as is practicable after the employer has made a definite decision which will invoke the provision of subparagraph (A) of this subclause and shall cover, inter alia, any reasons for the proposed terminations, measures to avoid or minimise the terminations and measures to mitigate any adverse effects of any termination on the employees concerned.



(C)	For the purposes of the discussion the employer shall, as soon as practicable, provide to the employees concerned and the union to which they belong, all relevant information about the proposed terminations including the reasons for the proposed terminations, the number and categories of employees likely to be affected, and the number of workers normally employed and the period over which the terminations are likely to be carried out.  Provided that any employer shall not be required to disclose confidential information the disclosure of which would adversely affect the employer.



(e)	Termination of Employment



(i)	Notice for changes in production, program, organisation or structure. 



This subclause sets out the notice provisions to be applied to   terminations by the employer for reasons arising from "production", "program", "organisation" or "structure" in accordance with subclause (b) (i) (A) above.



(A)	In order to terminate the employment of an employee the employer shall give to the employee the following notice:



Period of Continuous Service�Period of Notice��Less than 1 year�1 week��1 year and less than 3 years�2 weeks��3 years and less than 5 years�3 weeks��5 years and over�4 weeks��

(B)	In addition to the notice above, employees over 45 years of age at the time of the giving of the notice with not less than two years continuous service, shall be entitled to an additional week's notice.



(C)	Payment in lieu of the notice above shall be made if the appropriate notice period is not given.  Provided that employment may be terminated by part of the period of notice specified and part payment in lieu thereof.



(ii)	Notice for technological change



This subclause sets out the notice provisions to applied to terminations by the employer for reasons arising from technology accordance with subclause (b)(i)(A) above:



(A)	In order to terminate the employment of an employee the employer shall give to the employee 3 months notice of termination.



(B)	Payment in lieu of the notice above shall be made if the appropriate notice period is not given.  Provided that employment may be terminated by part of the period of notice specified and part payment in lieu thereof.



(C)	The period of notice required by this subclause to be given shall be deemed to be service with the employer for the purposes of the Long Service Leave Act, 1955, the Annual Holidays Act, 1944, or any Act amending or replacing either of these Acts.



(f)	Time off during the notice period



(i)	During the period of notice of termination given by the employer, an employee shall be allowed up to one day's time off without loss of pay during each week of notice, to a maximum of five weeks, for the purposes of seeking other employment.



(ii)	If the employee has been allowed paid leave for more than one day during the notice period for the purpose of seeking other employment, the employee shall, at the request of the employer, be required to produce proof of attendance at an interview or the employee shall not receive payment for the time absent.



(g)	Employee leaving during the notice period



If the employment of an employee is terminated (other than for misconduct) before the notice period expires, the employee shall be entitled to the same benefits and payments under this clause had the employee remained with the employer until the expiry of such notice. Provided that in such circumstances the employee shall not be entitled to payment in lieu of notice.



(h)	Statement of employment



The employer shall, upon receipt of a request from an employee whose employment has been terminated, provide to the employee a written statement specifying the period of the employee's employment and the classification of or the type of work performed by the employee.



(i)	Notice to Centrelink



Where a decision has been made to terminate employees, the employer shall notify the Centrelink thereof as soon as possible giving relevant information including the number and categories of the employees likely to be affected and the period over which the terminations are intended to be carried out.



(j)	Centrelink Separation Certificate



The employer shall, upon receipt of a request from an employee whose employment has been terminated, provide to the employee an "Employment Separation Certificate" in the form required by Centrelink.



(k)	Transfer to lower paid duties



Where an employee is transferred to lower paid duties for reasons set out in paragraph (a) of subclause (ii) above, the employee shall be entitled to the same period of notice of transfer as the employee would have been entitled to if the employee's employment had been terminated, and the employer may at the employer's option make payment in lieu thereof of an amount equal to the difference between the former ordinary time rate of pay and the new ordinary time rates for the number of weeks of notice still owing.



(l)	Severance Pay



(i)	Where an employee is to be terminated pursuant to subclause (e) above, subject to further order of the Industrial Relations Commission, the employer shall pay the following severance pay in respect of a continuous period of service:



(A)	If an employee is under 45 years of age, the employer shall pay in accordance with the following scale:



Under 45 Years of Age Years of Service�Entitlement��Less than 1 year�Nil��1 year and less than 2 years�4 weeks��2 years and less than 3 years�7 weeks��3 years and less than 4 years�10 weeks��4 years and less than 5 years�12 weeks��5 years and less than 6 years�14 weeks��6 years and over�16 weeks��

(B)	Where an employee is 45 years old or over, the entitlement shall be in accordance with the following scale:



45 Years of Age and Over

Years of Service�Entitlement��Less than 1 year�Nil��1 year and less than 2 years�5 weeks��2 years and less than 3 years�8.75 weeks��3 years and less than 4 years�12.5 weeks��4 years and less than 5 years�15 weeks��5 years and less than 6 years�17.5 weeks��6 years and over�20 weeks��

(C)	'Weeks pay' means the all purpose rate of pay for the employee concerned at the date of termination, and shall include, in addition to the ordinary rate of pay, over award payments, shift penalties and allowances provided for in the relevant award.



(m)	Incapacity to pay



Subject to an application by the employer and further order of the Industrial Relations Commission, an employer may pay a lesser amount (or no amount) of severance pay than that contained in subclause (l) above.  



The Industrial Relations Commission shall have regard to such financial and other resources of the employer concerned as the Industrial Relations Commission thinks relevant, and the probable effect paying the amount of severance pay in subclause (l) above will have on the employer.



(n)	Alternative employment



Subject to an application by the employer and further order of the Industrial Relations Commission, an employer may pay a lesser amount (or no amount) of severance pay than that contained in subclause (l) above if the employer obtains acceptable alternative employment for an employee.



(o)	Savings Clause



Nothing in this award shall be construed so as to require the reduction or alteration of more advantageous benefits or conditions which an employee may be entitled to under any existing redundancy arrangement, taken as a whole, between the union and any employer bound by this award.



36.	Incidence



(a)	This award applies to the employees of Mayne Logistics Armaguard who are employed in the classifications of employment nominated in this award.





Schedule 1

Armaguard NSW Uniform Regulations



�WINTER  (1 June - 31 August)��SUMMER  (1 September - 31 May)��1�Issue Shirt, with Tie�1�Issue Shirt��2�Issue Long trousers�2�Issue Long Trousers��3�Issue Jumper and/or Pilot Jacket

(at employee's discretion)�3�Issue Trouser Belt��4�Issue Trouser Belt�4�Issue Gun Belt and Clips��5�Issue Gun Belt and Clips�5�Issue Gun Holster and Gun��6�Issue Gun Holster and Gun�6�Issue Socks��7�Issue Socks�7�Issue Shorts and Long Socks��8�Black or Brown Leather Shoes�8�Black or Brown Leather Shoes��

SHORTS



Shorts may be worn under the following conditions:



1.	Shorts will be supplied to employees who request them, and intend to wear them regularly.



2.	Shorts may be worn during the 'Summer Months' (September - May)



3.	With shorts, issue long socks are to be worn pulled up at all times.  Elastic bands or garters should be worn to ensure sock remain up.



4.	Non compliance with paragraph 3 will result in one warning.  Any further non- compliance will result in the withdrawal of shorts from that employee.  Long trousers would then be worn for all further work.



JUMPERS/JACKETS



Issue jumpers and jackets may be worn at any time at the discretion of employees.  Jackets are to be of the new design (hip length, front zip, non-fur collar).  It is preferable that on three man crews, both alighting crewmen dress the same with regard to jumpers/jackets.



HATS



For reasons of Occupational Health and Safety, hats will be provided, and are to be worn by employees who are exposed to the sun for extended periods.  Hats will be provided on request to other employees and where supplied, are to be worn at all times during the summer months.



FOOTWEAR



Shoes are to be supplied by employees.

Shoes are to be black or brown with leather uppers and are to be clean and polished.  Sporting or suede style shoes are not permitted.



GENERAL

Items of Armaguard issued uniforms are not to be worn or used for any purpose not related to employment with the company.  Uniforms are to be maintained and worn in a clean, professional manner at all times.



ANNEXURE 1



ADDITIONS TO ENTERPRISE AWARD - GOSFORD BRANCH



1.	Two Person Crew Operations



a.	It is agreed that two person crew operations will be implemented for selected armoured vehicle service operations.  Operational procedures for this work will be as per Company requirements with one crew member remaining with the armoured vehicle, while the second performs the customer service.



b.	Individual runs will be reviewed jointly by management and employee representatives to determine suitability for two crew services. This review will include consideration of matters of safety and operational efficiency.  Where agreement is not reached on individual jobs, they will not be included on two man runs, provided that the targets set in Para 2 c. are met.



c.	It is agreed that 40% of all runs to operate on a two person crew basis, provided that a minimum of one (1) eight hour two crew person run per day (or the equivalent thereof), is to be operational.



2.	After Hours ATM Response



a.	Payment for after hours response work will be in two parts:  



(i)	Stand-by Allowance  



(ii)	Callout payment



b.	Taking into account the limited current ATM work available, but also the potential for future growth, the Stand-by Allowance will be phased in based on the number of ATMs under service.  Employees rostered to hold themselves in readiness for after hours ATM response work, will be paid standby allowance at the following rates per day.



Number of Machines Serviced by Branch:



		1-20		Over 20



Monday to Friday  

5.00 p.m. - 10.00 p.m.	$ 7.20		$8.75



Saturday, Sunday, Public Holidays 

8.00 am. - 10.00 p.m.	$23.70		$28.75



Christmas Day, Good Friday, 

Easter Sunday

8.00 am. - 10.00 p.m.	$41.50		$51.50



c.	Site Attendance Allowance (distance from Branch per call out)



- Up to 20 kms.	$ 28.00

- 21 to 40 kms.	$ 38.00

- 41 and over		$ 44.00.



d.	Where an ATM malfunction cannot be rectified by the crew and the client elects to call a technician to the site, a guard service will normally be required.  Where a guard service is provided, the payments listed at paragraph 3b and 3c will cover the first hour on site.  Additional time on site will be paid at the rate of $1.60 per 5 minutes.



e.	When a crew is rostered for normal Armoured Car service work after normal hours, where possible the rostered response crew will do this work and will provide ATM response service in addition to their normal duties.  In this situation, no callout fee will be paid when the employee is being paid for normal work and the standby allowance will be reduced on a pro rata basis for the hours worked on normal duties.







ANNEXURE 2 (WOLLONGONG)



WOLLONGONG LUNCH BREAK ALLOWANCE



From the date of this Enterprise Award, the 15 minute Lunch Break Allowance provided for in Commissioner Peterson's finding of 23 September 1992 shall not be payable, provided that any pre October 1994 permanent employee shall continue to receive the allowance at the rate of $14.57 per week while employed at the Wollongong Depot, unless agreement reached by the parties to cease this arrangement.



WOLLONGONG FRONT LINE RESPONSE WORK



Dedicated front line response crews will be paid the daily allowance in line with clause 6(f) of the Enterprise Award and function in accordance with clause 8. Hours and clause 9. Overtime for this work.



ANNEXURE 3 (NTM)



1.	NTM  EMPLOYEES  WAGES  AND  CLASSIFICATIONS



a)	The following wage rates for classifications shall apply from the first Monday after registration of the Armaguard, NSW Road Crew Enterprise Award 1999-2001.  The purpose of this clause is to introduce equity and fairness into the wage arrangements of employees within the Section. 



Shift Work

Classification�On

Reg.

$�Rates

12 mths

$�Application�Pre-Requisites��CASUAL

������Trainee

�14.80�15.30�12 months�* Successfully complete selection requirements.

* 1AB Security Licence

* Road Crew Induction, Training & Assessment.

* Firearms Accreditation

* ATM Training

* Ideally Class 3 Drivers Licence��ATM

Response Casual

�19.20�19.87�All ex-trainees

�* Successfully complete all

probationary requirements.

*  Roadcrew Training Course and Firearms Re- accreditation.

*  Class 3 Drivers Licence��PERMANENT������ATM Response Operator

�19.97�20.66�Responsible for training of employees & assisting in  procedure development.�* Successfully complete all

requirements associated with  Clause 6 - Wage Rates

and Classifications.

*  Armaguard Train the Trainer Course.��

b)	Where a permanent full-time or part-time employee or casual employee is required to transfer from another branch to the ATM Section on a short term relief basis, he/she shall work and be paid as follows:



(i)	where the relief is for less than two weeks; under the terms of the NSW Road Crew Enterprise Award



(ii)	where the relief is for two weeks or more; under the terms of this Annexure.



c)	These rates shall be for work rostered to commence at or after 5am and finish at or before 11pm.  Work which is rostered to commence before 5am or finish after 11pm shall attract a loading of 10.6%.  No other penalty rates or loadings are payable unless specified by this EA.



d)	These rates are inclusive of all allowances currently paid, with the exception of those provided for separately in this Enterprise Award.  The rates are fixed for the term of the Enterprise Award and shall not be adjusted save for a specific order on the Company by the Industrial Commission.



e)	In the event of the need for technological change or work practice, e.g. the CIT Inquiry, the Company will liaise with the Union at the earliest practical time and allow for full consultation and negotiation of any such change.  Employees and the Union agree to co-operate with the implementation of such technology.  Similarly a working party will be established to monitor the servicing of ATMs.



2.	NTM BRANCH PERFORMANCE BONUS



It is proposed that performance measurement for this Agreement will be based on:



BONUS:	(i)	1.5% payable for performance improvement year ended 30.9.2000



(ii)	2% payable on 30.9.2001.



BENCHMARK 	-	Twelve month period ended 30.9.99



1.	a)	Jobs per Malfunction Restore Time:



- *10% improvement for twelve month period ended 30.9.2000.



(i)	( 1.0%)



- maintenance of improvement for average year ended 30.9.2001.



(ii)	(1.25%)



2.	a)	20% reduction in cost of motor vehicle accidents where Armaguard at fault, for twelve months 

period ended 30 September 2000 and cost  held for twelve months period ended 30 September 2001.



b)	Motor Vehicles:

-  cleanliness, internal and external



-  upkeep and servicing intervals.



(i)	(0.25%) 30.9.2000



(ii)	(0.25%)  30.9.2001



3.	No negative impact on service to customers as a result of unauthorised withdrawal of labour or outside the steps detailed in Clause 5 (Grievance and Disputes Procedure).



(i)	(0.25%) 30.9.2000



(ii)	(0.5%.) 30.9.2001



Committee to agree and set benchmark for measurement. Graphs and statistics will be updated by Branch Manager, placed on notice boards and discussed at communication meetings. Committee to review performance would consist of  Manager, Supervisor, Roadcrew Delegate and  Co-Delegate.  Monthly analysis to occur to ensure improvements on target. (In the absence of a committee member, a nominated representative to attend).

*	To nearest whole percent and minimum improvement for bonus payment.  Employee movement between branches would be pro-rata on branch result and length of employment at each branch.  To be eligible employees must have at least one (1) months employment at the branch and be an employee covered by this EA at the date of each annual performance review



3.	HOURS



(a)	Ordinary hours shall not exceed forty per week when averaged over a 52 two week period and can be worked on any day, Monday to Sunday, provided that pre-October 1994 permanent employees shall not, without their agreement, be rostered for work in any four month period, on more than 50% of Saturdays and Sundays and further, without their agreement, not more than 50% of rostered weekend work shall be scheduled to finish after 5.30 pm.\

(b)	Rostered hours shall be:



(1)	Permanent employees	Minimum 8 hrs per shift

Maximum 10 hrs per shift



(2)	Permanent Part-Time 	Minimum 20 hrs per week

employees	Minimum 4 hrs per shift

Maximum 10 hrs per shift



(3)	Casual employees	Minimum 4 hrs per shift

Maximum 10 hrs per shift

Rostered days and hours of work shall be entirely flexible within the 

limitations of this Enterprise Award.





4.	OVERTIME



Overtime wage rates for work required in addition to rostered hours shall be:



(a)	First two hours immediately before or immediately after rostered hours - ordinary rate of pay.



(b)	All subsequent hours before or after rostered hours- ordinary rate plus 50%. 





5.	PUBLIC HOLIDAYS



Where an employee is rostered for work on a public holiday to which a day worker is entitled without loss of pay, they will receive eight hours pay for the public holiday, in addition to payment for hours worked for the week.  Alternatively, they may take a day off at some other mutually agreed time between the employee and employer and receive eight hours pay for that day.





6.	MEAL BREAK AND CRIB TIMES



No employees shall be required to work for more than six hours without a meal break  (crib time) except in the case of any employee who is required to continue work after the normal finishing time for less than two hours.  The said six hours is to be calculated from the time of starting work or from the end of the previous meal break or crib time, whichever applies.





7.	BRANCH SETTLEMENT CREWS



Branch settlement crews shall respond to ATM malfunctions within their service area, as directed, when no Response Crew is immediately available to provide the service.





ANNEXURE 4 (Code of Conduct)



Policy Statement



Introduction



Armaguard NSW, a logistics service of Mayne Nickless Ltd is committed to providing quality service and conducting its business with efficiency, impartiality and integrity.  This commitment requires that all employees perform their duties at a high standard and comply with both Federal and State legislation at all times during their course of employment.



Staff should be aware that a Code of Conduct can provide assistance for both employers and employees when they are required to decide what are acceptable standards of behaviour.



Staff should familiarise themselves with the contents of this Code of Conduct and should ensure they observe its provisions.  They should also realise departure from the provisions of this Code could be grounds for disciplinary action.



Conflict of Interest



When at work, staff should act in the companies and general public interest and not in a manner designed primarily to gain unfair advantage for themselves or other individuals, in areas such as the letting of contracts or purchasing of goods and services.  Staff should disclose in writing to a senior officer any pecuniary or other definite interest held by them which could lead to a potential conflict between personal interest and official duty, e.g. outside employment.



Staff should notify a senior officer when dealing with relatives and close friends and, wherever possible, disqualify themselves from the dealing.

Conflict of interest between private activities and official duties must be resolved in favour of the company.



Acceptance of Gifts or Benefits



Staff may accept token gifts of benefits, such as a box of chocolates or flowers from a grateful fellow employee or customer.  However, if the gift or benefit is intended to influence decisions about how work is done, contracts let or goods purchased (or if it could reasonably be perceived as such), it should not be accepted.



An offer of such a gift should be politely declined and any unsolicited gift be promptly and publicly returned.  Gifts include acceptance of subsidised or free travel or accommodation arrangements from companies supplying goods or services.  Staff in doubt as to the appropriateness of receiving such gifts of benefits should refer the matter to Executive Management for clarification.



Personal and Professional Behaviour 



Staff should refrain from any form of conduct in relation to other staff or public intended to cause any person offence or embarrassment.

In the performance of their duties staff:



*	Should not wilfully disobey or wilfully disregard any lawful order given by any person having the authority to make or give the order.

*	In cases of dispute arising from compliance or non-compliance with an order, staff may appeal to an Executive Manager against being required to carry out the order.  However, as far as it is possible and practical, they should comply with the order until the appeal is heard by senior management or trade Union representative if appropriate.

*	Should observe the strictest practices of honesty and integrity, and avoid conduct which could suggest any departure.  This may include a duty to bring to notice dishonesty on the part of other staff.

*	Should ensure their work is carried out efficiently, economically and effectively, and that the standard of work reflects favourably on their organisation.  Quality service and personal appearance are an integral element of our customer service policy.



*	Should follow the policies of the organisation, whether or not they approve of these policies.  Should an extreme situation arise in which a staff member finds a policy at major variance with his or her personal views, the matter should be discussed with an Executive Manager with a view to having the situation resolved.  If that is not possible, the staff member should consider requesting transfer to another position in which the conflict does not arise or, as a last resort, resigning.



*	Should follow the procedures and guidelines, as laid down by the organisation for day to day operational and legal requirements.



*	Must not seek to influence any person in order to obtain promotion, or other 	advantage.  



Fairness



Staff should deal with issues or cases in a consistent, prompt, fair and non-discriminatory manner.



Public Comment and Disclosure of Official Information



Individuals have the right to make public comment and openly debate political and social issues not related to Company activity.



However, staff should make it clear that other than in the course of duty or when giving evidence in court, they are not making an official comment nor speaking as Armaguard employees representing an official position of the company.



Contents of official documents or privileged knowledge may only be released by staff with the authority to do so and personal opinions should not be offered in place of facts.  Official information must not be used for personal gain, for example to obtain rewards from a successful tenderer supplied with inside information.



Use of Official Resources



Staff should ensure that resources, funds, staff or equipment under their control, are used effectively and economically in the course of their duties for the purpose of Armaguard business.  Official facilities and equipment include, for example, typing facilities, photocopiers and computers.



Requests to use resources outside of core business, for example to aid in a charitable activity, should be referred to an appropriate senior employee.



Unless permission has been granted, staff must not use the services of other staff or official facilities for private purposes.  Where there are specific directions on the use of official facilities for private purposes or conditions for their use, these must be strictly complied with.



Patents



If an employee makes an invention which has an application to his or her official duties, matters relating to patent rights must be submitted through the State Manager.  This is a highly complex field of law, eg whether invention took place in working time or the employee’s private time.  Employees who consider they have a legitimate right to patents would be well advised to detain independent legal advice.



Volunteer Fire Fighting and State Emergency Services



Staff wishing to join the Volunteer Fire Brigade or State Emergency Service are required to make application.  Such applications may be approved provided the State Manager is satisfied that no undue inconvenience to the facility will result.  

Any remuneration received for this work may be retained.







The Employee as a Private Employer



Where an employee acts as a private employer of others, approval must be sought where such activities have the potential to conflict with official duties or where it may be seen to be arising from their official duties.



Employee Relations



It is essential to the effective management of Armaguard & ASAP Security Services, that all employees understand their responsibilities and accountabilities.  These responsibilities and accountabilities in regard to the Code of Conduct are detailed in Appendix 1 - Managers/Supervisors, Appendix 2  - Employees, Appendix 3  - Employee Representatives and Appendix 4  - Collaborative Responsibilities respectively.



Security of Official Information



All staff are to ensure that confidential and sensitive documents cannot be accessed by unauthorised persons.  Such papers should be retained in secure storage overnight or when otherwise attended.  Managers are responsible for seeing that premises are secure and that suitable arrangements are in place to maintain security of confidential and sensitive documents, including transferring these by hand when necessary.

The deliberate release of confidential documents or information to unauthorised persons constitutes a serious offence.
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Appendix 1



MANAGERS / SUPERVISORS



Managers/Supervisors are responsible for the overall control of their operations, particularly employee relations.



To this end Managers / Supervisors should:



*	Establish and maintain effective working relationships.



*	Ensure employees have an excellent understanding and carry out their Employee Relations responsibilities.



*	Maintain high standards of behaviour and performance and take necessary steps to deal with any breaches of those standards.



*	Take appropriate steps to provide relevant training for employees in the competencies expected of them.



*	Ensure that workplace health, safety and welfare standards are effectively maintained.



*	Provide appropriate feedback as a means of enhancing employee performance both collectively and individually.



*	Ensure that the provisions of the relevant Award and Enterprise Agreements are adhered to.



*	React and respond to any potential areas of friction and dispute at an early stage and inform the next level of management, as appropriate.



*	Be honest and fair with other employees and treat them with respect and dignity.



*	Ensure that Company operational, administrative and security policies and procedures, are understood and followed by all employees.



*	Provide counselling, training and where necessary, take disciplinary action.

*	Be receptive to the concept of collaboration and open communication.
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EMPLOYEES



All employees, full time permanent, part-time permanent or casuals are expected to:



*	Apply their best endeavours to the performance of the duties and responsibilities they are employed to carry out.



*	Contribute positively to the achievement of work objectives in their work areas.



*	Accept responsibility for self improvement by participating positively in relevant training and to provide training to others where appropriate.



*	Adopt work practices that promote the objective of a safe and healthy workplace.



*	Adopt a co-operative team approach compatible with the needs of the Industry  /  Division  /  Depot.



*  	Comply with all lawful and reasonable instructions.



*	Undertake work which is ancillary to or peripheral to their normal functions 	providing training to do the work has been undertaken.



*	Maintain professional, courteous and helpful standards in dealing with customers and the public.



*	Take reasonable care of Company equipment and assets, to prevent loss or damage and immediately report any loss or damage to their supervisor or manager.
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EMPLOYEE REPRESENTATIVES



The employee representative or delegate is an employee elected by his/her fellow employees to represent employees within each work place.  The delegate is an important link in the Company communication process and is encouraged to build a constructive working relationship with managers/supervisors in the interests of effective employee relations.



In the performance of their duties, delegates must:



*	represent the view and interests of all employees they represent.



*	ensure that they and fellow employees understand and follow agreed dispute resolution procedures.



*	act in an honest and fair manner when dealing with other employees, supervisors and managers, as well as treat them with respect and dignity.



*	assist in ensuring that work place health, safety and welfare standards are effectively maintained.



*	be responsible and mature in problem solving and organisational issues.



*	understand that their appointment does not entitle them to any special privileges or security of employment over and above other employees.

*	appreciate that they are employed and paid to perform duties within the business and the representative role is a secondary role only.



*	accept that payment of wages for time spent on Union activity, is based on criteria such as:

-	obtaining prior approval

-	duration

-	reason

-	nature of the activity is directly related to Armaguard and it’s workforce

-	normal hours performed by the delegate must not be affected by way of delay while the delegate is away from the work place on Union business.



*	be receptive to the concept of collaboration and open communication.
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COLLABORATIVE RESPONSIBILITIES



The achievement of effective employee relations is a joint responsibility of management and employees.  A great deal depends on how well Manager, Supervisor, Leading Hands and Delegates work together to ensure sound employee relations.



In particular there is a need for Managers and Supervisors to take a positive view of their working relationship with delegates.  Well trained and motivated delegates are an invaluable resource in promoting constructive workplace relationships.



To ensure a successful relationship with delegates all Managers and Supervisors should ensure that all delegates are:



*	Informed and are aware of relevant matters at all times.



*	Appreciative and familiar with each other’s role.



*	Notified and involved in dealing with issues at an early stage, rather than after the event.



*	Encouraged to play a constructive role in employee relations by being provided sufficient scope to liaise with employees.



*	Conversant with the latest training, employee relations, industry and management practices.



*	Conversant with overall strategies and directions of the Company and industry as well as the need to maintain a competitive position in the market.



ANNEXURE 5 (NEWCASTLE AFTER HOURS ATM RESPONSE)



NEWCASTLE DEPOT -



AFTER HOURS ATM RESPONSE.   (Standby Allowance - per day)



�*  1 - 35

machines�* 36 machines

& over��Monday to Friday   1700-2200 hrs.�$  8.75�$ 10.25��Saturday, Sunday, Public Holidays

0800-2200 hrs.�

$ 28.75�

$ 36.50��Christmas Day, Good Friday, Easter Sunday

0800-2200 hrs.�

$ 51.50�

$ 51.50��*  refers to the number of ATM’s contracted for our breakdown service.



Site Attendance:  (distance from Branch per callout)



Up to 20 kms.	$ 28.00



21 to 40 kms.		$ 38.00



41 to 60 kms.		$ 44.00



61 kms and over.	$ 50.00



Where an ATM malfunction cannot be rectified by the crew and the client elects to call a technician to the site, a guard service will normally be required. Where a guard service is provided, the payments listed above will cover the first hour on site. Additional time on site will be paid at the rate of $1.60 per 5 mins.





ANNEXURE  6 (COUNTRY)



COUNTRY EMPLOYEES





1.	WAGE RATES AND CLASSIFICATION



The following wage rates for classification for Country Employees, shall apply from Monday, 13 December 1999 after the ratification of the Armaguard NSW Roadcrew Enterprise Award 1999-2001.







Classification�Ratification

13.12.1999

$�

13.09.2000

$�

Application�

Pre-Requisites��CASUAL

������Trainee - Armoured and Non-Armoured (12 Months)�

$14.80�

$15.30�

12 Months Minimum�Successfully complete selection requirements

1AB Security Licence

Road Crew Induction, Training and Assessment

Firearms Accreditation

Class 1 Drivers Licence (motor vehicle)

Ideally Class 3 Drivers Licence (within 3 months)

��Roadcrew - Armoured and Non-Armoured�$17.33�$17.92�All ex trainees

Non-Armoured vehicle duties, eg: courier, yard person, guard etc.

Third Man

Armoured vehicle driver/ passport

Custodian of Keys, documents etc

ATM cash replenishment, Settlement or Malfunction�Successfully complete all probationary requirements

Roadcrew Training Course and Firearms Re-accreditation

Class 3 Drivers Licence

ATM Operator Course (appropriate current modules)

On-the-job training and assessment of ATM Operators

��PERMANENT������Grade 1�$14.28�$14.77�months minimum

Non-Armoured vehicle duties, eg: courier, yard person, guard etc

Third Man

Armoured vehicle driver/ passport

Custodian of Keys, documents, etc�Successfully complete all probationary requirements

Roadcrew Training Course and Firearms Re-accreditation

Class 3 Drivers Licence

Permanent non-armoured guard/ covert (exclude Class 3 Licence��Grade 2�$17.28�$17.87�12 months as Grade 1 (except non-armoured guard/ covert)�Successfully complete all relevant Grade 1 requirements including firearms accreditation

Non-Armoured whilst performing armoured duties and holds a Class 3 Licence

Senior Non-Armoured Guard as defined (max. 1 per yard)��Grade 3�$17.38�$17.98�Higher duties for ATMs, Despatch, Yard Trainers (max. 2 trainers per yard), etc. with appropriate training.�Successfully complete all earlier prerequisites��

1.	WAGE RATES AND CLASSIFICATION	(cont'd)



a)	All employees (covered by this EA Annexure) will participate in a bonus scheme based on Country Branch Performance improvement (ref. Clause 2).



b)	These rates are inclusive of all allowances currently paid, with the exception of those provided for separately in this Enterprise Award.  The rates are fixed for the term of the Enterprise Award and shall not be adjusted, save for a specific order on the company by the Industrial Commission.  The weekly wage is calculated on a 38 hour week.



c)	Employees (except trainees) engaged in duties covered by Casual Roadcrew and Grades 2 and 3, shall be paid at the rate applicable to the duties required for the longest period of the shift. Where mixed duties occur the rate applicable to the duties required for the longest period of the shift shall apply.



d)	A Senior Non-Armoured Guard is an employee appropriately trained, qualified and appointed as such.



2.	COUNTRY BRANCH PERFORMANCE BONUS



It is proposed that on performance measurement for this Agreement will be based on:



BONUS:



(i)	1.5% payable for performance improvement year ended 30.09.2000

(ii)	2.0% payable on 30.09.2001.



Bonus calculated on last year’s actual earning less previously received bonus payment, rounded to nearest ten (10) dollars.



BENCHMARK	-	Twelve month period ended 30.09.99



1.	a)	Jobs per road crew labour hour

-	*10% improvement for average year ended 30.09.2000



(i)	(0.5%)



-	maintenance of improvement for average year ended 30.09.2001



(ii)	(0.75%)



b)	Service Fee Revenue per road crew labour hour



-	*10% improvement for average year ended 30.09.2000



(i)	(0.5%)



-	maintenance of improvement for average year ended 30.09.2001



(ii)	(0.5%)



2.	10% reduction in collection errors and completion of cheques and receipts, for financial year ended 30.09.2000 and cost held for financial year ended 30.09.2001



(i)	(0.25%)



(ii)	(0.25%)



3.	No negative impact on service to customers as a result of unauthorised withdrawal of labour or outside the steps detailed in Clause 5 (Grievance and Dispute Procedure).



(i)	(0.25%)



(ii)	(0.5%)



Committee to agree and set benchmark for measurement at each individual Branch.



Graphs and statistics will be updated by branch manager, placed on notice boards and discussed at communications meetings. Committee to review performance would consist of Branch Manager, Branch Supervisor, Roadcrew delegate and co-delegate. 



Monthly analysis to occur to ensure improvements on target (In the absence of a committee member, a nominated representative to attend).



* To nearest whole percent and minimum improvement for bonus payment.  Employee movement between branches would be pro-rata on branch result and length of employment at each branch.  To be eligible employees must have at least one (1) months employment at the branch and be an employee covered by this EA at the date of each annual performance review.





3.	ARMOURED VEHICLE CREW LEVELS



Unless specified otherwise by the Company, Armoured Vehicles will be staffed by two person crews. Operating procedures will be as issued by the company.





4.	CARRY LIMITS - 2 PERSON CREW OPERATIONS (Single Client Service)



The maximum limit for one off cash pick up or delivery for single client services using a two person crew shall be as per insurance requirements.



5.	AFTER HOURS ATM RESPONSE (Standby Allowance per day)



a)	Where work is available and it is commercially viable to do so, the company may roster employees on standby to perform this work, when required



Employees subject to standby allowance must comply to all laws and regulations associated with firearms and driving.  Employees must be in a state of readiness in event of a callout.



1 - 35 	36 Machines

machines	and over *



Monday to Friday 1700 - 2200 hours	$   8.75	$ 10.25



Saturday, Sunday, Public Hols.



0800 - 2200 hours	$ 28.75	$ 36.50



Christmas day, Good Friday, 

Easter Sunday, 0800 - 2200 hours 	$ 51.50	$ 51.50

*	 refers to the number of ATMs contracted for our breakdown service.



Site Attendance	(distance from branch per callout)



Up to 20Kms	$ 28.00



21 to 40Kms	$ 38.00



41 to 60Kms	$ 44.00



61Kms  and over	$ 50.00



b)	Where an ATM malfunction cannot be rectified by the crew and the client elects to call a technician to the site, a guard service will normally be required. Where a guard service is provided, the payments listed above, will cover the first hour on site.  Additional time on site will be paid at the rate of $1.60 per 5 mins.



c)	Where employees are rostered for normal duties during the hours specified, these employees will, where possible, be tasked with any ATM response work.  In this situation, the response payment above will not be paid and the standby fee above will be reduced on a pro rata basis for the hours paid for normal rostered duty.



d)	Where an employee is required to use a private vehicle for the purpose of response to an ATM malfunction, he shall be paid a vehicle allowance of 45c per km. for the distance from the branch to the ATM and return.



6.	Shiftwork



Should shiftwork be required it will be implemented under the terms of the Award, except that shiftwork loadings shall be as shown below.



a.	Monday to Friday



Afternoon Shift	12.5%

Night Shift	20.0%

Morning Shift	  7.5%



b.	Saturday

Between Midnight Friday and midnight Saturday	25.0%



c.	Sunday

Between Midnight Saturday and Midnight Sunday	50.0%



d.	Overtime work by shift workers will be paid as follows:



(i)	First 2 hours each day - ordinary time plus the appropriate shift loadings as per sub-paragraphs a, b and c.



(ii)	All subsequent hours - as per d(i) plus an additional loading of 25%.



7.	Rostering



a)	Changes to runs, which result from efficiencies sought through this Award, shall be implemented in consultation with at least the delegate and/ or co-delegate or other nominated employee in each yard.



b)	Rostering of employees to duties shall be a management responsibility, however, the delegate or co-delegate shall be consulted when roster changes are required or contemplated.



8.	Appointment of New Permanent Employees 



Positions available for new permanent full-time and part-time employees shall be advertised internally in the Country Branch and at the discretion of the company may also be advertised externally. Where an internal and external applicant are of equal sanding, the internal applicant will be selected.











F. MARKS  J.









____________________







Printed by the authority of the Industrial Registrar.
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SOUTH SYDNEY CITY COUNCIL SALARIED OFFICERS AWARD 1998



INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES



Review of Award pursuant to Section 19 of the Industrial Relations Act 1996.



(No. IRC 1277of 2001)



Before the Honourable Mr Deputy President Harrison�30 May and 21 June 2001��

reviewed award



1. 	Arrangement



PART A



Clause No.	Subject Matter



1. 	Arrangement

2. 	Statement of Intent

3. 	Use of Skills

4. 	Definitions

5. 	Classification Structure and Job Evaluation Process

6. 	Rates of Pay

7. 	Payment of Wages

8. 	Terms of Employment

9. 	Hours of Work

10. 	Part-time and Casual Employment

11. 	Consultative Committee

12. 	Higher Grade

13. 	Penalty Rates

14. 	Overtime

15. 	Bereavement Leave

16. 	Carer's Leave

17. 	Public Holidays

18. 	Annual Leave

19. 	Sick Leave

20. 	Long Service Leave

21. 	Parental Leave

22. 	Calculation of Service

23. 	Uniforms, Clothing and Safety

24. 	Workplace Efficiency

25. 	Tool Allowance

26. 	Travelling Expenses

27. 	Meal and Crib Breaks

28. 	Payment to Dependents of a Deceased Employee

29. 	Workplace Change and Redundancy

30. 	Delegates' Rights and Duties

31. 	Grievance and Dispute Settlement Procedure

31A.	Anti-Discrimination

32. 	Area, Incidence and Duration







PART B



MONETARY RATES



Table 1 - Rates of Pay

Table 2 - Tool Allowance



2.  Statement of Intent



The parties to the Award are committed to co-operating positively to increase the efficiency of South Sydney City Council and to provide employees with access to more fulfilling, varied and better paid work by providing measures to, for instance:



establish skill related career paths,



eliminate impediments to multi-skilling,



broaden the range of tasks which a worker may be required to perform,



achieve greater flexibility to workplace practices, and 



eliminate discrimination.



3.  Use of Skills



(i)	The parties are committed to improving skill levels and removing impediments to multi-skilling and broadening the range of tasks that the employee may be required to perform.



(ii)	The Council may direct an employee to carry out such duties as are within the limits of an employee’s skill, competence and training, provided that such duties are not designed to promote deskilling.



4.  Definitions



(i)	Afternoon Shift means ordinary daily working hours which finish after 8.00pm and at or before midnight, Monday to Friday inclusive, except a public holiday.



(ii)	Clerical Positions means those positions whose duties are administrative and clerical in nature and have been classified within the Clerical Scale.



(iii)	Dismissal means termination of the services of an employee for reasons of serious misconduct.



(iv)	Employee means a person appointed to a classification prescribed by this Award.



(v)	Employer means the South Sydney City Council and includes the General Manager or any person authorised to act on the Council’s behalf.



(vi)	Holiday Shift means the ordinary daily working hours of a shift worker, the major portion of which fall on a public holiday.



(vii)	Hourly Rates shall be calculated by dividing the appropriate weekly wages by the ordinary weekly hours.



(viii)	Morning Shift means ordinary daily working hours which commence after 4am and before 5.30am, Monday to Friday inclusive, except a public holiday.



(ix)	Night Shift means ordinary daily working hours which finish subsequent to midnight and at or before 8.00am, Monday to Friday inclusive, except a public holiday.



(x)	Ordinary Rate means the weekly rate of wages prescribed for a classification in this Award.

(xi)	Resignation means voluntary termination of employment by the employee in accordance with this Award.



(xii)	Retirement Ill Health means termination of employment on account of ill health as certified by an appropriate medical authority.



(xiii)	Salaried Division means that division of the service consisting of employees appointed to classifications prescribed by this Award.



(xiv)	Saturday Shift means ordinary daily working hours the major proportion of which fall between midnight Friday and midnight Saturday.



(xv)	Shift Work means work performed during ordinary working hours in continuous morning, afternoon or night shifts, in rotating shifts or in rostered shifts which include a Saturday or Sunday.  An employee engaged upon such work shall be deemed to be a shift worker.



(xvi)	Sunday Shift means ordinary daily working hours the major proportion of which falls between midnight Saturday and midnight Sunday.



(xvii)	Union means an organisation of employees registered under the New South Wales Industrial Relations Act 1996.



5.	Classification Structure and Job Evaluation Process



(i)	Positions on Career Path Scale -



(a)	The classification structure has as its foundation a consistent and rigorous process of determining relativities of positions.  This process takes into account all the features of work performed by salaried employees at Council, including the nature of all conditions under which it is performed and any hazards that may inevitably be experienced.



(b)	The classification structure for the groups, as detailed in paragraph (d) Career Path Structure, identifies the opportunities available for progression through the salary steps



(c)	Movements through each of the Levels shall be based on the acquisition and application of additional skills over a prescribed period, which shall be a minimum of 12 months for any one Level.  The minimum period is established to ensure that the skills acquired can be applied to the full range of conditions which may apply to the position and to an appropriate level of performance.



(d)	Career Path Structure



Grade�Cadets�Clerical Workers�Ordinance Inspector and Parking Enforcement Officers��Trainee Grade 1�Cadets�����Trainee Grade 2������Trainee Grade 3������Trainee Grade 4������Grade 1, Entry��Clerical Workers����Grade 2, Entry������Grade 3, Entry������Grade 4, Entry���Parking Enforcement  Officers�Ordinance Inspectors��Grade 5, Entry������Grade 5, Step 1������Grade 5, Step 2������Grade 6, Entry������Grade 6, Step 1������Grade 6, Step 2������

(e)	The Classification Structure is intended to achieve the following;



(1)	Build on the training and broadbanding/multiskilling initiatives currently occurring within significant areas of Council’s activities. 



(2)	Provide a system of progression that does not disadvantage current employees.



(3)	Provide a basis for progression through the Levels based on the acquisition and application of skills, or performance, as determined by the parties.  The criteria for progression shall be determined in consultation between the parties.



(4)	Identify each of the salary steps available to employees during the life of the Award, and the basis on which those steps can be made.



(5)	Provide Council with a clear picture of the costs and benefits associated with the implementation of the Award.



(ii)	Positions Graded by Job Evaluation Results -



(a)	Job Evaluation System - A points factor job evaluation system is used to classify and grade positions within Council.  The points/grade table, detailed in paragraph (c) Grading Structure, is used to determine Entry salaries and is based on an analysis of the listed work features detailed below.  The Job Evaluation Manual provides descriptions of the levels within each of the work features.



Impact of decisions, made by the position on the community.



Level of accountability for the development of policy.



Control and management of expenditure.



Budget development for future expenditure and establishing priorities for the allocation of funds.



Planning of operations, projects, services or activities typically required of the position.

Freedom of the position to act (autonomy).



Impact of decisions made by the position on the organisation.



Methods of analysis commonly used to solve problems in the job.



The level of innovation and creative thinking required of the position.



The level of independence in determining approach and procedures.



The level of written communication skills required by the position.



Level of responsibility for responding to and/or satisfying customer requests and/or problems.



Interaction or teamwork skills required of the position.



Types of one-to-one communication required of the positions.



Types of group communication required of the position.

Frequency and level of work related contacts within Council.



Purpose of work related contacts within Council.



Frequency and level of work related contacts outside of Council.



Purpose and level of work related contacts outside of Council.



Minimum level of formal education required of the position.



Minimum level of practical experience required of the position.



The level of other certification, accreditation or special licenses required of the position.



Range of area in which knowledge and skills are required.



The breadth of functions and activities required of the position.



The operational knowledge required of the position.



The level of accountability and responsibility for supervising and managing the performance of other people, including contractors.



Supervisory/management actions for which the position has authority.



Number of employees supervised/managed by the position either directly or indirectly.



Annual value and complexity of the contracts being managed or supervised.



Number of volunteers supervised/managed by the position.



Nature of the work performed by the position.



Hazards implicit in the position’s work environment.



Control of work priorities.



(b)	Job Evaluation Policy - The consistent analysis and evaluation of each position within the grading structure shall be undertaken in compliance with the Job Evaluation Policy, as adopted by Council from time to time.



(c)	Grading Structure -







Grade�Work Value Entry Point�Work Value Exit Point��6�350�384��7�385�424��8�425�464��9�465�504��10�505�549��11�550�594��12�595�644��13�645�694��14�695�749��15�750�804��16�805�859��17�860�929��18�930�1000��

(iii)	Performance Payment Grades 14-18 -



(a)	Leadership Performance criteria has been established for employees within grades 14-18.  These criteria will be subject to an annual review cycle to provide employees with the opportunity to receive recognition and reward for meeting or exceeding these criteria.



(b)	The cycle for annual review shall commence from 31 December 1999.  Employees shall complete the twelve months review cycle with Council prior to being eligible for performance pay.



(c)	Employees within grades 14 - 18 employed prior to 31 December 1999 and who are successful in satisfying their performance criteria shall be paid the performance pay rate for their grade as and from 3 September 2000.



This arrangement is applicable in respect to the first review period only and such retrospectivity shall not be ongoing.



(d)	Employees employed after 31/12/99 must complete their performance review cycle within the term of this award to be eligible for performance pay.



(e)	Employees on special placement rates will not be eligible to claim the performance pay rate for their grade, where the rate retained is in excess of 2.5% above the appointed rate for the position.



(f)	The rates for performance pay are set out in Table 1 of Part B of this award.



6.  Rates of Pay



(i)	The rates of pay are set out in Table 1 of Part B of this Award.



(ii)	The rates of pay detailed at ‘Entry’ at each of the steps within each of the Grades include all skill based and disability allowances and other payments for accreditation which applied prior to the making of this Award and take into account the range of conditions under which all work is performed.



(iii)	Salary steps are provided within Grades 5 to 13 to encourage the development of positions within these Grades.



(iv)	The rate of pay for positions at Grade 14 and above shall be inclusive of the overtime required to effectively undertake the range of duties required of the position.



(v)	Special Placement - 



(a)	An existing rate of pay which is above the salary range for the Grade into which the position is placed arising from the implementation of the new salary system is defined as Special Placement.  An employee placed in this situation shall retain their current rate of pay for the period of their employment with Council.  Special Placement rates of pay shall not be subject to absorption in any future Award or State Wage Case increases. 



(b)	An employee subject to Special Placement when promoted to a position that attracts a higher salary than the rate of Special Placement shall have the opportunity to progress consistent with the salary range for the new Grade into which they are placed.  An employee retaining this rate of Special Placement who does not seek and receive promotion above this rate shall not be entitled to progression within the Salary System.



(c)	Positions which are a Special Placement within Council’s salary structure shall only receive higher grade pay when the entry rate of pay for the position is in excess of the current Special Placement rate.

7.  Payment of Wages



(i)



(a)	The Council will pay the weekly wage due to each employee directly into an account bearing the employee’s name at a mutually agreed financial institution (referred to as the nominated account) subject to the following:



(1)	The Council will make arrangements with its principal Banker to deposit the net wage of each employee into the nominated account (prior to each Wednesday morning).



(2)	The Council reserves the right to limit the definition and number of financial institutions that can be nominated.



(3)	Employees must supply full details of the nominated account to the Council prior to commencing their employment.



(b)	Time off during normal working hours will not be required by employees, or authorised by Council, for the purpose of obtaining cash or otherwise attending to the accounts at the nominated financial institutions.



(ii)	An employee may authorise the Council to deduct payments on behalf of the employee, provided;



(a)	the payments are to the benefit of the employee, and



(b)	the employee has given written notification authorising the deduction(s).



(iii)	Where the ordinary hours of employees are arranged so that they are entitled to a day off under a nine day fortnight or a 19 day month working arrangement, they are to be paid their wages on the basis of an average of their ordinary weekly hours.  The intention of the averaging system is to avoid fluctuating wage payments arising from the redistribution of hours of work and ensure the same weekly entitlements are paid to employees throughout their respective work cycles.  The parties agree to refer to previous regulation should an explanation of the averaging system be required (reference I.G. 284, page 246, Salaried Division).



8.  Terms of Employment



(i)	To be eligible for a permanent appointment a person must pass a medical examination by Council’s Medical Officer.



(ii)	An employee shall give to Council two weeks notice of their intention to terminate their employment.  If no such notice is provided, Council shall be entitled to deduct pay equivalent to the required notice from any entitlements payable under this Award.



(iii)	The Council and an employee may agree to a shorter period of notice being given by the employee.



(iv)	The Council shall give to an employee a period of notice of termination in accordance with the following table.



Employee’s Period of Continuous Service�Period of Notice��Less than 2 years�At least 2 weeks��2 years and less than 3 years�At least 3 weeks��3 years and less than 5 years�At least 4 weeks��5 years and beyond�At least 5 weeks��(v)	In any case where it has been established to the satisfaction of the General Manager, or a duly authorised representative, that an employee has been guilty of serious misconduct or breach of discipline, the General Manager may, subject to he provisions of Part 6, Chapter 2 of the New South Wales Industrial Relations Act 1996, dismiss without notice, suspend the employee for a period not exceeding one ordinary working week, defer payment of a wage increment and/or reduce the rate of the employee either permanently or for a specified period.



(vi)	An employee, who does not report for duty on any day for any reasons shall, as soon as practicable after normal starting time on that day, give notice to the Council or its authorised representative as to the reason for and prospective duration of the absence.



(vii)



(a)	Where an employee is absent from duty for reasons which remove an entitlement to payment under this Award, the Council may deduct from the wage of the employee, payment for all time not worked.



(b)	The Council shall not make any deduction from wages for time lost owing to wet weather, provided that the employee;



(1)	shall continue working until such time as the supervisor orders work to cease,



(2)	shall stand by as directed by the supervisor, and 



(3)	shall recommence duty as directed.



(viii)	Where an employee is absent from duty without permission for a continuous period of one ordinary working week, and the employee fails within such period to furnish an explanation for the absence satisfactory to the Council, the employee’s employment shall be deemed to have been terminated by resignation with effect from the first day of absence.



(ix)



(a)	An employee shall carry out such duties as directed, including duties of a higher grade position.



(b)	Where an employee is directed to perform work for which a lower grade, the employee shall not suffer any reduction in rate of pay as a result of this arrangement.



9.  Hours of Work



(i)	Spread of Hours - General -



(a)	Other than as provided in sub clause (b), the ordinary hours for employees shall be 36.25 per week, worked between 6.00am and 8.00pm, Monday to Friday inclusive, except for unpaid meal breaks.



(b)	Where the job description requires an employee to supervise 38 hour per week worker(s), the employee shall also be required to work a 38 hour week.



(c)	The ordinary hours of work shall not exceed 12 hours on any one day.



(d)	Except in cases of emergency (to be determined by Council), the Council shall not alter the starting or finishing time of any employee without first giving 7 days notice of the change.



(ii)	Arrangement of Hours -



(a)	In respect of 36.25 hours per week employees, the ordinary hours of work may be arranged so as not to exceed 72.5 hours within 2 weeks or 152 hours within 4 weeks.

(b)	In respect of 38 hours per week employees, the ordinary hours of work may be arranged so as not to exceed 76 hours within 2 weeks or 152 hours within 4 weeks.



(iii)	Spread of Hours - Shiftworkers -



(a)	The ordinary hours of a shiftworker shall be worked, in shifts as rostered, between Saturday and Friday inclusive, as follows:



(1)	Cleansing Foreman on night shift shall work 32 hours per week.  For the 32 hours per week prescribed by this paragraph a shift penalty of 11.5% shall apply, except for a shift worked on a public holiday. 



This penalty is in lieu of the 30% night shift prescription, in accordance with the 32 hours per week arrangement (clause 13, Penalty Rates) carried over from the former Sydney City Council.



(2)	Employees engaged in the Community Resources function and Children’s Services shall work 36.25 hours per week, between 6.00am and 10.30pm.



(3)	Ordinance Inspector and Parking Enforcement Officers shall work 38 hours per week, between 6.00am to 8.00pm.



(4)	All other shiftworkers shall work 36.25 hours per week between 6.00am and 8.00pm.



(iv)	Shiftwork - General -



(a)	A shiftworker shall not be required to work;



(1)	in broken shifts, or 

(2)	more than 11 shifts in 14 consecutive days without payment of overtime.



(b)	All shift work shall be rostered and the starting and ceasing time of ordinary hours working hours shall be shown in this roster.



(c)	There shall be an interval of at least 8 hours between termination of any shift and commencement of the next succeeding shift.



(v)	Changes in Hours Arrangements by Agreement - A different arrangement or spread of hours to those set out in subclauses (i), (ii), (iii) and (iv) may be agreed upon by the Council and the employee(s) concerned.  Any such agreement will be genuine with not compulsion to agree.  At any stage of the negotiations, either the employee(s) or Council may seek assistance from the appropriate Union, Association or Council’s Joint Consultative Committee.



(vi)	Transfer of Employees to Shift Work -



(a)	In order to meet the needs of the industry, the Council may introduce shift work or transfer a day worker to shift work, provided:



(1)	agreement is reached with the Union concerned, or 



(2)	in the absence of agreement, the dispute is referred to the appropriate Conciliation Commissioner.  In this case a day worker shall not be transferred to shift work until the dispute has been resolved.



(b)	The provisions of paragraph (a) of this sub clause shall not apply to:



(1)	shift work already in operation as at the date of making the Award, or 



(2)	Council’s right to transfer a day worker to shift work to perform the duties of a shift worker temporarily absent from duty.



(vii)	Voluntary Work - The following work, performed at any time outside the ordinary hours of work at the option and discretion of the employee engaged in or in connection with supervision and control of children, shall be regarded as voluntary work and shall not involve the Council in the payment of additional salary or overtime to any employee performing such work as:



(a)	accompanying or training children engaged in sporting activities;



(b)	accompanying children on swimming, camping or any other similar expeditions or outings;



(c)	attending social functions including voluntary attendance of an evening at clubs; or



(d)	any such similar activities as may be agreed between the employer and the particular employee concerned.



(viii)	Redistribution of Daily Working Hours - The General Manager and the Secretary of the Union concerned may enter into an agreement for the adoption of a scheme for working a nine day fortnight or nineteen day month.  Time worked during these periods shall be treated as the ordinary hours of duty for the employee(s) concerned.



10.  Part-Time and Casual Employment



(i)	Part-time Employment -



(a)	A part-time employee shall mean an employee who is engaged on the basis of a regular number of hours that are less than the full-time ordinary hours prescribed by the Award.



(b)	A part-time employee shall receive all the conditions prescribed by the Award on a pro-rata basis of the regular hours worked.



(c)	Where a public holiday falls on a day that a part-time employee would have regularly worked, the employee shall be paid for the hours normally worked on that day.



(d)	This clause shall not in any way restrict Council’s ability to enter into job share arrangement with its employees.



(e)	A part-time employee may work more than their regular number of hours at their ordinary hourly rate by agreement.



(f)	The parties are to ensure that the provisions of this clause are not used merely as a means of replacing full time positions.



(ii)	Casual Employment -



(a)	A casual employee shall mean an employee engaged on an hourly basis.



(b)	Loading - A casual employee shall be paid a 25% loading on the appropriate hourly rate for every hour worked.  This loading shall be paid in lieu of all leave and public holidays prescribed by this Award.



(c)	A casual employee shall not replace an employee of Council on a permanent basis.











11.  Consultative Committee



(i)	Council shall establish a Joint Consultative Committee comprising of employee and management representatives, to provide a forum for consultations between the Council and its employees on matters effecting efficiency and productivity, award restructuring and career opportunities for employees.

(ii)	The size and composition of the Joint Consultative Committee shall be agreed to by Council and a majority of employees of the Council



(iii)	Employee members of the Joint consultative Committee shall be broadly representative of Council’s workforce.



(iv)	The Council shall nominate management representatives on the Joint Consultative Committee.



(v)	All members of the Joint Consultative Committee should undergo appropriate training to ensure effective participation in the Joint Consultative Committee.



(vi)	The Joint Consultative Committee may be set up other committees to assist in the consultative mechanisms within Council.



12.  Higher Grade



(i)	An employee, required to perform the normal duties of a position which is at a higher grade within the salary system, shall be paid the entry level for that grade, provided;



(a)	the payment in the higher grade position shall be a minimum increase of 2.5%,



(b)	the payment shall be made for the time actually spent relieving in the higher position, and



(c)	where an employee acts higher grade for a period of 4.5 hours, the higher grade will be paid for the full day.



(ii)	An employee who is appointed to a higher position but cannot be released to take up the new position for a period of 14 days, shall be paid the rate of the higher classification on the 15th day from and inclusive of the date of appointment.



(iii)



(a)	Where a vacant position has been filled by a higher grade appointment	for a period of three months, the Council shall take the necessary steps to make a permanent appointment to the position. 



(b)	This provision shall not apply to a position vacated on approved leave.



(iv)	On-the-job-training - The provision of this clause shall not apply to an employee who performs the whole or part of the duties of a higher grade position for the purpose of gaining experience or training, provided that the appointed occupant remains on duty and retains the responsibilities of the position during this time.



13.  Penalty Rates



(i)	Except as otherwise provided, all employees are entitled to the following penalty rates:



(a)	Rotating shifts, Monday to Friday inclusive:



(1)	Morning Shifts - For all ordinary time worked which commences after 4.00am and before 5.30am - ordinary rates plus 15%.



(2)	Afternoon Shifts - For all ordinary time worked which finishes after 8.00pm and at or before midnight - ordinary rates plus 15%.



(3)	Night Shifts - For all ordinary time worked which finishes after midnight and at or before 8.00am - ordinary rates plus 15%.



(4)	Day Shifts - For all ordinary time worked other than in (1), (2) and (3) above - ordinary rates.



(b)	Permanent Shifts, Monday to Friday inclusive:



(1)	Morning Shifts (as defined in subclause (a) (1)) - ordinary rates plus 15%.



(2)	Afternoon Shifts (as defined in subclause (a) (2)) - ordinary rates plus 15%.



(3)	Night Shifts (as defined in subclause (a) (3)) - ordinary rates plus 30%.



(c)	Weekend and Public Holiday Shifts:



(1)	Saturday Shifts - For all ordinary time worked, the major portion of which falls between midnight Friday and midnight Saturday - ordinary rates plus 50%.



(2)	Sunday Shifts - For all ordinary time worked, the major portion of which falls between midnight Saturday and midnight Sunday - ordinary rates plus 100%.



(3)	Public Holiday Shifts - For all ordinary time worked, the major of which falls on a public holiday - ordinary rates plus 150%.



(d)	Prescribed 32 Hour Week Workers:



(1)	Permanent night shift (as defined in subclause (a) (3)), Monday to Friday - ordinary rates plus 11.5%.



(2)	Saturday Shifts (as defined in subclause (c) (1)) - ordinary rates plus 25%.



(3)	Sunday Shifts (as defined in subclause (c) (2)) - ordinary rates plus 75%.



(4)	Public Holiday Shifts (as defined in subclause (c) (3)) - ordinary rates plus 150%.



(ii)	



(a)	Transfer of Employee to Shift Work - Except as provided for in paragraph (b) of this subclause, a day worker required by the Council to transfer to shift work shall be paid for all morning, afternoon and night 	shifts worked in the first week after transfer, as follows:



(1)	if transferred to a 38 or 36.25 hour week roster - ordinary rates plus 50%.



(2)	if transferred to a 32 hours week roster - ordinary rates plus 25%.



(b)	A day worker engaged upon day work, who requests and obtains a transfer to shift work, or as a result of having applied for and obtained a position involving shift work, shall not be entitled to the additional payments prescribed by this subclause.



(iii)	Notice for Change in Roster - Where the employer changes the roster of a rostered shift worker, other than a shift worker rostered for relief work, without having first given the employee 48 hours clear notice of the change, the employee concerned shall be paid for the first shift worked on the altered roster at the rate of ordinary time plus 100%.



(iv)	The provisions of this clause shall not apply to a Caretaker in receipt of free quarters.



14.  Overtime



(i)	The Council may require an employee to work reasonable overtime.



(ii)	All time worked by direction before the commencement of ordinary hours, or later than the completion of ordinary hours, shall be paid at the rate of time and a half for the first two hours and double time thereafter.



(iii)	Saturday - Overtime worked on Saturday shall be paid for at the rate of time and a half for the first two hours and double time thereafter, provided any overtime worked after 12 noon on Saturday shall be paid for at the rate of double time.



(iv)	Sunday - Overtime worked on Sunday shall be paid for at the rate of double time.



(v)	Public Holidays -



(a)	Overtime worked on a Public Holiday as prescribed by this award shall be paid for at the rate of double time.



(b)	Any portion of overtime worked on a Public Holiday outside the employee's normal working hours will be paid for at the rate of triple time.



(c)	The payments prescribed in (a) and (b) of this subclause will be in addition to the employee's normal pay for the holiday, where such an entitlement arises under the award.



(vi)	Overtime worked on any day, whether in broken periods or otherwise, shall be regarded as continuous.



(vii)	Where the major portion of a period of overtime worked extends into a Sunday or Public Holiday, the whole of the overtime shall be deemed to have been worked on the Sunday or Public Holiday, as the case may be.



(viii)	Where overtime commences or terminates at an hour where the usual means of transport are not available, the Council shall provide, or pay for, suitable transport direct to the employee's home.



(ix)	Minimum Payment - an employee who has ceased work and returned home shall, if required to resume and cease work before the employees normal starting time, receive a minimum payment equivalent to four  hours work at the appropriate overtime rates.  The provisions of this clause shall not apply to the following;



(a)	To a Caretaker residing on a premises at the place of employment.



(b)	Where an employee ceases work without permission or at the request of the employee, before normal ceasing time for such work.



(x)	Ten Hour Break -



(a)	Overtime required to be worked by Council shall be arranged so that the employee has at least a ten consecutive hour break between the completion of work on one day and the commencement of work on the next.



(b)	Where overtime is not arranged as set out in paragraph (a) of this subclause, the employee upon completion of such overtime, shall be granted ten consecutive hours off duty without loss of pay for ordinary working time.  If an employee is instructed to resume work without having had ten consecutive hours off duty, the employee shall be paid at double ordinary rates until such time as the ten hour break is granted.



(xi)	Exemption from Overtime - The provisions of this clause shall not apply to employees whose salary is set at a rate equivalent to the entry level of Grade 14 and above.



(xii)	Time Off in Lieu of Overtime - Where there is prior agreement between the Council and the employee, an employee directed to work in excess of ordinary hours may elect either to be paid the appropriate overtime rate or be granted time off in lieu equivalent to the actual hours worked.  This paragraph shall not apply to employees who are on call or called back to work.  Such time must be taken within four weeks of accrual otherwise overtime rates will be applied.



(xiii)	Shiftworkers -



(a)	Non continuous overtime - a shift worker called back to work overtime shall be paid at the rate of double time.



(b)	Public Holidays -



(1)	Overtime worked by a shiftworker on a Public Holiday shall be paid at the rate of double time and one half.



(2)	Any time worked by a shift worker on a Public Holiday that falls between the employees ordinary rostered working hours shall not be regarded as overtime and shall be paid for at the appropriate penalty rates.



15.  Bereavement Leave



(i)	An employee, other than a casual employee, shall be entitled to up to two days bereavement leave without deduction of pay, on each occasion of the death of a person as prescribed in subclause (iii) of this clause.  Bereavement leave shall be taken within seven days of the date of the death of a person as prescribed in the said subclause (iii).



(ii)	The employee must notify the Council as soon as practicable of the intention to take bereavement leave and will provide to the satisfaction of the Council proof of death.  The production of a statutory declaration by the employee shall be considered as satisfactory evidence.



(iii)	Bereavement leave shall be available to the employee in respect of the death of a person prescribed for the purposes of personal/carer’s leave as set out in paragraph (c) of subclause (i) of clause 16, Carer’s Leave provided that, for the purpose of bereavement leave, the employee need not have been responsible for the care of the person concerned.



(iv)	An employee shall not be entitled to bereavement leave under this clause during any period in respect of which the employee has been granted other leave.



(v)	Bereavement leave may be taken in conjunction with other leave available under subclauses (v), (vi), (vii) and (viii) of the said clause 16.  In determining such a request, the employer will give consideration to the circumstances of the employee and the reasonable operational requirements of the Council.



16.  Carer’s Leave



(i)	Sick Leave - An employee, other than a casual employee, shall be entitled to use, in accordance with this subclause, any current or accrued sick leave entitlement, provided for in clause 19, Sick Leave, for absences to provide care and support, for such persons when they are ill, provided:



(a)	the employee is responsible for the care of the family member concerned, 



(b)	the family member is sick and needs the care and support of the employee, and



(c)	the family member is a class of person defined as follows;



(1)	a spouse of the employee; or



(2)	a de facto spouse, who, is of the opposite sex of the employee and who lives with the employee as their husband or wife on a bona fide domestic basis, although not legally married; or



(3)	a child or an adult child (including an adopted child, a step child, a foster child or an ex nuptial child), parent (including a foster parent and legal guardian), grandparent, grandchild or sibling of the employee or spouse or de facto spouse of the employee; or



(4)	a same sex partner who lives with the employee as the de facto partner of that employee on a bona fide domestic basis; or



(5)	a relative of the employee who is a member of the same household, where for the purposes of this subparagraph:



"relative" means a person related by blood, marriage or affinity;



"affinity" means a relationship that one spouse because of marriage has to blood relatives of the other; and



"household" means a family group living in the same domestic dwelling.



(ii)	Proof of Illness - The employee shall, if required, establish by production of a medical certificate or statutory declaration:



(a)	the illness of the family member concerned, and



(b)	that the illness is such as to require care by another person.



(iii)	Only One Carer - In normal circumstances, an employee must not take carer’s leave where another person has taken leave to care for the same person.



(iv)	Notice - An employee shall, wherever practicable, give the Council prior notice of the intention to take leave, the name of the person requiring care and that person’s relationship to the employee, the reasons for taking such leave and the estimated length of absence.  If it is not practicable for the employee to give prior notice of the absence, the employee shall notify the employer by telephone at the first opportunity on that day.



(v)	Unpaid Leave - For the purpose of providing care and support to a family member (as set out in subclause (i)(c) above) who is ill, an employee may elect, with the consent of the Council, to take unpaid leave.



(vi)	Annual Leave and Leave Without Pay - For the purpose of providing care and support to a family member (as set out in subclause (i)(c) above) who is ill, an employee may elect, with the consent of Council, to take annual leave and leave without pay at a time or times agreed by the parties.



(vii)	Rostered Days Off - For the purposes of providing care and support to a family member (as set out in subclause (i)(c) above) who is ill, an employee may elect, with the consent of Council, to take a rostered day off.  An employee may also elect, with the consent of Council to accrue a bank of rostered days off to be drawn upon for the same purpose at a time mutually agreed between Council and the employee, or subject to reasonable notice by the employee or Council.



(viii)	Make Up Time - For the purpose of providing care and support to a family member (as set out in subclause (i)(c) above) who is ill, and employee may elect, with the consent of Council, to work make up time.  Make up time refers to when an employee takes time off during ordinary hours and instead works those hours at a later time on an hour for hour basis.



17.  Public Holidays



(i)	New Year’s Day, Australia Day, Good Friday, Easter Saturday, Easter Monday, Anzac Day, Queen’s Birthday, Labour Day, Christmas Day, Boxing Day and any other days proclaimed as public holidays by the New South Wales State Government will be holidays under this Award.



(ii)	Union Picnic Day shall for the purposes of this Award be regarded as a holiday.  The Picnic Day shall be held on a day that is agreed to by the Council and the Union(s).



(iii)	Where a holiday occurs on a day on which an employee is rostered off while employed on a rotating roster system, the employee shall be paid an ordinary day’s pay for that day.  This payment shall be in addition to an ordinary week’s pay, provided that the additional amount paid for the public holiday does not exceed eight hours pay.



(iv)	Where an employee is required to perform higher grade duties for the full day proceeding or following a public holiday, the employee shall be paid for the holiday at the higher grade rate.



(v)	An employee who is absent without pay on the working days immediately before and following a public holiday shall not be entitled to payment for the holiday.



18.  Annual Leave



(i)	After each twelve months of service employees will be granted four weeks annual leave at their ordinary rate of pay.



(ii)	If any special or public holiday for which an employee is entitled to payment occurs during the period of their annual leave, the leave period will be extended to account for such paid holidays.



(iii)	If both parties agree, the leave may be taken in any combination of separate periods, provided the leave is due and taken in whole days.



(iv)	If both parties agree, annual leave may be taken wholly or partly in advance.



(v)	If employed for a full year, a part time employee shall be entitled to annual leave calculated on a proportionate basis.



(vi)	Rostering - Council may roster the taking of annual leave and, unless otherwise agreed between both parties, the date fixed for this purpose will be within a period of twelve months after the annual leave became due.



(vii)



(a)	Notice by Council - The Council shall give employees at least one month’s notice of the date upon which they are to proceed on annual leave.  In the case where annual leave is rostered, notice of at least two months will be given.



(b)	Notice by Employee - The employee is required to give 2 weeks notice of the intention to take leave.



(viii)



(a)	Employees are entitled to receive their ordinary pay for the holiday period in full prior to proceeding on annual leave.



(b)	Higher Grade - Where an employee performs duties of a higher grade for a continuous period of at least three months immediately proceeding the taking of annual leave, and the employee has not ceased to do such work for an aggregate period of more than five working days, the employee shall be paid for the annual holiday at the rate applicable to the higher classification.

(c)	Loading - In addition to the payment prescribed in paragraphs (a) and (b) of this sub clause, an employee shall be paid a loading equivalent to 17.5% of four weeks ordinary wage in respect of each four weeks annual leave accruing.  However, in the case of an employee engaged on rostered shift work for a period of twelve months prior to the taking of annual leave, the employee shall continue to be paid the penalty rates relevant to the existing or projected roster, or the loading prescribed by this paragraph, whichever is the greater.



(ix)	On resignation or termination of employment, the Council shall pay to the employee, or the duly authorised legal representative of the employee, all annual leave due to the employee.  This shall include payment for any annual leave due to the employee on a proportionate basis.  The amount payable shall be calculated at the employee’s ordinary rate of pay applicable at the date of termination.



19.  Sick Leave



(i)	Employees who are unable due to sickness or injury to attend for duty shall be entitled during each year of service to sick leave at the ordinary rate of pay which shall accrue as follows:



32 hours per week (shift)�15 days (96 hours)��36.25 hours per week�15 days (108.75 hours)��38 hours per week�15 days (114 hours)��

(ii)	For the purposes of this clause sick leave shall be debited equivalent to the number of ordinary hours the employee would have worked during the period of absence in accordance with the employee’s normal work cycle.



(iii)	Employee’s entitlements to sick leave shall be subject to the following conditions:



(a)	the employee must establish to the satisfaction of the Council that the illness is such that it justifies the time off;



(b)	that the illness or injury does not arise from engaging in other employment, professional sport or like activity;



(c)	that the illness or injury was not caused by the wilful act, or misconduct of the employee; 



(d)	that certification from a qualified medical practitioner to justify payment shall be required after



(1)	2 days absence, or



(2)	after 3 separate periods in each service year where sick leave absences, including carer’s leave absences, are not supported by a medical certificate, and



(3)	the certificate must be dated no more than 3 days after the first day of absence;



(e)	when requested, the medical certificate shall indicate the employees’ inability to undertake their normal duties; and



(f)	for absences longer than 5 days a medical certificate must be submitted every seven days or monthly in the case where an employee is an inpatient of a hospital.



(iv)	In order to obtain the benefits of this clause an employee shall submit a claim for sick leave on a form provided by the Council.



(v)	Sick leave shall accumulate from year to year so that any balance of leave not taken in one year may be taken in a subsequent year or years.



(vi)	The Council may require an employee to attend a medical practitioner nominated by Council at Council’s expense.



(vii)	Sick Leave without Pay - Where an employee has exhausted all sick leave with pay and the employee is unable to attend for duty for reason of genuine illness, the employee may be granted leave without pay to a maximum of 12 weeks.



(viii)	Public holidays or rostered recreation days occurring during a period of absence due to sick leave, shall not be counted as sick leave.



(ix)	Higher Grade - Where an employee performs duties of a higher grade for a continuous period of at least three months immediately proceeding the taking of sick leave, and the employee has not ceased to do such work for an aggregated period of more than five working days, the employee shall be paid for the sick leave at the rate applicable to the higher classification for a maximum of 20 days for any one absence.



(x)	Illness when on Annual/Long Service Leave - If an employee becomes sick or is injured whilst on annual leave or long service leave, the employee may elect to have the period of illness treated as sick leave and at a time convenient to the Council take additional holiday leave equivalent to the period of illness, provided:-



(a)	the period of illness or injury is at least 7 days



(b)	the illness or injury is supported by medical evidence satisfactory to the Council confirming that the employee was housebound.



(xi)	Refund of Sick Pay - Where an employee obtains a verdict for damages or an amount of money in settlement of a claim for damages against a third party in respect of an injury or illness for which the employee has received sick pay in accordance with the provisions of this clause, the employee shall refund to the Council any such sick pay paid by the Council insofar as the verdict or settlement includes an amount in respect of such sick pay.



(xii)	Council’s liability under this clause in respect of one continuous absence of sick leave is limited to 315 days for staff employed as at 11 February 1980 and 260 days for those employees commencing employment on and after the 12 February 1980.



20.  Long Service Leave



(i)



(a)



(1)	An employee shall be entitled to long service leave at their ordinary rate of pay as follows:



Length of Service�Entitlement���Prior to 22/8/83�Since 22/8/83��After 10 years of service�13 weeks�13 weeks��After 15 years of service�19.5 weeks�21.5 weeks��After 20 Years Service�30.5 weeks�35 weeks��For every completed period of 5 years service thereafter�

11 weeks�

13 weeks��

(2)	Long service leave shall accrue in accordance with the above table and proportionately for each completed month of service.



(b)	An employee, or their authorised or legal representative, who has completed more than five years service but less than 10 years is entitled to a long service leave pro rata payment (1.3 weeks per year) if the employee:



(1)	resigns as a result of illness, incapacity, domestic or other pressing necessity,



(2)	is dismissed for any reason except serious and wilful misconduct, 

(3)	retires in accordance with relevant legislation, or



(4)	dies.



(c)	Where an employee has completed more than ten years service with the Council and is terminated for any cause, the employee or the authorised or legal representative of the employee, shall be paid the monetary equivalent of all long service leave accrued but not taken by the employee at the date of termination.  The entitlements shall be calculated in accordance with the table set out in part (a) of sub clause (i) of this clause.



(ii)	Notice -



(a)	The Council must give the employee at least one month’s notice of the granting of long service leave.



(b)	The employee is required to give 2 weeks notice of the intention to take leave.



(iii)	If both parties agree, accrued long service leave may be taken in separate periods of not less than one week.



(iv)	Employees are entitled to receive their ordinary pay for the period of long service leave prior to taking leave.



(v)	The period of long service leave will be extended by any public holidays or award holidays that may fall during the period of leave.



(vi)



(a)	For the purpose of calculating long service leave entitlements in accordance with subclause (i)(a) of this clause all prior continuous service with any other Council within New South Wales shall be deemed to be service with South Sydney City Council.



(b)	Continuity of service shall be deemed not to be broken by transfer or change of employment from another Council provided the period between cessation of service and the date of employment with South Sydney City Council does not exceed three months.



(c)	When an employee transfers from another Council to South Sydney City Council, the long service leave entitlement accrued by the employee may be transferred to South Sydney City Council, provided the monetary equivalent of long service leave is paid directly to South Sydney City Council by the other council at the time of transfer.



(d)	An employee transferring long service leave entitlements in accordance with subclause (vi)(c) of this clause must first complete one year of service with South Sydney City Council before being are eligible to claim long service leave under the terms of subclause (i)(a) of this clause.



(e)	Where an employee of South Sydney City Council transfers to another Council and the employee elects to transfer accrued long service leave entitlements, South Sydney City Council will pay to the newly employing Council the monetary equivalent of all long service leave accrued by the employee at the time of transfer.  However, an employee who at the time of transfer has completed at least ten years continuous service may elect to be paid the monetary equivalent of the entitlement.

21.  Parental Leave



(i)	Unpaid Leave - An employee, other than a casual employee, is entitled to take up to 52 consecutive weeks of unpaid leave minus any period of paid leave taken under subclause (viii) in respect of:



(a)	the birth of a child to the employee or the employee’s spouse; or



(b)	the placement of an adopted child, less than 5 years of age, with the employee.



Provided that this leave is completed before the child’s first birthday or the first anniversary of the adoption.



(ii)	Length of Service for Eligibility - An employee is not entitled to take parental leave unless he or she has, before the estimated date of birth or placement, completed at least 12 months’ continuous service with the Council.



(iii)	Restrictions on Parents Taking Leave at the Same Time - An employee is not entitled to take parental leave at the same time as the employee’s spouse, but this subclause does not apply to:



(a)	one week’s parental leave taken by the spouse immediately after the birth of the child; or



(b)	three weeks’ parental leave taken by the employee and the employee’s spouse at the time of adopting the child.



(iv)	The entitlement to parental leave is reduced by any period of leave taken by the employee’s spouse in relation to the same child, except the period of leave referred to in subclause (iii)(a) and (iii)(b) above.



(v)	Parental Leave and Other Leave - An employee may elect to take a period of annual leave or long service leave to which there is entitlement, instead of unpaid parental leave.  The period of annual leave or long service leave so taken shall be treated as part of parental leave.



(vi)	Adoption Interviews or Examinations - An employee shall be entitled to up to two days’ unpaid leave where the employee is required to attend compulsory interviews or examination as part of the adoption procedure.



(vii)	Special Maternity Leave and Sick Leave - An employee shall be entitled to unpaid special maternity leave, or paid sick leave if such leave is available and they have an entitlement to it, in the event of a pregnancy terminating before the expected birth date or for a pregnancy related illness.  The leave in this subclause will be subject to the provision of a medical certificate and will be in addition to the leave set out above.



(viii)	Paid Leave - An employee, other than a casual employee, and who is eligible to take unpaid parental leave as set out in subclause (ii), is also entitled to paid leave of up to 6 consecutive weeks at full pay, or 12 weeks at half pay, in respect of:



(a)	the birth of a child to the employee or the employee’s spouse; or



(b)	the placement of an adopted child, less than 5 years of age, with the employee.



(ix)	Cancellation of Paid Leave - Where an employee returns to work earlier than the period of 6 weeks’ paid leave the employee’s entitlements to paid leave will be reduced accordingly.



(x)	Notice and Documentation Required by Council - The notice and documents that employees must provide to Council before commencing parental leave are as follows:



(a)	a medical certificate confirming the pregnancy and expected date of birth or a notice from the adoption agency stating the date of placement; and



(b)	a statutory declaration stating any parental leave sought by the spouse and stating that the employee will be the child’s primary care-giver, and



(c)	at least ten weeks written notice of the intention to take parental leave, and



(d)	at least four weeks written notice of when they wish to start and end the leave, or in the case of adoption leave, fourteen days.



(xi)	Extension of Leave - Employees may lengthen the period of leave beyond that which was originally applied for once, without the approval of the General Manager, by providing at least 14 days written notice.  Any further extensions will require the consent of the General Manager.



22.  Calculation of Service



(i)	For the purpose of this award, the following periods shall be taken into account in calculating service with the Council:



(a)	any leave of absence with pay approved by the General Manager,



(b)	any leave of absence without pay approved by the General Manager but not exceeding one ordinary working week,



(c)	periods of absence due to accident or incapacity for work covered by the Workers Compensation Act 1987,



(d)	previous periods of service which were not terminated by resignation or dismissal; and 



(e)	any period of service with the Australian Military Forces provided that the employee enlisted or was called up direct from the service of the South Sydney City Council and the employee subsequently returned to Council’s service.



(ii)	Sick Leave without Pay - where sick leave has been approved by the General Manager, the period of leave shall count as service, provided:



(a)	the maximum period or periods of leave without pay to count as service does not exceed a total of 12 weeks,



(b)	any periods of sick leave without pay approved to count as service shall be aggregated so that the maximum available throughout the employee’s employment with Council shall be limited to a total amount of 12 weeks, and



(c)	where the incapacity is due to war caused disabilities accepted by the Department of Veteran’s Affairs, the employee shall be entitled to have counted as service one additional week for each year of the employee’s service.



23.  Uniforms, Clothing and Safety



(i)	Where the Council provides an employee with a uniform or safety/protective clothing, including safety footwear:



(a)	The Council shall pay for the cost of clothing.



(b)	The employee shall wear and use such clothing (including footwear) to achieve the purpose for which it was supplied.



(c)	The General Manager following advice from Council’s Clothing Committee shall determine the style, nature, quality and quantity of clothing.



(d)	Lost or damaged clothing due to an employees misuse or negligence shall be replaced or paid for by the employee to whom the clothing was issued.



(ii)



(a)	Council shall provide a safe place of work in accordance with the Occupational Health and Safety Act 1983.



(b)	All employees will comply with safety regulations and wear all safety equipment and clothing at all times.



(c)	(1)	An employee who fails or refuses to wear safety clothing (including footwear) will not be permitted to commence work and will be sent home to collect the clothing.  The employee shall receive no pay for the absence.



(2)	An employee who continues to breach the provisions of this clause will be subject to disciplinary action.



24.  Workplace Efficiency



In accordance with the provisions of the 38 hour working week agreement reached between the Federated Municipal and Shire Council Employees’ Union of Australia (NSW Division), Labor Council of NSW and the Council of the City of Sydney (Matters 818 of 1981, 840 of 1981and 285 or 1982), the following applies:



(i)	To minimise the potential for demarcation disputes and to facilitate the performance of work, trades staff and non-trades staff are to carry out relatively minor tasks with flexibility between classifications, provided they are within the work of classifications covered by the constitution rule of the employee’s union, as follows:



(a)	bricklayers are to cement render sullage pits, and carry out minor wall and floor tiling and stonemasonry;



(b)	painters are to carry out minor plastering, carpentry and glazing;



(c)	carpenters are to carry out joinery, shop fitting, cabinet making, vinyl floor laying, form work, wood-machine glazing, locksmithing, minor wall and floor tiling and minor labouring;



(d)	plasterers are to carry out minor bricklaying, concrete finishing, wall and floor tiling, gyprock fixing, terrazo fixing and polishing and laying exposed aggregate;



(e)	boilermakers/welders are to assist riggers and do sheet metal work if there is no sheet metal-worker in attendance;



(f)	electricians are to clean electrical fittings in the course of performing electrical work;



(g)	tradespersons will assist one another as far as practicable provided that they are not required to perform the work of other tradesperson at the specialist tradesperson level;



(h)	plumbers are to do their incidental sheet metal work;



(i)	gardening staff working with mowers or other plant and equipment are to carry out minor running adjustments to the mowers, plant and equipment;



(j)	labouring staff are to carry out minor bricklaying work, set up form work, carry out stone-setting and do concrete finishing where no tradesperson is available;



(k)	labourers in the Public Works and Services Department are to carry out less specialised gardening tasks;



(l)	labourers assisting plasterers are to help pull lines through for expansion joints;



(m)	to enable jobs to proceed, trades staff and other staff are to carry out other minor tasks, incidental to the jobs being done by them, which would generally be work carried out by other classifications, where the other classifications are not in attendance;



(n)	labouring staff are to erect and dismantle all Council’s city decorations, including all assembling and incidental work.



(ii)	To minimise the potential for demarcation disputes and to enable more efficient use of personnel, staff may, as and when required, be utilised, without loss of pay, to perform work for which a lower rate of pay is prescribed, as follows;



(a)	building trades staff to carry out the erections of mobile scaffolding, such as trestles, ladders, slipheads or the like, provided its erection is not contrary to law;



(b)	bricklayers are to do own mixing on minor repairs;



(c)	painters are to erect mobile scaffolding, such as trestles, ladders, slipheads or the like, provided its erection is not contrary to law and carry out cleaning up before and after painting work;



(d)	carpenters are to erect mobile scaffolding, such as trestles, ladders, slipheads or the like, provided its erection is not contrary to law, assist storepersons and do minor labouring work such as cleaning up after jobs;



(e)	plasters are to do mobile scaffolding, such as trestles, ladders, slipheads or the like, provided its erection is not contrary to law, assist loading and unloading trucks, and do own mixing on minor repairs;



(f)	welders are to obtain stores where a co-worker is not readily available;



(g)	plumbers are to assist labourers in shovelling and loading up of rubbish onto trucks and unloading at the garbage tip, clean up and shift own rubbish from job to tip;



(h)	gardeners are to do labouring work incidental to gardening work, when necessary;



(i)	fitters and/or turners in the mechanical engineering workshops are to do cleaning of equipment and their immediate work area;



(j)	trades staff are to help load and unload trucks and do minor labouring work;



(k)	Drivers and Mechanical Plant Operators are to carry out general labouring work when their plant is not being used, is not available or not required, or when they are not driving their lorries or operating their plant;



(l)	Drivers driving plumbers will assist plumbers in their work;



(m)	senior Parking Station Attendants are to also perform duties of Parking Station Attendants, for example operating cash registers during emergencies or in the absence of Parking Station Attendants for any reason;



(n)	Labourers are to clean grease traps;



(o)	trades staff are to assist storepersons and to do loading and unloading of trucks.



(iii)	Work and work methods are to be reorganised in the following ways, to gain effective working time by reducing travelling time as follows:



(a)	gangs (including trades staff) in the Public Works and Services Department will start and finish their working hours at a depot or humpy nominated by the Director.  Where such a gang is engaged on work at a site away from their nominated depot or humpy, the travelling time to and from their workplace shall not exceed five minutes if their workplace is within a radius of 0.4 kilometres of their depot or humpy, and shall not exceed 10 minutes if their work place is beyond the 0.4 kilometres radius but is within a radius of 0.8.  Where their workplace is beyond the 0.8 kilometres radius, a reasonable time for cessation of work at the workplace shall be fixed by agreement.  In the event of disputes, the General Manager or Council representative and the Secretary of the Municipal Employees’ Union or its representative shall decide the matter;



(b)	trades staff and their support staff, if and when required by the Council, will start and finish their working hours at job sites or work locations determined by the Council; and



(c)	Drivers and Mechanical Plant Operators, if and when required by the Council, will start and finish their working hours at locations determined by the Council.



(iv)	The union(s) and employees concerned will cooperate in relation to the introduction of mechanisation or technological changes in the Council, depending on prior consultation.  This is to enable advantage to be taken of new or improved technology so as to achieve efficiency gains, both monetary and otherwise, by enabling the most suitable plant and equipment to be used, and to facilitate the introduction of mechanisation or technological changes.



(v)	Where the Council does not have specialised equipment or plant, or where purchase of such equipment could not be financially justified, or where work involves expertise beyond Council’s staff, or in special circumstances, contractors may be used to perform work concerned.



(vi)	The unions agree that the following permanent exemptions shall apply in relation to all industrial action:



(a)	Council may engage contractors to provide security services in relation to the Administrative Offices and Council Chambers complex, if Council deems it necessary for public safety and/or the protection of property;



(b)	Emergency Services Officers are exempt from all industrial action;



(c)	community services, including meals-on-wheels and other services to aged persons, the food cooperative service, the tenants’ support service, shall be exempt from all industrial action;



(d)	watering and care of all horticultural material, including nursery stock, seedlings, specialised turf sporting areas and complexes shall be exempt;



(e)	at the Administrative Offices and Council Chambers, the following shall be exempt from all industrial action;



(1)	the staffing of the Administrative Offices’ vehicular entrances;



(2)	the staffing of the Administrative Offices’ pedestrian entrances;



(3)	the staffing of the Council Chambers’ main entrance;



(4)	the work of the roving patrols of the Administrative Offices and Council Chambers;



(5)	the Mayor’s Officer;



(6)	Council’s Pest Controller and their plant and equipment;



(7)	watching services required by law at Council’s depots shall be exempt from all industrial action.



(vii)	The Council may reintroduce time clocks and/or attendance books for all personnel with no loss of privilege to current individual staff exempted at present.



(viii)	The Council may rearrange lunch breaks to increase effective working time and reduce disruption to the workforce.



(ix)	To achieve increases in effective working time, existing practices shall be altered so that;



(a)	Morning/afternoon tea breaks are to be taken where the employee is working; and 



(b)	the maximum period of 10 minutes changing, showering and washing time, allowed as a concession to those employees whose normal duties necessitate that they have a shower or a wash before departing, shall not be exceeded.



(x)	To shorten the waiting time for stores and materials, to obtain more effective use of working time and to facilitate faster completion of jobs, employees concerned will cooperate with management in the early planning of stores acquisitions and related matters.



(xi)	Trades staff are to cooperate with management in improving, where feasible, the orderly and economical scheduling of work to be done by the various trades concerned in jobs where more than one trade is involved.



(xii)	Employees will co-operate in the introduction of future improvements in working practices and procedure and improved and more efficient working methods where reasonable and will cooperate in reducing costs where practicable.



25.  Tool Allowance



(i)	Where Council requires a tradesperson such as a working Foreman and Team Leader to use tools as part of the performance of their duties the employee shall be paid a tool allowance.



(ii)



(a)	The rate per week for tool allowances is set out in Table 2 of Part B of the Award.



(b)	The allowance paid shall be deemed to apply in respect to the full range of tools ordinarily used in the performance of the employee’s trades, occupation and duties.



(iii)	The Council shall:



(a)	Provide a suitable and secure weather proof lock-up for the purpose of storing employees’ tools on the job.



(b)	Insure and keep insured against loss or damage by fire or theft while on Council’s premises, such tools of employees as are necessary and used during the course of their employment.



(iv)	The employee shall, if requested to do so, provide the Council with a list of tools used.



(v)	The Council shall provide tools, other than those expected to be provided by a Tradesperson and for which the allowance is paid.  Any argument about this matter is to be dealt with in accordance with the dispute procedure of the Award or referred to the Joint Consultative Committee for consideration.



26.  Travelling Expenses



(i)	All reasonable expenses, including out-of-pocket, accommodation and travelling expenses, incurred in connection with the employee’s duties shall be paid by the Council.



(ii)	Where practical, payment of these expenses shall be made in advance of travelling or included in the employee’s next pay period.



(iii)	Travelling arrangements or the method or mode of travelling shall be arranged mutually between Council and the employee.



27.  Meal and Crib Breaks



(i)	Unpaid Breaks - An unpaid break of a minimum of 30 minutes shall be given and taken within the first 5 hours of continuous work.



(ii)	Paid Breaks  -

(a)	Overtime - An employee required to work overtime for 2 hours or more immediately after the agreed finishing time shall be granted a meal break not exceeding 20 minutes.  Thereafter a further paid meal break of 20 minutes shall be taken each subsequent 4 hours worked.



(b)	Shiftwork - An employee working shiftwork shall be granted a paid crib break of 30 minutes in each shift.



(iii)	All meal and crib breaks shall be taken at the direction of the Council.



(iv)	Meal and crib breaks shall not be regarded as an interruption to overtime.



(v)



(a)	Except in cases of extreme emergency, an employee shall not be required to work continuously for more than 5 hours without a meal or crib break.



(b)	Where this is required, an employee shall be paid at the rate of double ordinary rates for all ordinary time worked after the expiry of the 5-hour period.  This payment will continue until the meal break is granted or until normal finishing time, whichever is earlier.



(c)	Extension of Meal Break - Where there is prior agreement between the Council and the employee(s), the taking of meal breaks may be extended beyond 5 hours without the payment of overtime.  Agreements reached in relation to the extension of meal breaks must be genuine.



28.  Payment to Dependents of a Deceased Employee



(i)	Where the service of an employee is terminated by death and the employee has an entitlement to payment for annual and/or long service leave, then the amount to which the employee would have been entitled shall be paid by the Council to:



(a)	the spouse of the deceased employee, or where the deceased employee does not leave a spouse, to the natural or adopted children of the deceased employee, in equal shares; or



(b)	the legal representative of the employee where the employee does not have a spouse or any natural or adopted children.



(ii)	Where the children to whom payment is to be made under clause (i)(a) have not reached the age of 18 years, the Council shall pay the whole or share of the amount involved to the legal representative of the deceased employee on behalf of the children.



(iii)	Where payment has been made under the provisions of this clause, no action may be brought against the Council for payment of any amount in respect of accrued annual and/or long service and/or sick leave.



29.  Workplace Change and Redundancy



(i)	Council's Duty to Notify -

(a)	Where the Council has made a definite decision to introduce major workplace changes, such as restructuring or technology, that is likely to have a significant effect on its employees, Council shall notify the employees who may be affected and the union to which they belong.



(b)	A 'significant effect' could include:



Termination of employment,



Major changes to the composition, operation, skill requirements or size of Council's workforce,



The elimination or diminution of job opportunities, promotion or job tenure



The alteration of hours of work,



The need for retraining or transfer of employees to other work or locations, and 



The restructuring of jobs



(ii)	Council's Duty to Discuss Change -



(a)	In addition to providing notification, Council will discuss the introduction of major workforce changes with affected staff and their union representatives, including the likely impact the changes may have on employees, and measures that may be implemented to avert or mitigate any adverse affects.



(b)	Council shall commence discussions and provide all relevant information about the proposed changes as early as possible.



(iii)	Discussion before Termination -



(a)	Where Council has made a definite decision that it no longer wishes the job being performed by an employee to be done by that individual or any other employee and, as a consequence of this decision, the individual's employment may be terminated, discussions will be held with that employee and their union representatives.



(b)	The Council will also provide all relevant information about the proposed terminations, including the reasons for the proposed terminations, the number and categories of staff likely to be affected and the number of employees normally employed by the Council, as well as the period over which the terminations are likely to be carried out.



(iv)	Notice to Government Agencies - In the event of termination(s), the Council will provide the relevant government agencies, such as Centrelink and Employment National, with information regarding the redundancies as soon as possible. The information will include the number and categories of employees likely to be affected and the period over which the terminations will be carried out.



(v)	Notice to Employee -



(a)	Council will provide five weeks notice to terminate, or payment in lieu of such notice, except in circumstances where a redundancy has arisen due to the introduction of new technology.



(b)	Where an employee is to be terminated because of the introduction of new technology, the employee shall be entitled to three months notice of termination or payment in lieu of such notice.



(c)	Notice or payment of notice under this subclause shall count as service for the purposes of calculating leave entitlements.



(vi)	During a period of notice of termination given by Council, an employee shall be allowed up to one day off without loss of pay during each week of notice for the purpose of seeking other employment. Where required by Council the employee shall provide proof of attendance at an interview.



(vii)	Redundancy Entitlements -



(a)	In addition to any required period of notice as provided in subclause (v) of this Clause, an employee shall be entitled to the following:



Year of Service�Payment��0-1 year�2 weeks��1-2 years�6 weeks��2-3 years�10 weeks��3-4 years�14 weeks��4-5 years�16 weeks��5-6 years�18 weeks��

6 years and beyond�20 weeks + 2 weeks for each additional year of service up to a maximum of 34 weeks��

(b)	In addition, an employee shall be entitled to any other benefits determined by Council policy, to apply in relation to redundancy arrangements.



(viii)	Council shall, upon receipt of a request from an employee to show employment has been terminated, provide to the employee a written statement specifying the period of the employee's employment and the classification or the type of work performed by the employee.



(ix)	Council shall, upon receipt of a request from an employee whose employment has been terminated, provide to the employee an "Employment Separation Certificate" in the form required by the relevant Government department or agency.



(x)	Wherever practical and reasonable, voluntary redundancy remains Council's preferred option for managing staff who, firstly have been identified as surplus to needs as a result of workplace change and secondly, wish to leave South Sydney City Council. 



30.  Delegates’ Rights and Duties



(i)	Dealing with grievances at the workplace level is an important form of interaction between managers/supervisors and union delegates.  The parties agree that the following procedures shall be followed to ensure that issues taken up by delegates on behalf of union members do not interfere or disrupt workplace operations or efficiency.



(ii)	Notification of Delegates - The union shall notify the Council in writing the name(s) of delegate(s) elected to represent their union.



(iii)	Conducting Union Business -



(a)	Before attending union business or meetings arranged with Council management, delegates shall notify their supervisor prior to leaving and immediately upon their return to the workplace.  Delegate(s) shall also advise their supervisor of the estimated time they will be absent from the workplace.



(b)	Failure to follow the provision set out in (a) above may result in the delegate concerned not being paid for the period of absence away from the workplace.



(c)	Supervisors will not unreasonably withhold permission for a delegate to carry out genuine union business on behalf of the members they represent.



(d)	Delegates will also observe these procedures and recognise the need to balance their absence from the job on union business with the requirement for acceptable work performance.



(iv)	It is the duty of union delegates in performing their functions to follow all requirements lawfully imposed by the Council.



(v)	Annual Conference - Council will allow delegates, who are elected to attend the union’s annual conference, paid leave of absence for the duration of the conference, provided that where there is more than one accredited delegate per union, such leave with pay shall be at the discretion of the General Manager.



31.  Grievance and Disputes Settlement Procedure



(i)	In the event of a grievance or dispute arising, the employee(s) shall notify the supervisor (or authorised council representative) in writing giving details of the grievance or dispute and the remedy sought.  A meeting will then be held between the employee(s) and their supervisor to resolve the grievance or dispute.



(ii)	The grievance or dispute must initially be dealt with as close to its source as possible.  If unresolved, the grievance or dispute may be referred to the next level of supervision for consideration.  



(iii)	If the matter remains unresolved, the employee(s) may request the matter be referred to their head of department or another authorised officer.  A further meeting between all parties shall be held as soon as practicable.



(iv)	If the matter remains unresolved the General Manager or Head of Department shall provide the employee(s) with a written response detailing the reasons for not implementing any proposed remedy.



(v)	Where the matter remains unresolved it may be referred to the industrial union of the employee(s) or representative of the General Manager for further discussion about the problem



(vi)	During this procedure:



(a)	Reasonable time limits must be allowed for discussion at each level of authority.



(b)	An accredited union delegate may represent the employee(s).



(c)	Normal working practices existing prior to the dispute must proceed as normal.



(vii)	The Industrial Registrar may be advised of the existence of a dispute at any stage of this procedure.



31a.  Anti-Discrimination



(i)	It is the intention of the parties bound by this award to seek to achieve the object in section (3)f of the Industrial Relations Act 1996 to prevent and eliminate discrimination in the workplace.  This includes discrimination on the grounds of race, sex, marital status, disability, homosexuality, transgender identity and age.



(ii)	It follows that in fulfilling their obligations under the dispute resolution procedure prescribed by this award the parties have obligations to take all reasonable steps to ensure that the operation of the provisions of this award are not directly or indirectly discriminatory in their effects.  It will be consistent with the fulfilment of these obligations for the parties to make application to vary any provision of the award which, by its terms or operation, has a direct or indirect discriminatory effect



(iii)	Under the Anti-Discrimination Act 1977, it is unlawful to victimise an employee because the employee has made or may make or has been involved in a complaint of unlawful discrimination or harassment.



(iv)	Nothing in this clause is to be taken to affect:

(a)	any conduct or act which is specifically exempted from anti-discrimination legislation;



(b)	offering or providing junior rates of pay to persons under 21 years of age;



(c)	any act or practice of a body established to propagate religion which is exempted under section 56(d) of the Anti-Discrimination Act 1977;



(d)	a party to this award from pursuing matters of unlawful discrimination in any State or Federal jurisdiction.



(v)	This clause does not create legal rights or obligations in addition to those imposed upon the parties by legislation referred to in this clause.



32.  Area, Incidence and Duration



(i)	This Award shall apply to all persons employed by South Sydney City Council in positions for which a classification and rate of salary is prescribed.



(ii)	This award replaces the South Sydney City Council Salaried Officers Award published 2 July 1999 (309 I.G. 951) as varied.



(iii)	The award published 2 July 1999 took effect from the commencement of the first pay period on or after 17 August 1998 and shall remain in force for a period of 3 years.



The changes made to the award pursuant to the award Review pursuant to section 19(6) of the Industrial Relations Act 1996 and Principle 26 of the Principles for Review of Awards made by the Industrial Relations Commission of New South Wales on 18 December 1998 (308 I.G. 307) take effect on 30 May 2001.



(iv)	The Award in Schedule (a) of Table 1 of Part B provides for a $25 increase applied at the Entry salary of Grades 1 to 12, with a 2.5% increase applied at the Entry salary of Grades 13 to 18, operative from the first full pay period to commence on or after 17 August 1998.



(v)	



(a)	The Award in Schedule (b)(i) of Part B provides for a $25 increase applied at the Entry salary of Grades 1 to 12, with a 2.5% increase applied at the Entry salary of Grades 13 to 18, operative from the first full pay period to commence on or after 10 July 1999.



(b)	The Award in Schedule (b)(ii) has been further adjusted to provide an increase of 2.5% at the Entry salary of Grades 14 to 18, operative from the first full pay period to commence on or after 14 August 1999.  This payment recognises the work to establish the criteria for the operation of a Leadership Performance Pay System for employees within Grades 14 to 18 of the Salary System.



(vi)



(a)	

The Award in Schedule (c)(i) and (c)(ii) of Table 1 of Part B provides for a $25 increase applied at the Entry salary of Grades 1 to 12, with a 3% increase applied at the Entry salary of Grades 13 to 18, operative from the first full pay period to commence on or after 8 July 2000.



(b)	The award in Schedule (c) (ii) also provides for the introduction of Performance Pay Rates which become available to employees within Grades 14 to 18, as and from the first full pay period to commence on or after 3 September 2000, in accordance with Clause (iii) of Clause 5, of the award.



(vii)	The increases in rates of pay provided for in this Award are based on a range of issues identified by the Award parties such as negotiated offsets, productivity improvements, State Wage Case increases and Local Government reform to date.



PART B



MONETARY RATES



Table 1 - Rates of Pay



Clause 6 - Rates of Pay





Schedule (a)



Pay Rates

To operate from the first full pay period to commence on or after 17 August 1998��

Grade�

Entry�

Step 1�

Step 2�

Step 3��Trainee Grade 1�305.60�����Trainee Grade 2�359.20�����Trainee Grade 3�417.00�����Trainee Grade 4�476.00�����1�487.20�����2�510.60�����3�546.20�����4�565.10�����5�581.80�602.20�623.30�642.00��6�598.50�619.40�641.10�660.30��7�620.60�642.30�664.80�684.70��8�648.70�671.40�694.90�715.70��9�693.20�710.50�728.30�746.50��10�737.80�756.20�775.10�794.50��11�804.60�824.70�845.30�866.40��12�877.00�898.90�921.40�944.40��13�947.40�971.10�995.40�1020.30��14�1021.60�����15�1095.80�����16�1170.00�����17�1272.70�����18�1381.30�����

Schedule (b)(i)





Pay Rates

To operate from the first full pay period to commence on or after 10 July 1999��

Grade�

Entry�

Step 1�

Step 2�

Step 3��Trainee Grade 1�330.60�����Trainee Grade 2�384.20�����Trainee Grade 3�442.00�����Trainee Grade 4�501.00�����1�512.20�����2�535.60�����3�571.20�����4�590.10�����5�606.80�628.00�650.00�669.50��6�623.50�645.30�667.90�687.90��7�645.60�668.20�691.60�712.30��8�673.70�697.30�721.70�743.40��9�718.20�736.20�754.60�773.50��10�762.80�781.90�801.40�821.40��11�829.60�850.30�871.60�893.40��12�902.00�924.60�947.70�971.40��13�971.10�995.40�1020.30�1045.80��14�1047.10�����15�1123.20�����16�1199.30�����17�1304.50�����18�1415.80�����

Schedule (b)(ii)





Pay Rates

To operate from the first full pay period to commence on or after 14 August 1999��Grade�On Appointment��14�1073.30��15�1151.30��16�1229.30��17�1337.10��18�1451.20��



Schedule (c) (i)





Pay Rates

To operate from the first full pay period to commence on or after 8 July 2000��

Grade�

Entry�

Step 1�

Step 2�

Step 3��Trainee Grade 1�355.60�����Trainee Grade 2�409.20�����Trainee Grade 3�467.00�����Trainee Grade 4�526.00�����1�537.20�����2�560.60�����3�596.20�����4�615.10�����5�631.80�653.90�676.80�697.10��6�648.50�671.20�694.70�715.50��7�670.60�694.10�718.40�740.00��8�698.70�723.20�748.50�771.00��9�743.20�761.80�780.80�800.30��10�787.80�807.50�827.70�848.40��11�854.60�876.00�897.90�920.30��12�927.00�950.20�974.00�998.40��13�1000.20�1025.20�1050.80�1077.10��

Schedule (c) (ii)



Pay RatesTo operate from the first full pay period to commence on or after 8 July 2000��



Grade�



On Appointment

�Performance Pay

(not available before 3 September 2000 in accordance with Clause 5 (iii) and Clause 32 (vi) (b) of this award��14�1105.50�1133.10��15�1185.80�1215.40��16�1266.20�1297.90��17�1377.20�1411.60��18�1494.70�1532.10��

Table 2 - Tool Allowance



Clause 25 - Tool Allowance





Classification�First Pay Period

Commencing 17/8/98�First Pay Period

Commencing 10/7/99�First Pay Period Commencing 8/7/2000��Bricklayer�13.60�14.10�14.60��Carpenter and Plumber�18.70�19.20�19.70��Metal and Mechanical Trades�18.70�19.20�19.70��Painter and Signwriter�5.00�5.50�6.00��Plasterer�15.80�16.30�16.80��Electrician�12.10�12.60�13.10��Stonemason�18.70�19.20�19.70��



R. W. HARRISON  D.P.







____________________







Printed by the authority of the Industrial Registrar.































(997)�SERIAL C0656��

CROWN EMPLOYEES (MUSEUM OF APPLIED ARTS AND SCIENCES - CASUAL GUIDE LECTURERS) AWARD



INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES



Notice of award review pursuant to section 19 of the Industrial Relations Act 1996.



(No. IRC 3472 of 1999)



Before the Honourable Mr Deputy President Harrison�14 June and 3 July 2001��

reviewed award



PART A



Clause No.	Subject Matter



1.	Title

2.	Definitions

3.	Intention

4.	Wage Rates

5.	Grievance and Dispute Resolution Procedures

6.	Anti-Discrimination

7.	Parties to this Award

8.	Area, Incidence and Duration



PART B



MONETARY RATES



Table 1-Wages



1.	Title



This award shall be known as the Crown Employees (Museum of Applied Arts and Sciences - Casual Guide Lecturers) Award.



2.	Definitions



"Act" means the Public Sector Management Act 1988.



"Award" means this award.



"Union" means the Public Service Association and Professional Officers Association Amalgamated Union of New South Wales 



"Organisation" means the Museum of Applied Arts and Sciences (MAAS).



"Director" means the Chief Executive Officer of the Museum of Applied Arts and Sciences.



"Staff" means all persons who are permanently, temporarily or casually employed under the Act and who, as at 24 April 1996, were occupying one of the positions covered by this award or who, after that date, are appointed to or employed in one of such positions.





3.	Intention



The purpose of this award is to partially regulate the rates of pay and conditions of employment of casual guide lecturers.



4.	Wage Rates



Table 1-Wages, of Part B, Monetary Rates, of this consent award contains applicable wage rates.



5.	Grievance and Dispute Resolution Procedures



The aim of this grievance handling and dispute resolution is to encourage the resolution of grievances and/or disputes as quickly as possible within the immediate work context wherever possible. The procedure involves consultation, co�operation and discussion to achieve this aim.



There are six steps in the procedure. At each step all those involved are encouraged to seek advice with regard to the procedure and how best to� undertake its various elements. Advice can be sought from appropriate staff, as identified in the Museum's policy and procedures for resolving grievances and disputes. Sources of advice include Grievance Receivers, HRM Manager and/or union delegates. 



Step 1-In the first instance the employee shall inform their�immediate supervisor, or other appropriate person, of the existence of a grievance/dispute, request a meeting to discuss the matter and attempt to resolve it with the supervisor.



It is recognised that the employee may wish to exercise the right to consult with and be accompanied by their union representative, who may participate in discussions during this or any subsequent stage.



Discussions should take place within two working days and this step of the procedure should be completed within seven days.



Step 2-If the grievance/dispute remains unresolved, the employee refers the matter to the next in line management (the manager). The manager will consult with all parties.



Discussions should take place within two working days and this step of the procedure should be completed within seven days.



Step 3-If the grievance/dispute remains unresolved, the matter should be referred to the senior management group.



Discussions should take place within two working days and this step of the procedure should be completed within seven days.



Step 4-In the event that the matter remains unresolved, senior management will discuss the matter with representatives of the relevant union and/or other nominated representatives identified by the employee lodging the grievance/dispute.



Such discussions should take place within two working days.



Step 5-In the event that the matter is still unresolved, the director shall provide a written response to the employee who lodged the grievance/dispute and any other relevant party involved in the grievance/dispute.



The response will indicate action to be taken or the reasons for not taking action in relation to the matter.



This step is to be completed seven days following notification in writing to the director by the employee lodging the grievance/dispute that the matter remains unresolved.



Step 6-The employee, or their union representative on their behalf, or the director may refer the matter to the Industrial Relations Commission of New South Wales if the matter is still unresolved after the completion of step 5. 



NOTE:	Whilst the grievance procedure is being followed, normal work shall continue, except where a genuine health and safety issue is involved. Such circumstances may require some interim modification to work practices until the matter is resolved.



For further details regarding the operation of the grievance and dispute resolution procedure, refer to the Museum's policy and procedures for resolving grievances and disputes.



6.	Anti-Discrimination



(1)	It is the intention of the parties bound by this award to seek to achieve the object in section 3(f) of the Industrial Relations Act 1996 to prevent and eliminate discrimination in the workplace.  This includes discrimination on the grounds of race, sex, marital status, disability, homosexuality, transgender identity, age and responsibilities as a carer.



(2)	It follows that in fulfilling their obligations under the dispute resolution procedure prescribed by this award the parties have obligations to take all reasonable steps to ensure that the operation of the provisions of this award are not directly or indirectly discriminatory in their effects.  It will be consistent with the fulfilment of these obligations for the parties to make application to vary any provision of the award that, by its terms or operation, has a direct or indirect discriminatory effect.



(3)	Under the Anti�Discrimination Act 1977, it is unlawful to victimise an employee because the employee has made or may make or has been involved in a complaint of unlawful discrimination or harassment.



(4)	Nothing in this clause is to be taken to affect:



(a)	any conduct or act which is specifically exempted from anti� discrimination legislation;



(b)	offering or providing junior rates of pay to persons under 21 years of age;



(c)	any act or practice of a body established to propagate religion which is exempted under section 56(d) of the Anti�Discrimination Act 19 77;



(d)	a party to this award from pursuing matters of unlawful discrimination in any State or federal jurisdiction.



(5)	This clause does not create legal rights or obligations in addition to those imposed upon the parties by the legislation referred to in this clause.



(a)	Employers and employees may also be subject to Commonwealth anti-discrimination legislation.



(b)	Section 56(d) of the Anti-Discrimination Act 1977 provides:



"Nothing in the Act affects ... any other act or practice of a body established to propagate religion that conforms to the doctrines of that religion or is necessary to avoid injury to the religious susceptibilities of the adherents of that religion."



7.	Parties to the Award



This award is made between the following parties:



Public Employment Office. 

Public Service Association and Professional Officers Association Amalgamated Union of New South Wales.





8.	Area, Incidence and Duration



This award applies to those staff employed as casual guide lecturers by the Museum of Applied Arts and Sciences.



This award is made following a review under section 19 of the Industrial Relations Act 1996 and replaces the Crown Employees (Museum of Applied Arts and Sciences Casual Guide Lecturers) Award published 2 August 1996 (294 I.G. 37) and all variations thereof.



The award published 2 August 1996 took effect from the first full pay period to commence on or after 24 April 1996.



The changes made to the award pursuant to the Award Review pursuant to section 19 (6) of the Industrial Relations Act 1996 and Principle 26 of the Principles for Review of Awards made by the Industrial Relations Commission of the New South Wales on 18 December 1998 (308 IG 307) take effect on and from 14 June 2001.



This award remains in force until varied or rescinded for the period for which it was made already having expired.





PART B



Monetary Rates



Table 1 - Wages



Classification�Rate of pay per hour

As at 5/1/01��Casual Guide Lecturer�$26.06��









R. W. HARRISON  D.P.











____________________







Printed by the authority of the Industrial Registrar.
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CROWN EMPLOYEES (ROADS AND TRAFFIC AUTHORITY OF NEW SOUTH WALES - TOLL PLAZA OFFICERS) AWARD



INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES



Notice f award review pursuant to section 19 of the Industrial Relations Act 1996.



(No. IRC 5177 of 1999)



Before the Honourable Mr Deputy President Harrison�14 and 22 June 2001��

reviewed award



1.	Arrangement



Clause No.	Subject Matter



1.	Arrangement

2.	Definitions

3.	Hours of Duty

4.	Shift Allowances

5.	Overtime

6.	Broken Shifts

7.	Saturdays, Sundays and Public Holidays

8.	Leave Generally

9.	Annual Recreation Leave

10.	Sick Leave

11.	Travelling Allowance

12.	Protective Clothing

13.	Mixed Functions

14.	Disability Allowance

15.	Grievance Resolution

16.	Dispute Settlement

17.	Anti-Discrimination

18.	Area, Incidence and Duration 



Table A - Rates - Allowances



Appendix A - Grievance Resolution



2.	Definitions



RTA	Roads and Traffic Authority of New South Wales, constituted under section 46 of the Transport Administration Act 1988.



PSA	Public Service Association and Professional Officers Association Amalgamated Union of New South Wales.



Employee	A person employed by the RTA at the Sydney Harbour Bridge as a Toll Plaza Officer on a weekly, casual, part-time or limited duration basis.



Casual 	An employee who is employed for either the ordinary hours of duty



Employee	prescribed in Clause 3, Hours of Duty of this Award, or part thereof, on an intermittent basis as agreed from time to time between the RTA and the PSA.

In addition to the approved hourly rate of pay, a 15% loading will be paid to compensate for Sick Leave, Public Holidays not worked, Family and Community Service Leave and the casual nature of the work.  Annual Leave will be covered by a further payment of 4/52 of the approved hourly rate of pay inclusive of the 15% loading.



Part-Time 	An employee who is employed for a constant number of hours each



Employee	week which are less than the ordinary hours of duty prescribed in Clause 3, Hours of Duty of this Award.



In addition to the approved hourly rate of pay, a 15% loading will be paid to compensate for Sick Leave, Public Holidays not worked and the part-time nature of the work. Annual Leave will accrue on a pro-rata basis.



Limited - 	An employee employed during that period when a weekly employee or



Duration 	a part-time employee is absent on approved leave for periods in excess



Employee	of 13 weeks but not exceeding six months.



3. 	Hours of Duty



(i)	The ordinary working hours shall not exceed eighty per fortnight.  Such hours may be worked in not more than ten shifts in each fortnight; provided that not more than six consecutive shifts shall be worked in eight consecutive days.  A shift may be worked on any day of the week, including Sunday, during any period of twenty-four hours.



(ii)	To suit traffic requirements or in cases of emergency only, broken shifts may be worked but in no case shall any portion of a broken shift be for less than three hours on any day, Monday to Friday, inclusive.  Employees shall not be required to work broken shifts on any Saturday, Sunday or public holiday.



(iii)	The shifts shall be arranged by roster, which shall be posted in such a position that the employees will be able to keep themselves informed of the shifts to be worked at least one week ahead.



(iv)	The roster shall, as far as practicable, be arranged to give each of the employees, except employees working broken shifts, an equal number of Saturdays and Sundays off duty.



(v)	The roster shall, as far as practicable, be arranged to give each of the employees two consecutive days off.



(vi)	Except in cases of emergency or on broken shifts, no employee shall be compelled to work more than five hours without a break by agreement with the PSA.



(vii)	The roster shall be so arranged that at least eight consecutive hours separate the ordinary shifts to be worked by any employee.



(viii)	The method of working shifts may, in any case, be varied by agreement between the RTA and the PSA and in any case of general variation where agreement cannot be reached seven days notice of the alteration shall be given by the RTA to the PSA.



(ix)	Except in cases of emergency, an employee shall not be required to work longer than two hours in any period without a crib break of twenty minutes which shall include time spent proceeding from the toll barrier to the paying-in point and return, but excluding time spent paying-in.



4. 	Shift Allowances



(i)	All time worked on the afternoon shift shall be paid a shift loading of 12 ½ per cent of the ordinary rate of pay.

(ii)	All time worked on the night shift, shall be paid a shift loading of 15 per cent of the ordinary rate of pay.



(iii)	Definitions:

"Afternoon Shift" shall be those shifts commencing at or after 1 pm and before 4 pm, Monday to Friday.



"Night Shift" shall be those shifts commencing at or after 4 pm and before 4 am, Monday to Friday.



5.	Overtime



(i)	All time worked in excess of ordinary shift hours as prescribed in Clause 3, Hours of Duty, of this award, in any consecutive twenty-four hours or in excess of eighty hours per fortnight shall be deemed overtime except where such excess is worked:



(a)	by arrangement between the employees themselves;



(b)	for the purpose of effecting rotation of shifts.



(ii)	The following rates for overtime shall be paid:



(a)	time and a half for the first two hours and double time thereafter for all time worked in excess of ordinary shift hours;



(b)	double time for all time worked on Sundays; and



(c)	double time and one half for all time worked on public holidays.



(iii)	An employee recalled from his home to work shall be paid for a minimum of four hours work at overtime rates for each such call.



(iv)	Employees who are required to work overtime in excess of two hours after their usual ceasing time shall be provided with any meal necessary or be paid the meal allowance set at Item 1 of Table A, Rates - Allowances. 



(v)	After each period of overtime an employee shall be entitled to a rest break, of at least eight consecutive hours off duty before the commencement of their next ordinary shift without loss of wages for ordinary working time occurring during such eight consecutive hours.  If employees are recalled to duty during their rest break shall be paid at the rate of double time until released from duty and shall then be entitled to a further rest break of at least eight consecutive hours without loss of wages for ordinary working time occurring during such rest break.



(vi)	Employees engaged as part-time employees shall be paid overtime at the rates prescribed in sub-clause (ii), of this clause, for all time worked in excess of eight hours on each shift.



6. 	Broken Shifts



Where the total spread of hours on a broken shift exceeds ten hours from the time first signed on for duty, on any day or shift, any time worked in excess of such ten hours shall be paid in accordance with Clause 5, Overtime.



7. 	Saturdays, Sundays and Public Holidays



(i)	All ordinary time worked on Saturdays shall be paid at the rate of time and one-half.



(ii)	All ordinary time worked on Sundays shall be paid at the rate of double time.



(iii)	All ordinary time worked on public holidays shall be paid at the rate of double time and one half.



(iv)	One day shall be added to the annual leave period of any weekly employee rostered off duty on a day which is a public holiday prescribed by sub-clause (v), of this clause.



(v)	The following days shall be holidays for the purpose of this award: New Year’s Day, Australia Day, Good Friday, Easter Monday, Anzac Day, Queen’s Birthday, Labour Day, Christmas Day, Boxing Day and any day proclaimed in the New South Wales Government Gazette as a public holiday for the State.



8. 	Leave Generally



Unless otherwise specified in this Award, leave conditions for staff covered by this Award will be as contained in the Crown Employees (Roads and Traffic Authority of New South Wales - Salaried Staff Conditions of Employment) Award.



9. 	Annual Recreation Leave



(i)	Weekly Employees:



(a)	Annual leave of absence for recreation shall accrue, month by month, at the rate of 25 working days per annum.



(b)	One day shall be added to the annual leave period of an employee in respect of any public holiday prescribed by this award which falls within the period of annual leave to which they are entitled under this award.



(c)	An employee shall be entitled to be paid in advance for wages which have accrued in respect of the period for which recreation leave has been approved.



(d)	In the case of an employee leaving the service of the RTA, for any reason, the monetary value of accrued recreation leave shall be paid not later than the last day of service.



(e)	The RTA may direct an employee to take, at such time as is convenient to the RTA, recreation leave for which they are eligible; provided that at least four weeks notice of the date on which such leave is to commence is given; provided also that the period between one period of annual leave and the next taken by an employee shall not exceed 18 months.  So far as is practicable, the wishes of the employee concerned shall be taken into consideration when fixing the time for the taking of such leave.



(f)	Annual leave loading shall be paid in accordance with the Crown Employees (Roads and Traffic Authority of New South Wales - Salaried Staff Conditions of Employment) Award.



(ii)	Part-time Employees: A part-time employee shall be paid an annual leave at the rate of four (4) weeks per annum on the basis of a payment of 4/52 of the ordinary time worked.



10. 	Sick Leave



(i)	An employee shall be entitled to sick leave with full pay not exceeding ten shifts in any one year: Provided that any employee absent on account of sickness shall, if called upon by the RTA to do so, submit a certificate from a duly registered medical practitioner or other evidence satisfactory to the RTA of the employee’s sickness.



(ii)	Any sick leave not taken may accumulate and be available as required in subsequent years of service.



(iii)	The provision of this Clause shall not apply to a casual employee nor to a part-time employee.











11. 	Travelling Allowance



(i)	Where an employee finishes a shift at a time when normal public transport has ceased running all fares actually incurred by the employee in travelling to their place of residence shall be paid within a reasonable time of the presentation of the employee’s claim.



(Ii)	Employees Required to Work Broken Shifts Shall be Paid One Return Fare in Travelling to Their Home and Return.

12. 	Protective Clothing



(i)	Uniforms and protective clothing shall be issued to such employees and on such a scale as is reasonably required.



(ii)	Employees required to wear a uniform shall be responsible for maintaining such uniforms in a clean and pressed condition and shall be paid an allowance at the amount per week, set at Item 2 of Table A, Rates - Allowances, for care and cleaning of uniform clothing.



13. 	Mixed Functions



An employee engaged for more than two hours during one day on duties carrying a higher rate of pay shall be paid the higher rate for such day; if so engaged for two hours or less during one day the employee shall be paid the higher rate for the time so worked.



14.	Disability Allowance



A pollution allowance per shift, at the amount set at Item 3 of Table A, Rates - Allowances, shall be paid to all employees for each shift worked on the Sydney Harbour Bridge.



15. 	Grievance Resolution



(a)	A grievance is defined as a personal complaint or difficulty.  A grievance may:



�symbol 183 \f "Symbol" \s 11 \h�	relate to a perceived denial of an entitlement

�symbol 183 \f "Symbol" \s 11 \h�	relate to a perceived lack of training opportunities

�symbol 183 \f "Symbol" \s 11 \h�	involve a suspected discrimination or harassment.



(b)	The RTA has a grievance resolution policy and grievance resolution guidelines and procedures which should be observed when grievances arise.



(c)	The RTA’s policy, guidelines and procedures are detailed in Appendix A.



(d)	While the policy, guidelines and procedures are being followed, normal work will continue.



16.	Dispute Settlement



(a)	A dispute is defined as a complaint or difficulty which affects more than one staff member. A dispute may relate to a change in the working conditions of staff that is perceived to have negative implications for that group.



(b)	It is essential that management and the unions consult on all issues of mutual interest and concern, not only those issues that are considered likely to result in a dispute.



(c)	Failure to consult on all issues of mutual interest and concern to management and the unions is contrary to the intention of these procedures.



1.	If a dispute arises in a particular work location which cannot be resolved between staff or their representative and the supervising staff, the dispute must be referred to the RTA's Manager of the Employee Relations Section or another nominated officer who will then arrange for the issue to be discussed with the unions.



2.	If the issue cannot be resolved at this level, the issue must be referred to senior management.



3.	If the issue cannot be resolved at this level, the issue may be referred to the Industrial Relations Commission of NSW



4.	While these procedures are continuing, no work stoppage or any other form of work limitation shall occur.

5.	The PSA reserves the right to vary this procedure where a safety factor is involved.



17. 	Anti-Discrimination



(a)	It is the intention of the parties bound by this Award to seek to achieve the object in section 3(f) of the Industrial Relations Act 1996 to prevent and eliminate discrimination in the workplace. This includes discrimination on the grounds of race, sex, marital status, disability, homosexuality, transgender identity, age and responsibilities as a carer.



(b)	It follows that in fulfilling their obligations under the dispute resolution procedure prescribed by this Award the parties have obligations to take all reasonable steps to ensure that the operation of the provisions of this Award are not directly or indirectly discriminatory in the effects. It will be consistent with the fulfilment of these obligations for the parties to make application to vary any provisions of the award, which by its terms or operation, has a direct or indirect discriminatory effect.



(c)	Under the Anti-Discrimination Act 1977, it is unlawful to victimise an employee because the employee has made or may make or has been involved in a complaint of unlawful discrimination or harassment.



(d)	Nothing in this clause is to be taken to effect:



(i)	Any conduct or act which is specifically exempted from anti-discrimination legislation;



(ii)	Offering or providing junior rates of pay to persons under 21 years of age;



(iii)	Any act or practice of a body established to propagate religion which is exempted under section 56(d) of the Anti-Discrimination Act 1977;



(iv)	A party to this award from pursuing matters of unlawful discrimination in any State or federal jurisdiction.



(e)	This clause does not create legal rights or obligations in addition to those imposed upon the parties by the legislation referred to in this clause.



NOTES



(1)	Employers and employees may also be subject to Commonwealth anti-discrimination legislation.



(2)	Section 56(d) of the Anti-Discrimination Act 1977 provides:



"Nothing in the Act affects.  .  .  any other act or practice of a body established to propagate religion that conforms to the doctrines of that religion or is necessary to avoid injury to the religious susceptibilities of the adherents of that religion."



18. 	Area, Incidence and Duration



This award applies to employees of the Roads and Traffic Authority of New South Wales as defined in clause 3, Definitions.



This award is made following a review under section 19 of the Industrial Relations Act 1996 and rescinds and replaces the Crown Employees (Toll Plaza Attendants - Department of Main Roads) Award published 29 October 1980 (219 IG 1287) and all variations thereof.



The changes made to the award pursuant to the Award Review pursuant to section 19 (6) of the Industrial Relations Act 1996 and Principle 26 of the Principles for Review of Award made by the Industrial Relations Commission of New South Wales on 18 December 1998 (308 IG 307) take effect on and from 14 June 2001.



This award remains in place until varied or rescinded, the period for which it was made having already expired.





Table A - Rates - Allowances



Item �Clause�Description�Amount ($)��1�5(iv)�Meal Allowance on Overtime�7.70��2�12 (ii)�Care/cleaning of uniform clothing�0.2105/hr��2�14�Disability allowance�0.2375/hr��



Appendix a - Grievance Resolution



Policy:



The Authority's grievance resolution policy provides a system for handling internal grievances which:



�SYMBOL 183 \f "Symbol" \s 10 \h�	recognises the right of an individual to raise any concern about work-related issues and expect a prompt and fair response;

�SYMBOL 183 \f "Symbol" \s 10 \h�	encourages appropriate behaviour in the workplace;  and 

�SYMBOL 183 \f "Symbol" \s 10 \h�	raises and maintains high standards of morale and work satisfaction by providing a work environment where the full potential of each staff member can be realised.



All managers and supervisors have a responsibility to identify and resolve, as far as possible, causes of stress to workers under their control without waiting for a grievance to be expressed first.  Every staff member has a responsibility to avoid treating co-workers in a way that will cause distress. 



Coverage:	All staff.

Delegation:	Supervisor.

Enquiries:	Human Resources Managers.

File number:	CHN I&E 90/2235

Guidelines:





Definitions:



Grievant

The staff member who raises the grievance is referred to as the grievant.  For each grievance there may be one or more grievant.



Respondent

The staff member who is alleged to have acted unfairly or in a discriminatory manner or is alleged to be the instigator of the cause of the grievance is referred to as the respondent.  There may be more than one respondent in any one grievance situation.



Grievance Advisers

The role of a grievance adviser is to listen to a grievance, offer advice and clarify the facts of the matter in order to assist the grievant to decide upon appropriate action.  The grievance adviser may also participate in any discussions or mediation as a support person but not as an advocate for the grievant.  The grievance adviser does not have responsibility for resolving grievances through action or decision.  This responsibility rests with the appropriate supervisor or manager.

Staff members holding the following positions within the Authority have been nominated as grievance advisers to provide individuals with greater flexibility in seeking advice on any work-related problem:



�SYMBOL 183 \f "Symbol" \s 10 \h�	Human Resources Managers

�SYMBOL 183 \f "Symbol" \s 10 \h�	EEO Manager

�SYMBOL 183 \f "Symbol" \s 10 \h�	Spokeswomen

�SYMBOL 183 \f "Symbol" \s 10 \h�	Women's Liaison Officer

�SYMBOL 183 \f "Symbol" \s 10 \h�	Director of Affirmative Action

�SYMBOL 183 \f "Symbol" \s 10 \h�	Grievance Contact Persons





General Principles of Grievance Resolution



These grievance resolution guidelines are based on the following general principles:



�SYMBOL 183 \f "Symbol" \s 10 \h�	staff involved in grievance resolution should have access to training;

�SYMBOL 183 \f "Symbol" \s 10 \h�	whenever possible, the immediate supervisor or manager should be informed, in the first instance, of the grievance so that appropriate action can be taken;

�SYMBOL 183 \f "Symbol" \s 10 \h�	staff members must have an appropriate degree of choice about whom to approach with a grievance and desirably, have a choice of actions;

�SYMBOL 183 \f "Symbol" \s 10 \h�	grievances can be raised either orally or in writing;

�SYMBOL 183 \f "Symbol" \s 10 \h�	grievances are to be resolved as promptly as practicable;

�SYMBOL 183 \f "Symbol" \s 10 \h�	where a grievance necessarily requires time for investigation, an initial response advising of proposed action is to be made to the grievant within two days of the grievance being notified.  The investigation is to be completed within a reasonable time-frame (usually no longer than four weeks);

�SYMBOL 183 \f "Symbol" \s 10 \h�	all functional managers will handle grievances with understanding, care and consideration;

�SYMBOL 183 \f "Symbol" \s 10 \h�	the rights of every person involved are protected;

�SYMBOL 183 \f "Symbol" \s 10 \h�	the grievant has control of the resolution process, except in certain cases, such as, where the Authority may be liable or criminal charges may be laid;

�SYMBOL 183 \f "Symbol" \s 10 \h�	other staff may become involved in grievance resolution as and when required or in order to provide specialised assistance or to meet the special needs of EEO target group members;

�SYMBOL 183 \f "Symbol" \s 10 \h�	the confidentiality and the integrity of every person involved will be maintained;

�SYMBOL 183 \f "Symbol" \s 10 \h�	victimisation of any person involved is totally unacceptable; and

�SYMBOL 183 \f "Symbol" \s 10 \h�	wherever possible, resolution should be determined in a way that is satisfactory to those involved, and most importantly to the grievant.





Interpreters



Language and sign interpreters are available, and should be used where necessary, at any stage of the grievance process.  Only professional interpreters should be used in order to minimise risks to privacy and of error.  Where a non-professional interpreter raises a grievance on behalf of another person, eg a friend or colleague, a minimum amount of information to identify that a complaint is being made should be heard.  The non-professional interpreter may then only continue to play a part as a support person if requested to do so by the grievant.





External Referral Sources



Staff members have the right to choose whether to use the internal grievance mechanism or an external body.  They may approach either or both at any time during the course of the grievance.  Sources of external assistance are not necessarily limited to those listed below which are included as a guide only.



�SYMBOL 183 \f "Symbol" \s 10 \h�	Associations/Unions

�SYMBOL 183 \f "Symbol" \s 10 \h�	Anti-Discrimination Board of NSW

�SYMBOL 183 \f "Symbol" \s 10 \h�	Government and Related Employees Appeal Tribunal (GREAT)

�SYMBOL 183 \f "Symbol" \s 10 \h�	Industrial Commission

�SYMBOL 183 \f "Symbol" \s 10 \h�	Ombudsman

�SYMBOL 183 \f "Symbol" \s 10 \h�	Privacy Committee of NSW



If a staff member approaches an external body during the course of a grievance, the Authority should be advised.





Protection



A grievant is protected against any action for defamation by the defence of qualified privilege, provided the grievance is raised in accordance with these established procedures and does not intentionally make a malicious or substantially frivolous complaint.



Any staff member who carries out grievance resolution in accordance with established procedures, or is required to prepare a report concerning another member of staff is protected against any action for defamation by the defence of qualified privilege provided that they:



�SYMBOL 183 \f "Symbol" \s 10 \h�	act in accordance with these established procedures;

�SYMBOL 183 \f "Symbol" \s 10 \h�	are not actuated by malice;  and

�SYMBOL 183 \f "Symbol" \s 10 \h�	do not publish or make information about the grievance available to persons who have no legitimate interest in receiving it.



The grievant should not publish or make information concerning the grievance available to persons who have no legitimate interest in receiving it.





Documentation



Resolution of grievances should be handled as simply as possible. Informal notes should be brief, factual and avoid personal opinions. All parties involved should be given the opportunity to sight and endorse all material, which should be kept confidential and separate to personal files. Where the grievance is settled informally within the Authority, the documentation should be destroyed on settlement. If an external body is used for a formal settlement, the documentation should be kept for 5 years.



Notations are not to be made on personal files unless a disciplinary charge has been found proved, in which case the results of the charge should only be placed on the personal file of the person charged.





Training



Training courses specifically on the resolution of grievances will be made available to grievance advisers and as many staff members likely to be involved in the resolution of grievances as possible.

Grievance Resolution



A grievance should only be regarded as satisfactorily resolved where the outcome is fair having regard to:



�SYMBOL 183 \f "Symbol" \s 10 \h�	any damage and suffering sustained;

�SYMBOL 183 \f "Symbol" \s 10 \h�	the prognosis for the future;  and

�SYMBOL 183 \f "Symbol" \s 10 \h�	improvement of the immediate circumstances which gave rise to the grievance.



The resolution to a grievance must be lawful.



In some cases a final determination may be reached which does not fully resolve the grievance, or there is no possible action which can be taken but the parties accept this.



A grievance is also considered concluded although not resolved when a grievant chooses to withdraw.



In terms of this policy, a respondent has a right to expect that any penalty or disciplinary action will be appropriate to the degree of culpability or fault if proven or substantiated, having regard to any damage or suffering sustained by the grievant, and the potential for future problems. 





Appeal Right



Any staff  member  who is dissatisfied with his or her treatment in terms of these procedures may appeal to the Director or Chief Executive for a re-examination of the decision.  This appeal right does not in any way diminish a staff member's right to seek the assistance or representation of their trade union or association in the matter.



Procedures:



Any manager, supervisor or grievance adviser consulted by a grievant should:



�SYMBOL 183 \f "Symbol" \s 10 \h�	listen and be sympathetic to any distress exhibited by the grievant;

�SYMBOL 183 \f "Symbol" \s 10 \h�	be aware of their own limitations and the grievant's insecurity and fears as to the possible  repercussions of lodging a grievance;

�SYMBOL 183 \f "Symbol" \s 10 \h�	clarify the facts of the grievance;

�SYMBOL 183 \f "Symbol" \s 10 \h�	if acting as grievance adviser, offer counsel and advice  and  refer the grievant to an appropriate functional manager.  Normally this would be the grievant's immediate supervisor or manager unless there is good reason for the referral to be made to a more senior manager.  Examples of the latter might be where the immediate supervisor/manager is absent or is the respondent;

�SYMBOL 183 \f "Symbol" \s 10 \h�	if supervisor or manager, take appropriate steps  to investigate and resolve the grievance;

�SYMBOL 183 \f "Symbol" \s 10 \h�	ensure the confidentiality and protection of all parties involved;

�SYMBOL 183 \f "Symbol" \s 10 \h�	wherever possible, take account of the grievant's wishes for the process of resolution;

�SYMBOL 183 \f "Symbol" \s 10 \h�	ensure the right of the respondent to be heard before any decision is made;  and

�SYMBOL 183 \f "Symbol" \s 10 \h�	if resolution is not possible, conclude the grievance by advising the grievant of the reasons, the right of appeal and external options.







R. W. HARRISON  D.P.







____________________







Printed by the authority of the Industrial Registrar.
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Schedule 1: Recognised Australasian Specialist Colleges



PART B



Monetary rates



Table 1 - Salaries



PART A



1.	Title



This Award shall be known as the Crown Employees (Medical Specialists, Various Agencies) Award.



2.	Parties



This award is made between the Public Employment Office, the WorkCover Authority of New South Wales, the New South Wales Attorney-General’s Department and the Australian Salaried Medical Officers’ Federation (New South Wales).



3.	Other Conditions of Employment



3.1	Where this Award is silent, the provisions of the Crown Employees (Public Service Conditions of Employment 1997) Award, as amended from time to time, will apply. 

3.2 	Where there is any inconsistency between this Award and the Crown Employees (Public Service Conditions of Employment 1997) Award, this Award, as amended from time to time, will apply.



4.	Definitions



"Award" means the Crown Employees (Medical Specialists, Various Agencies) Award.



"Employer" means:



(a)	The WorkCover Authority of New South Wales (also known as WorkCover) and the Public Employment Office (PEO). These employers cover the Senior Medical Officers currently employed or who will be employed in future by WorkCover.



(b)	The Attorney-General’s Department and the PEO. These employers cover those Senior Medical Officers currently employed or who will be employed in the future by the Attorney-General’s Department.



"Entitlements" means entitlements under this award.



"Federation" means the Australian Medical Officers’ Federation (New South Wales).



"Salary Scale" means the rates set out in Table 1 - Salaries, of Part B, Monetary Rates.



"Senior Medical Officer" means Specialist, Senior Specialist and Senior Specialist (Managerial) as defined in this clause.



"Specialist" means a person appointed to a position of Specialist by an Employer. To be eligible for appointment a specialist must be a person who:



(a)	holds a medical qualification that is registrable in New South Wales; and,



(b)	after full registration has spent not less than five years in the practice of medicine in New South Wales in the Health System or in any other institution, whether in New South Wales or elsewhere, deemed by the employer to be of equivalent standing; and,



(c)	inclusive within the period described in (b) above has spent not less than three years in supervised specialist training and/or experience; and



(d)	has obtained a Fellowship of a recognized Australasian Specialist College (see Schedule 1 for list of Recognised Australasian Specialist Colleges); or



(i)	has proof of recognition as a specialist by the Specialist Recognition Advisory Committee; or



(ii)	has conditional registration with the NSW Medical Board as an overseas-trained specialist (not including conditional registration as a general practitioner); or 



(iii)	does not have a qualification recognised under (i), (ii) or (iii) above but has obtained an appropriate higher qualification in his/her speciality acceptable to the Employer following consultation with the Federation. The decision to employ or appoint Senior Medical Practitioners in terms of this subclause will rest with the employer.



(e)	Any decision made by the Employer in determining whether any person is eligible to be appointed as a specialist shall not contravene any applicable provision of the Anti-Discrimination Act 1977.



"Senior Specialist" means a person who:



(a)	has been employed by an Employer on the maximum salary provided by this award or the award or a Specialist for a period of at least three years; and/or



(b)	has gained such experience and attained such ability in his/her specialty which is acceptable to the Employer after consideration by the Medical Appointments Advisory Committee of the employer to justify appointment to the classification; and



(c)	is appointed to a position having such duties and responsibilities as are deemed by the Employer to require the services of a Senior Specialist.



"Senior Specialist (Managerial)" means a Senior Specialist who holds a managerial position. 



5.	Salaries and Progression



5.1	Salary Rates - All Senior Medical Officers covered by this Award will be paid will be paid the Base Salary, the Special Allowance and the Private Practice Allowance referred to in Table 1 - Salaries, of Part B, Monetary Rates. 



5.2 	Progression by Increment - Senior Medical Officers will progress to the next salary level on the anniversary date of their appointment as a Senior Medical Officer.



5.3	Progression by Accelerated Progression - Having regard to WorkCover’s Performance Development System, WorkCover may consider accelerated progression of a Senior Medical Officer where that Senior Medical Officer’s immediate supervisor and Branch Manager support such progression.  The Assistant General Manager, OHS Division of WorkCover will determine the appropriate rate of pay.



5.4	Payment of Overtime - Additional compensation for overtime and on-call or recall duty is not payable under this award.



5.5	Higher Duties Allowance - 



(a)	Where an opportunity to relieve in the Occupational Medicine Unit’s Manager’s (Senior Specialist - Managerial) or equivalent position arises, WorkCover’s policy on filling temporary vacancies will apply.



(b)	Senior Medical Officers who act in the position of Senior Specialist (Managerial) will be entitled to an allowance equivalent to a percentage difference, as defined by WorkCover, between the Senior Medical Officer’s substantive salary and the Senior Specialist (Managerial) salary.



5.6	Superannuable Salary - Superannuation will be calculated by reference to the total of Base Salary, Special Allowance and Private Practice Allowance as referred to in Table 1 - Salaries.



6.	Salary Sacrifice to Superannuation



6.1	A Senior Medical Officer may elect to sacrifice a portion of the salary payable in Part B, Table 1 - Salaries to additional employer superannuation contributions Such election must be made prior to the commencement of the period of service to which the earnings relate. The amount sacrificed must not exceed thirty (30) percent of the salary payable or thirty (30) percent of the currently applicable superannuable salary, whichever is the lesser. In this clause, "superannuable salary" means the Senior Medical Officer’s salary as notified from time to time to the New South Wales public sector superannuation trustee corporations.



6.2	Where the Senior Medical Officer has elected to sacrifice a portion of that payable salary to additional employer superannuation contributions:



(a)	subject to Australian Taxation law, the sacrifice portion of salary will reduce the salary subject to appropriate PAYE taxation deductions by the amount of that sacrificed portion: and



(b)	any allowances, penalty rate, payment for unused leave entitlements, weekly worker’s compensation or other payment, other than any payments for leave taken in service, to which a Senior Medical Officer is entitled under this Award or any applicable Award, Act or statute which is expressed to be determined by reference to any Senior Medical Officer’s salary, shall be calculated by reference to the salary which would have applied to the Senior Medical Officer under Part B, Table 1 - Salaries of this Award in the absence of any salary sacrifice to superannuation made under this Award.



6.3	The Senior Medical Officer may elect to have the portion of payable salary which is sacrificed to additional employer superannuation contributions:



(a)	paid into the superannuation scheme established under the First State Superannuation Act 1992 as optional employer contributions: or



(b)	subject to the Department’s or agency’s agreement, paid into a private sector complying superannuation scheme as employer superannuation contributions.



6.4	Where a Senior Medical Officer elects to salary sacrifice in terms of clause 6.3 above, the Department or agency will pay the sacrificed amount into the relevant superannuation fund.



6.5	Where the Senior Medical Officer is a member of a superannuation scheme established under:



(a)	the Police Regulation (Superannuation) Act 1906;



(b)	the Superannuation Act 1916;



(c)	the State Authorities Superannuation Act 1987;



(d)	the State Authorities Non-contributory Superannuation Act 1987; or



(e)	the First State Superannuation Act 1992



the Senior Medical Officer’s Department or agency must ensure that the amount of any additional employer superannuation contributions as specified in clause 6.1 is included in the Senior Medical Officers’ superannuable salary which is notified to the New South Wales public sector superannuation trustee corporations.



6.6	Where, prior to electing to sacrifice a portion of his/her salary to superannuation, a Senior Medical Officer had entered into an agreement with his/her Department or agency to have superannuation contributions made to a superannuation fund other than a fund established under legislation listed in sub-clause above, the Department or agency will continue to base contributions to that fund on the salary payable under clause 5.1 to the same extent as applied before the Senior Medical Officer sacrificed portion of that salary to superannuation. This clause applied even though the superannuation contributions made by the Department or agency may be in excess of superannuation guarantee requirements after the salary sacrifice is implemented.



7.	Grievance and Dispute Resolution



7.1	All grievances and disputes relating to the provisions of this award shall initially be dealt with as close to the source as possible, with graduated steps for further attempts at resolution at higher levels of authority within the appropriate department, if required.



7.2	A staff member is required to notify in writing their immediate manager, as to the substance of the grievance, dispute or difficulty, request a meeting to discuss the matter, and if possible, state the remedy sought.



7.3	The immediate manager shall convene a meeting in order to resolve the grievance, dispute or difficulty within two (2) working days, or as soon as practicable, of the matter being brought to attention.

7.4	If the matter remains unresolved with the immediate manager, the staff member may request to meet the appropriate person at the next level of management in order to resolve the matter. This manager shall respond within two (2) working days, or as soon as practicable. The staff member may pursue the sequence of reference to successive levels of management until the matter is referred to the Department Head. 



7.5	The Department Head may refer the matter to the PEO for consideration.



7.6	If the matter remains unresolved, the Department Head shall provide a written response to the staff member and any other party involved in the grievance, dispute or difficulty, concerning action to be taken, or the reason for not taking action, in relation to the matter.



7.7	A staff member, at any stage, may request to be represented by their union.



7.8	Any of the parties may refer the matter to the New South Wales Industrial Relations Commission if the matter is unresolved following the use of these procedures. 



7.9	The staff member, union, department and PEO shall agree to be bound by any order or determination by the New South Wales Industrial Relations Commission in relation to the dispute.



7.10	Whilst the procedures outlined in clauses 7.1 to 7.9 of this clause are being followed, normal work undertaken prior to notification of the dispute or difficulty shall continue unless otherwise agreed between the parties, or, in the case involving occupational health and safety, if practicable, normal work shall proceed in a manner which avoids any risk to the health and safety of any staff member or member of the public.



8.	Anti Discrimination



8.1 	It is the intention of the parties bound by this award to seek to achieve the object in section 3(f) of the Industrial Relations Act 1996 to prevent and eliminate discrimination in the workplace. This includes discrimination on the grounds of race, sex, marital status, disability, homosexuality, transgender identity, age and responsibilities as a carer.



8.2 	It follows that in fulfilling their obligations under the dispute resolution procedure prescribed by this award the parties have obligations to take all reasonable steps to ensure that the operation of the provisions of this award are not directly or indirectly discriminatory in their effects. It will be consistent with the fulfilment of these obligations for the parties to make application to vary any provision of the award which, by its terms or operation, has a direct or indirect discriminatory effect.



8.3 	Under the Anti�Discrimination Act 1977, it is unlawful to victimise an employee because the employee has made or may make or has been involved in a complaint of unlawful discrimination or harassment.



Nothing in this clause is to be taken to affect:



(a)	any conduct or act which is specifically exempted from anti� discrimination legislation;



(b) 	offering or providing junior rates of pay to persons under 21 years of age;



(c)	any act or practice of a body established to propagate religion which is exempted under section 56(d) of the Anti�Discrimination Act 1977;



(d)	a party to this award from pursuing matters of unlawful discrimination in any State or federal jurisdiction.



8.4 	This clause does not create legal rights or obligations in addition to those imposed upon the parties by the legislation referred to in this clause.



(a)	Employers and employees may also be subject to Commonwealth anti-discrimination legislation.

(b)	Section 56(d) of the Anti-Discrimination Act 1977 provides:



"Nothing in the Act affects ... any other act or practice of a body established to propagate religion that conforms to the doctrines of that religion or is necessary to avoid injury to the religious susceptibilities of the adherents of that religion."



9.	Employment Arrangements



9.1	Hours - Normal working hours are 35 per week, Monday to Friday.



9.2	Flexible Working Hours Agreement - Senior Medical Officers covered by this award are eligible to work Flexible Working Hours as prescribed by the Crown Employees (Public Service Conditions of Employment 1997) Award.



9.3	Patient Fees or Charges - A Senior Medical Officer, who charges patients or clients as part of their normal duties, is required to transfer all monies received from those patients or clients to the employer.



9.4	Part-time Work - The provision for part-time work as prescribed by the Crown Employees (Public Service Conditions of Employment 1997) Award will apply to Senior Medical Officers employed under this award.



9.5	Private Practice - Senior Medical Officers may engage in private practice outside normal working hours. Private practice is to be considered as second or other employment and the employees are to obtain permission from their employer pursuant to section 80 of the Public Sector Management Act 1988.



10.	Training, Conference, Education and Study Leave



10.1	The parties agree that the employer has a responsibility to ensure that Senior Medical Officers have appropriate and equitable access to Training, Conference, Education and Study Leave and that the employer will facilitate the taking of this leave. The Training, Conference, Education and Study Leave must be relevant to the Employer and must contribute to the skills base, knowledge and career enhancement of the Senior Medical Officer. Equally, the Senior Medical Officers have the responsibility to identify the relevant training, conference, education and study necessary to contribute to the skills base, knowledge and career enhancement of Senior Medical Officers. Further, Senior Medical Officers have the obligation to use that skill or knowledge acquired when required by the employer.



10.2	Entitlements - Senior Medical Officers are entitled to 18 working days per year or the pro rata proportion if working part-time, fully cumulative, for training, conference, education and study leave. Senior Medical Officers are entitled to full salary and allowances referred to in Table 1 - Salaries, of Part B, Monetary Rates, while on training, conference, education and study leave.



10.3	In relation to the 18 working days leave - 



(i)	Five working days may be taken within Australia. Where the five working days are not utilised in any year, the balance is fully cumulative. However, no more than ten working days of such leave may be taken in any one year.



(ii)	Thirteen working days of the training, conference, education and study leave entitlement may be taken either within or outside Australia. Where the thirteen working days are not utilised in any year, the balance is fully cumulative.



10.4	Travel Allowances -



(a)	Senior Medical Officers are entitled to reasonable costs before, during and after any period of training, conference, education and study leave.  Reasonable costs include expenses for weekends and public holidays and registration fees.





(b)	Senior Medical Officers are entitled to the Australian and Overseas Travelling Allowances specified by Premier’s Department for Chief Executive and Senior Executive Service Officers on an equivalent remuneration package, as varied from time to time.  In the case of Senior Medical Officers employed by WorkCover, the daily allowance is the Department Head Rate Category.



10.5	Air fares and Class of Air Travel - Senior Medical Officers are entitled to an annual allocation of funds for air fares, fully cumulative from year to year, based on the following:



(a)	the equivalent of 3/5 of a QANTAS Business Class around-the-world air fare (based on a fare valued at 30 April every year); and



(b)	the equivalent of one QANTAS Business Class Sydney to Perth return air fare (based on a fare valued at 30 April every year).



These funds may be used to purchase any number of airfares for the employee, at any class, provided that the liability of the employer for funding these airfares is limited to the amount specified in this subclause. Any expenditure for airfares in excess of this liability is the responsibility of the Senior Medical Officer.



10.6	Personal Travel Insurance - Personal travel insurance will be arranged by the employer at the employer’s expense.



10.7	Air Travel Bookings and Ticketing - Senior Medical Officers must use the State Government-appointed contractor for travel and related services.



10.8	Entitlement on Retirement, Resignation or Dismissal - Senior Medical Officers have no entitlement to any provisions in this clause on retirement, resignation or dismissal.



11.	Union Fees



Federation fees will be deducted from the salary of the relevant officers who are Federation members and have provided the employer with the appropriate authority to deduct. The employer will forward the fees directly to the Federation on a fortnightly basis.



12.	Recreation Leave



The recreation leave provisions of the Crown Employees (Public Service Conditions of Employment) Award 1997, as amended from time to time, apply to Senior Medical Officers covered by this award. 



(a)	Senior Medical Officers accrue recreation leave at the rate of 20 working days per year.



(b)	Part-time Senior Medical Officers accrue recreation leave on a pro rata basis.



13.	Personal / Carer’s Leave



The provisions of the Crown Employees (Public Service Conditions of Employment) Award 1997, as amended from time to time, shall apply.



14.	No Extra Claims



The Federation undertakes not to pursue any new salaries or conditions claims arising from negotiation of productivity and efficiency improvements covered by the Memorandum of Understanding between the NSW Government and the Federation dated 28 March 2000.



15.	Area, Incidence and Duration



15.1	This award shall apply to all classifications contained herein.



15.2 	This award is made following a review under section 19 of the Industrial Relations Act 1996 and rescinds and replaces the Crown Employees (Medical Specialists Various Agencies) Award published 17 October 1997 (301 IG 829) and all variations thereof.



15.3	The changes made to the award pursuant to the Award Review pursuant to section 19 (6) of the Industrial Relations Act 1996 and Principle 26 of the Principles for Review of Awards made by the Industrial Relations Commission of the New South Wales on 18 December 1998 (308 IG 307) take effect on and from 14 June 2001.



15.4	This award remains in force until varied or rescinded, the period for which it was made already having expired.





Schedule 1:	Recognised Australasian Specialist Colleges



Australasian College for Emergency Medicine



Australasian College of Dermatologists



Australian and New Zealand College of Anaesthetists



•	Faculty of Intensive Care



Royal Australasian College of Medical Administrators



Royal Australasian College of Physicians



•	Division of Adult Medicine

•	Division of Paediatrics

•	Australasian Faculty of Occupational Medicine

•	Australasian Faculty of Rehabilitation Medicine



Royal Australasian College of Surgeons



Royal Australian and New Zealand College of Psychiatrists



Royal Australian and New Zealand College of Radiologists



•	Faculty of Radiation Oncology



Royal Australian College of Ophthalmologists



Royal College of Pathologists of Australasia 







PART B





MONETARY RATES *





Table 1 - Salaries











Effective from the first pay period commencing on or after 1 January 2000



Medical Specialists�First pay period to commence on or after

1 January 2000�First pay period to commence on or after

1 January 2001��1st year

Base

Special Allowance

Private practice allowance

Total



2nd year

Base

Special Allowance

Private practice allowance

Total



3rd year

Base

Special Allowance

Private practice allowance

Total



4th year

Base

Special Allowance

Private practice allowance

Total



5th year

Base

Special Allowance

Private practice allowance

Total



Senior Specialist (3+ years on 5th year)

Base

Special Allowance

Private practice allowance

Total�

88,260

15,357

20,722

124,339





93,422

16,256

21,934

131,612





98,576

17,152

23,147

138,875





103,752

18,051

24,362

146,167





108,913

18,953

25,571

153,437





119,241

20,749

27,998

167,988�

90,025

15,664

21,136

126,825





95,290

16,581

22,374

134,245





100,548

17,495

23,610

141,653





105,827

18,412

24,849

149,088





111,091

19,332

26,082

156,505





121,626

21,164

28,558

171,348��

*	Special Allowance and Private Practice Allowance are to be calculated in accordance with the following formula and rounded to the nearest dollar.  Any salary increases are to be applied to the Base Rate before the Special Allowance and Private Practice Allowance are calculated.



Special Allowance:	Base Salary x 17.4 

100



Private Practice Allowance: (Base salary + Special Allowance) x 20

100



R. W. HARRISON  D.P.



____________________





Printed by the authority of the Industrial Registrar.
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PART B



MONETARY RATES



Table 1 - Salaries

Table 2 - Other Rates and Allowances



1.  Title



This award shall be known as the Crown Employees (Police Service of New South Wales, Special Constables (Police Band).



2.  No Further Claims



It is a condition of this award that the Public Service Association and Professional Officers Association Amalgamated Union of NSW undertakes for the duration of the life of this award not to pursue any extra claims, award or over award, with respect to Special Constables (Police Band).



3.  Definitions



(a)	"Officer" means and includes all persons employed as Special Constables (Police Band) by the Police Service of New South Wales who, as at 28 July 1997, were occupying one of such positions or who, after that date, are appointed to such a position.



(b)	"Commissioner" means the Commissioner of Police in New South Wales or any person acting in such position from time to time.



(c)	"Service" means continuous service.  Future appointees shall be deemed to have the years of service indicated by the rates of pay at which they are appointed.



(d)	"Promotional position" means the positions of Senior Special Constable (Police Band).



(e)	"Police Service" means the Police Service of New South Wales.



(f)	"Special Constable (Police Band)" when used in the appropriate context may refer to all positions of Special Constables (Police Band) including promotional positions.



(g)	"Association" means the Public Service Association and Professional Officers Association Amalgamated Union of New South Wales.



(h)	"Award" means the Crown Employees (Police Service of New South Wales, Special Constables (Police Band)) Award.



4.  Salaries



Officers covered by this award shall be paid a salary from the first full pay period to commence on or after the 1 January 2000.  For the life of this award an officer shall, according to the position held and years of service, be paid an annual salary of not less than the amounts as set out in Table 1 - Salaries, of Part B, Monetary Rates.



5.  Salary Sacrifice to Superannuation



5.1	Notwithstanding the salaries prescribed by clause 4, Salaries, of this award, an employee may elect, subject to the agreement of the Police Service, to sacrifice a portion of the salary payable under clause 4 to additional employer superannuation contributions.  Such election must be made prior to the commencement of the period of service to which the earnings relate.  The amount sacrificed must not exceed thirty (30) percent of the salary payable under clause 4 or thirty (30) percent of the currently applicable superannuable salary, whichever is the lesser.  In this clause, "superannuable salary" means the employee’s salary as notified from time to time to the New South Wales public sector superannuation trustee corporations.



5.2	Where the employee has elected to sacrifice a portion of that payable salary to additional employer superannuation contributions:

(a)	the employee shall be provided with a copy of the signed agreement.  The Salary Packaging Agreement may be terminated at any time at the employee’s election.  The Salary Packaging Agreement ceases on termination of the employee’s services with the Police Service;



(b)	subject to Australian Taxation law, the sacrificed portion of salary will reduce the salary subject to appropriate PAYE taxation deductions by the amount of that sacrificed portion; and



(c)	any allowance, penalty rate, payment for unused leave entitlements, weekly worker’s compensation or other payment, other than any payments for leave taken in service, to which an employee is entitled under this Award or any applicable Award, Act or statute which is expressed to be determined by reference to an employee’s salary, shall be calculated by reference to the salary which would have applied to the employee under clause 4 of this Award in the absence of any salary sacrifice to superannuation made under this Award.



5.3	The employee may elect to have the portion of payable salary which is sacrificed to additional employer superannuation contributions:



(a)	paid into the superannuation scheme established under the First State Superannuation Act 1992 as optional employer contributions; or



(b)	subject to the Police Service’s agreement, paid into a private sector complying superannuation scheme as employer superannuation contributions.



5.4	Where an employee elects to salary sacrifice in terms of subclause 5.3 above, the Police Service will pay or will arrange to have paid the sacrificed amount into the relevant superannuation fund.



5.5	Where the employee is a member of a superannuation scheme established under:



(a)	the Police Regulation (Superannuation) Act 1906;

(b)	the Superannuation Act 1916;

(c)	the State Authorities Superannuation Act 1987;

(d)	the State Authorities Non-contributory Superannuation Act 1987; or

(e)	the First State Superannuation Act 1992



the Police Service must ensure that the amount of any additional employer superannuation contributions specified in subclause 5.1 above is included in the employee’s superannuable salary which is notified to the New South Wales public sector superannuation trustee corporations.



5.6	Where, prior to electing to sacrifice a portion of his/her salary to superannuation, an employee had entered into an agreement with the Police Service to have superannuation contributions made to a superannuation fund other than a fund established under legislation listed in subclause 5.5 above, the Police Service will continue to base contributions to that fund on the salary payable under clause 4 to the same extent as applied before the employee sacrificed a portion of that salary to superannuation.  This clause applies even though the superannuation contributions made by the Police Service may be in excess of superannuation guarantee requirements after the salary sacrifice is implemented.



6.  Anti-Discrimination



6.1	It is the intention of the parties bound by this award to seek to achieve the object in section 3(f) of the Industrial Relations Act 1996 to prevent and eliminate discrimination in the workplace.  This includes discrimination on the grounds of race, sex, marital status, disability, homosexuality, transgender identity, age and responsibilities as a carer.



6.2	It follows that in fulfilling their obligations under the dispute resolution procedure prescribed by this award the parties have obligations to take all reasonable steps to ensure that the operation of the provisions of this award are not directly or indirectly discriminatory in their effects.  It will be consistent with the fulfilment of these obligations for the parties to make application to vary any provision of the award which, by its terms or operation, has a direct or indirect discriminatory effect.

6.3	Under the Anti-Discrimination Act 1977, it is unlawful to victimise an employee because the employee has made or may make or has been involved in a complaint of unlawful discrimination or harassment.



6.4	Nothing in this clause is to be taken to affect:



(a)	any conduct or act which is specifically exempted from anti-discrimination legislation;



(b)	offering or providing junior rates of pay to persons under 21 years of age;



(c)	any act or practice of a body established to propagate religion which is exempted under section 56(d) of the Anti-Discrimination Act 1977;



(d)	a party to this award from pursuing matters of unlawful discrimination in any State or federal jurisdiction.



6.5	This clause does not create legal rights or obligations in addition to those imposed upon the parties by the legislation referred to in this clause. 



7.  Progression



Progression through the incremental range is dependent upon completion of 12 months satisfactory conduct and service on each step of the scale.



Provided that the first year of service for Special Constables (Police Band) shall be a probationary period and the officers conduct and performance shall be subject to review and report at 3 monthly intervals.



The positions of Senior Special Constable (Police Band) are promotional positions which will be filled by way of open competitive selection upon the occurrence of a vacancy.  The following procedure stipulates the method by which Special Constables (Police Band) will be appointed to promotional positions and ensures that such appointments are based on merit selection principles.



7.1	Advertisement Action



All promotional positions will be advertised in the Police Service Weekly.  The advertisement will provide the criteria by which culling and selection will be determined.



Advertisements will clearly state the requirements of the positions and will detail essential and desirable qualifications in line with the Position Overview (formerly known as a Statement of Duties and Accountabilities).  The content of the advertisement will inform applicants of the skills and abilities necessary to perform the duties of the position.  The closing date for applications will be not less than three weeks following the date of publication.



7.2	Selection Committee



A selection committee of identical composition to that required for any vacant Administrative Officer position in the Service, will be established and will assume responsibility for assessing the comparative merit of each applicant and recommending the candidate with the greatest merit.



Merit is decided by reference to the abilities, qualifications, experience, standard of performance and personal qualities of an applicant relative to the position.



7.3	Convenor



A convenor of the selection committee will be nominated.  The role of the convenor will include ensuring that no member of the committee has any bias toward any of the applicants, and that the selection process does not involve any unfair questioning or assessment of applicants.



The convenor will also undertake the administrative work associated with the selection process.

7.4	Culling of Applications



A cull will be conducted by the Committee based on the content of the advertisement and the Position Overview. 



The purpose of the cull is to exclude applicants who on the basis of the application do not demonstrate that they satisfy the essential requirements of the advertisement or who show evidence that their qualifications and experience are not as competitive as other applicants.



7.5	Notice of Interview



Applicants will be given at least 3 clear working days notice of interview. Interviews should be held within 10 working days of the closing date of applications.



7.6	Attendance at Interview



Where an officer is rostered for work at the time of interview they shall be granted special leave without loss of pay to attend.  Provided however that where an officer is rostered off duty at the time of the interview then attendance at interview shall be without pay.  Every effort shall be made to roster officers on duty to facilitate their attendance at interview.



7.7	Selection Committee Report



The Selection Committee will be required to produce a written report on the selection process specifically detailing reasons for selection and non-selection.



7.8	Approving Officer



The Director, Employee Relations shall under delegation from the Commissioner be the Approving Officer.  Notification of successful applicants to promotional positions shall be published at the earliest possible opportunity in the Police Service Weekly.



7.9	Services Check



A check of the conduct and services of the recommended officer will be made with their supervising officer.



7.10	Right of Appeal



The parties acknowledge that a right of appeal in relation to promotional positions lies to the Government and Related Employees Appeal Tribunal (GREAT).



8.  Future Adjustments



Should there be a variation to the Crown Employees (Public Sector - Salaries January 2000) Award, made 21 March 2000, or an award replacing it during the term of this award by way of salary increase, this award shall be varied to give effect to any such salary increase, from the operative date of the variation of the former award or replacement award.



9.  Higher Duties Allowance



Special Constables (Police Band) who provide relief in positions which attract a higher rate of pay will receive payment of an allowance in compensation for the period of relief provided, subject to the following conditions:



9.1	the relieving officer performs all of the duties and assumes all of the responsibilities of the higher position.



9.2	the period of relief is not less than 5 consecutive working days in duration.

9.3	where an officer performing higher duties is required to work overtime, payment will be made at the higher rate.



9.4	the supervising officer will be responsible for substantiating that payment of the allowance is justified.



9.5	there shall be no payment of higher duties allowances arising from the operation of the 38 hour week.



10.  Doubling Allowance



10.1	Officers employed as at the date of this award who have previously been required to "double", on any musical instrument, shall be paid an allowance per annum as set out in Item 1 of Table 2 - Other Rates and Allowances, of Part B, Monetary Rates.



10.2	Following the commencement of this award, once an officer not covered by subclause 10.1 above has been required to "double", on any musical instrument, they shall be paid an allowance as set out in the said Item 1.



10.3	Provided that this allowance shall be disregarded in computing the 10% loading prescribed in Table 1 - Salaries, of Part B, Monetary Rates, and payments for overtime worked.



10.4	It is agreed that this allowance shall be subject to variation only to the extent of any variation in the "Doubling" rate prescribed by the Musicians (Live Performance) (State) Award from time to time.



11.  Hours



(a)	General



11.1	Except as provided in clause 14, the ordinary hours of duty for officers shall be an average of 38 per week or 76 per fortnight and shall be worked from Sunday to Saturday inclusive.



The hourly rate for officers shall be calculated on the basis of 1/38th.



11.2	Ordinary hours shall not exceed 8 per day and shall be worked continuously from starting time except as provided in clause 12.  Officers shall not be rostered to work broken shifts except in the public interest or on reasonable request by the Commander, NSW Police Band.



11.3	Rostered shifts of 8 hours may be arranged on the basis of 5 rostered shifts and 2 rest days in any period of a week or 10 rostered shifts and 4 rest days in any period of 2 weeks.  An officer's roster shall be arranged, as far as practicable, to allow 1 rest day on each alternate Sunday with 2 rest days comprising 1 weekend in 4.



11.4	The parties agree that changes may be made in a roster in emergent circumstances with reasonable notice and in any event with notice of at least 24 hours.



(b)	38 Hour Week Operation



11.5	The hours of duty shall be an average of 38 per week on the basis of accruing 1 day off per 20 day cycle to be taken as a block of days except where a rostered day off may be taken at the discretion of the Commissioner of Police.



11.6	The maximum accrual of days off shall be 12 working days per annum on the basis of no accrual of the 13th day during the first 4 weeks of annual leave.  In order to meet Police Service requirements and in the event of unforeseen circumstances arising, the day off may be deferred and taken at a suitable later time.



11.7	All paid ordinary working time and paid leave of absence goes towards the accrual of time for the rostered day off.  However, where extended long service, sick leave or workers' compensation paid absences occur accrual only applies to the extent necessary to enable the rostered day off immediately following resumption to be allowed.



11.8	There will be mutual co-operation at all levels to ensure that the efficiency of the Band is maintained at the pre-existing standards without additional overtime being worked.



11.9	There shall be no payment of higher duties allowances arising from the rostered day off.  There shall be no eligibility for sick leave when on rostered leave arising from the 38 hour week.



11.10	Wages and salaries will be paid into banking or other accounts.  



11.11	All restrictive work practices are to be eliminated.



12.  Meals



12.1	An officer shall be allowed an unbroken period of not less than 30 minutes in the aggregate each shift for meals.  Such time shall not be counted as time worked.



12.2	An officer shall not normally be required to work for more than 5 hours without a meal break.



12.3	An officer who actually incurs expense in purchasing a meal and has worked more than 8½ hours shall be entitled to be compensated at the rates for the payment of meal allowances prescribed from time to time by the Police Service.  Provided that where actual expenditure exceeds the rates prescribed an officer shall be entitled to a refund of amounts actually and reasonably incurred upon production of receipts.



13.  Shift Work Allowance



13.1	An officer who works the full shift of not less than 8 hours shall be paid, in addition for each shift actually worked, a shift allowance as set out in Item 2 of Table 2 - Other Rates and Allowances, of Part B, Monetary Rates.



13.2	It is agreed that shift allowances shall be subject to variation only to the extent of any variation in the same rate prescribed by the Crown Employees (Non Commissioned Police Officers 1998) Award from time to time.



14.  Flexible Rosters



Notwithstanding Clause 11 above the parties agree that where the majority of Special Constables (Police Band) agree and the Commander, NSW Police Band agrees, a trial of a flexible roster system may be implemented.  Such a trial shall be for a period of up to 6 months in the first instance, following which the parties may agree to the adoption of the flexible roster as an ongoing arrangement.



The conditions of any such trial shall be in accordance with the Parameters for Flexible Rostering, Administrative Officers and Ministerial Employees, Etc., and the Guidelines for the Taking and Recording of Leave, Etc., Administrative Officers and Ministerial Employees, Etc.



15.  Overtime



15.1	All time worked outside the ordinary hours of work prescribed by clause 11, shall be paid at the rate of time and one half for the first two hours and double time thereafter, such double time to continue until the completion of the overtime work.  Provided that an officer who works overtime on a public holiday as prescribed in clause 23, shall be paid for such time at the rate of double time for the first two hours and double time and one half thereafter.  Except as provided in this subclause, in computing overtime, each days work shall stand-alone.



15.2	Overtime shall be calculated to the nearest quarter hour provided that periods of less than a quarter hour shall not be counted.

15.3	Overtime shall be calculated on an hourly rate of pay of the annual salary.  In this regard the 10% loading is not part of annual salary and shall not be taken into account when calculating payment of overtime.



15.4	Time spent travelling shall not be calculated as overtime.



15.5	Approval to work overtime shall be obtained from the Commander, NSW Police Band.



15.6	Where two or more periods of overtime are worked on one day, then only the time actually worked shall count for the determination of the commencement of the payment of double time.



15.7	An officer may elect, subject to the convenience of the employer, to take time off in lieu of the payment of overtime.



16.  Recall to Duty



16.1	"Recall to duty" is the interference with the period of time off work between the arrival of an officer at home after the conclusion of one shift and the commencement of the next rostered shift caused by the necessity for an officer to perform duty.



A recall to duty commences when the officer commences duty (excluding travel from home) and terminates when the duty is completed (excluding travel to home) or the commencement of the next rostered shift whichever is the sooner.



16.2	An officer recalled to duty shall be paid, subject to subclause 15.6 above, for the time worked on such recall to duty between normal rostered shifts a minimum of 3 hours at the overtime rate specified above in subclause 15.1 for each time so recalled, except where such duty is continuous with the commencement of the next rostered shift.



16.3	An officer recalled to duty within 3 hours of the commencement of the next rostered shift shall be paid at the appropriate overtime rate from the time of recall to the time of the commencement of such shift.



16.4	The minimum period for the payment of overtime worked specified above in subclause 15.2 shall not apply to entitlements under this clause.



16.5	An officer who performs the duty for which recalled within the minimum period of 3 hours shall not be required to undertake any additional duty for the remainder of the 3 hour period.



16.6	An officer recalled to duty whose period of duty and travel to and from the place where the duty is performed exceeds 3 hours shall, in addition to payment for the recall to duty, be compensated at the rate specified hereafter for travelling time in clause 18 for any period of travel exceeding 2 hours.



16.7	An officer recalled to duty during any period of annual or long service leave may elect to be recredited with a full day's leave for each day or part thereof involved in the recall to duty or to be paid a minimum of 8 hours at the rate of time and one half for each such day or part thereof.



16.8	Time worked in excess of 8 hours on any recall to duty during annual or long service leave shall be compensated at the rate of double time.



16.9	Travelling time incurred in any recall to duty from annual or long service leave which exceed the minimum 8 hours granted under subclause 16.7 hereof shall be compensated at the rate of ordinary time.



16.10	An officer recalled to duty on a public holiday shall be paid in accordance with subclause 16.2 hereof.











17.  Penalty Provisions Not Cumulative



Where two or more penalty and/or overtime provisions could apply in a particular situation, the Police Service shall pay only one of such provisions.  Where the provisions are not identical, the higher or highest, as the case may be, shall apply.



18.  Travelling Time



18.1	Travelling time shall be compensated by the payment of ordinary time rates on an hour for hour basis up to a maximum of 8 hours in any period of 24 hours.



18.2	Travelling time shall mean a period spent in the movement of an officer from one locality to another where the primary objective of the journey is the movement of that officer to the latter locality and no specific task other than travelling is directed in advance to be performed by such officer during that period.



Provided that travelling time will not apply in respect of:



(i)	Any period of travel during the rostered shift of an officer or any period during which overtime accrues.



(ii)	Any period of travel between the home of an officer and place of attachment - provided further that when an officer is directed to perform duty at a location other than at the normal place of attachment, the travelling time to and from that locality which exceeds that taken in travelling between home and the place of attachment shall be compensated in terms of subclause 18.1 hereof.



(iii)	Any period when an officer is travelling by train between the hours of 11 pm and 8 am when sleeping accommodation is provided.



(iv)	Any period of travel by an officer recalled to duty in terms of subclause 16.1 above.  Provided that any officer so recalled to duty who resides at such a distance from the place to which recalled that the officer cannot reasonably travel from the place of residence, perform the duty for which recalled and return to the place of residence within the minimum of 3 hours shall be paid at ordinary time rates for all time spent travelling in connection with such recall in excess of 2 hours.



(v)	Any period between arrival of an officer at the destination or a place en route to the destination where accommodation is provided and departure from the destination or the place en route for the purpose of travelling to the destination or returning to the place of residence or the normal place of attachment.



Provided further that on the day of arrival of an officer at the destination and on the day of departure from the destination for the journey to the place of residence or normal place of attachment the officer will be compensated in terms of subclause 18.1 hereof for one third of the period:



(i)	Between the time of arrival and commencement of duty or rostered shift;



(ii)	Between the time of completion of duty or rostered shift and time of departure.



For the purpose of this subclause, any period between the hours of 6 pm and 8 am during which an employee is provided with accommodation at the destination will be disregarded.



19.  Travelling Allowance



Travelling allowance provisions shall be the same as those applying to non-commissioned police officers from time to time.



20.  Travelling to Distant Work



20.1	Where an officer performs duty at a place other than the normal place of attachment, the time taken travelling to and from such place in excess of normal travelling time between home and the place of attachment shall be compensated by payment at the rate of ordinary time.



20.2	An officer so employed shall be entitled to recover from the employer the cost of any fares in excess of those normally incurred in travelling between home and the place of attachment.



21.  Leave



The Uniform Leave Conditions for Ministerial Employees shall apply provided that full time officers shall be entitled to 6 weeks recreation leave per annum.  



As a general principal recreation leave including additional leave (if applicable) will be applied for in advance and be taken in periods of a full week only.  Whilst this general principle will apply, officers may in emergency circumstances apply in advance for leave of a lesser period than a week.  Such applications may be approved at the discretion of the officer in charge.



Consistent with the Personnel Handbook of the NSW Public Service, the parties agree that a block of two weeks recreation leave shall be taken each leave year unless insufficient paid leave is available.



22.  Additional Annual Leave



Officers shall be entitled to additional annual leave on the following basis:



Number of ordinary shifts worked on Sundays and/or Public Holidays during a qualifying period�Additional Leave��4 - 10�1 additional working day��11 - 17�2 additional working days��18 - 24�3 additional working days��25 - 31�4 additional working days��32 or more�5 additional working days��

23.  Public Holidays



23.1	An officer required to work on the days on which New Year's Day, Anniversary Day, Good Friday, Easter Saturday, Easter Monday, Anzac Day, Queen's Birthday, Labour Day, Christmas Day and Boxing Day are observed and special days appointed by proclamation as public holidays throughout the State, shall be paid at the rate of time and one half (i.e., half time in addition to the ordinary rate).



23.2	An officer rostered to take a public holiday as a rest day who is subsequently required to work a shift on that public holiday and who is not notified of such change of rostered duty at least 24 hours before the commencement of the altered shift, shall be paid for the performance of duty on that shift in lieu of being granted an alternate rest day at the overtime rate specified above in subclause 15.1.



For the purposes of this clause the ordinary rate excludes the 10% loading as defined in Table 1 - Salaries, of Part B, Monetary Rates.



24.  Introduction of New Technology



The parties agree to co-operate fully in the implementation and/or trialing of new technology which may become available to assist in the provision of band services.







25.  Introduction of Change



The parties agree to co-operate fully through the Special Constables (Police Band) Consultative Committee in the implementation and/or trialing of change in respect of the employment or organisation of Special Constables (Police Band) with the objective of ensuring the most efficient, effective and productive use of resources.



26.  Disputes/Grievance Settlement Procedure



The resolution of or settlement of disputes and/or individual grievances of employees arising throughout the life of this agreement shall be dealt with in the manner prescribed hereunder:



26.1	where a dispute/grievance arises at a particular work location, discussions including the remedy sought shall be held as soon as possible, and in any event within two working days of such notification, between the officer/s concerned and the immediate supervising officer, or other appropriate officer in the case of a grievance.



26.2	failing resolution of the issue further discussions shall take place as soon as possible, and in any event within two working days of such failure, between the individual employee/s and at their request the local Public Service Association and the Professional Officers Association Amalgamated Union of NSW delegate or workplace representative and the Commander, NSW Police Band or nominee.



26.3	if the dispute/grievance remains unresolved the employee/s, local delegate or workplace representative or Commander, NSW Police Band may refer the matter to the Commander, Police and Community Youth Clubs for discussion between the Human Resource Manager or delegate and the Public Service Association and the Professional Officers Association Amalgamated Union of NSW.  Those discussions should take place as soon as possible and in any event within two working days of such referral.



26.4	if the dispute is not resolved at that stage the matter is to be referred to the Industrial Relations Branch of the Police Service who will assume responsibility for liaising with members of the Senior Executive Service of the Police Service and the Public Service Association and Professional Officers Association Amalgamated Union of NSW and advise of the final position of the Commissioner of Police, including reasons for not implementing the remedy sought if such is the case.



The matter will only be referred to the Industrial Relations Commission of NSW if:



(i)	The final decision of the Commissioner of Police does not resolve the dispute/grievance; or 



(ii)	The final position of the Commissioner of Police is not given within five working days from the date of referral of the matter to the Industrial Relations Branch, or other agreed time frame.



At no stage during a dispute that specifically relates to any industrial agreement in force may any stoppage of work occur or any form of ban or limitation be imposed.



In cases where a dispute is premised on an issue of safety, consultation between the Association and the Industrial Relations Branch should be expedited.  The status quo shall remain until such matter is resolved.



The whole concept of a dispute settlement procedure is to resolve disputation at the level as close as possible to the source of disputation.



This procedure has been adopted to promote full and open consultation at each step of the process in an effort to promote and preserve harmonious industrial relations.



Throughout each stage parties involved should ensure that the relevant facts are clearly identified and documented.  Parties should also be committed to following the procedure with as much timeliness as possible.





27.  Special Constables (Police Band) Consultative Committee



It is intended for the purpose of this agreement to establish a forum within which matters concerning the formation of policy and procedures may be addressed.



The parties agree that members of the Committee should include 3 representatives from the NSW Police Service (one being the Commander, NSW Police Band or nominee, the second being a further nominee of the Commander, NSW Police Band, and the third being a nominee of the Commander, Police and Community Youth Clubs); a representative of the Association and 2 delegates.



This Committee shall meet on a needs basis within one week at the request of either party, or other agreed time frame.



28.  Public Interest



The parties agree that any provision of this Award may be suspended by the Commissioner of Police where emergency circumstances or the public interest require that they be varied temporarily.



The Commissioner of Police reserves the right to apply to vary, after first consulting with the Association, any of the provisions of the Award which the Commissioner considers are no longer appropriate when regard is had to similar provisions then applying to non commissioned police officers.



29.  Disciplinary Guidelines



The parties agree to continue discussions in an endeavour to establish a set of guidelines which outline the procedures to be followed with respect to disciplinary action being taken against any Special Constable (Police Band).



30.  Area, Incidence and Duration



(a)	This award shall apply to Special Constables (Police Band) who are employed by the Police Service of New South Wales as at 28 July 1997 or who are subsequently employed.  Except where inconsistent with this award, the provisions of any other existing Determination or Award will continue to apply.



(b)	This award rescinds and replaces the Crown Employees (Police Service of New South Wales Special Constables) (Police band) Award published 13 March 1998 (303 IG 1010) as varied.



(c)	The changes made to the award pursuant to the Award Review pursuant to section 19(6) of the Industrial Relations Act 1996 and Principle 26 of the Principles for Review of Awards made by the Industrial Relations Commission of NSW on 18 December (308 IG 307) and take effect on 18 July 2000.



(d)	This award shall take affect from 1 January 2000 and shall remain in force for a period of 12 months thereafter.



PART B



MONETARY RATES



Table 1 - Salaries



In addition to the salaries prescribed in Column 1, officers shall be paid a loading in accordance with Column 2 for work performed on weekends and other incidents of employment not otherwise provided for elsewhere in this award.











(a)	SPECIAL CONSTABLE (POLICE BAND)



���$ per annum

Effective from the first full pay period on or after 1.1.2000 ���Column 1 Base�Column 2 Loading (10%) �Column 3 Total��1st year of service�33,078�3,308�36,386��2nd year of service�33,670�3,367�37,037��3rd year of service�34,249�3,425�37,674��4th year of service�34,876�3,488�38,364��5th year of service�36,518�3,652�40,170��6th year of service and

thereafter�37,152�3,715�40,867��

(b)	SENIOR SPECIAL CONSTABLE (POLICE BAND)



Effective from the first full pay period on or after 1.1.2000



Senior Special Constable (Police Band)

�Column 1 Base Per annum



$�Column 2 Loading (10%) Per annum 

$�Column 3 Base Total Per annum

$��1st year of service and thereafter�38,550�3,855�42,405��

Table 2 - Other Rates and Allowances



Item

No.�Clause

No.�Subject Matter�Amount $

Effective from the first full pay period on or after 17.9.1998��1�10�Doubling Allowance�678.00 per annum��2�13�Shift Work Allowance -�Effective from the first full pay period on or after 1.1.2000���Shift�Shift Commencing Time����A

B

C

C�At or after 1 pm and before 4 pm

At or after 4 pm and before 4 am

At or after 10 am and before 1 pm

At or after 4 am and before 6 am�22.33

26.05

14.88

14.88��





P. J. SAMS  D.P.







____________________







Printed by the authority of the Industrial Registrar.
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1.2	Title - This Award will be referred to as the City of Sydney Wages/Salary Award 1998.



2.  Purpose



2.1	The purpose of this Award is to consolidate the Council’s existing awards into a single award which set outs the conditions and entitlements for employees in plain English.



3.  Application and Operation



3.1	This Award is binding on the Council, all employees of Council and the following industrial organisations;



•	Federated Municipal and Shire Council Employee's Union of Australia (New South Wales Division)

•	Electrical Trades Union of Australia (New South Wales Branch)

•	Automotive Foods Metal Engineering Printing Kindred Industries Union (New South Wales Branch)

•	The Local Government Engineers' Association of New South Wales

•	The Environmental Health and Building Surveyors Association of New South Wales.



3.2	This Award replaces the provisions of the:



The City of Sydney Wages/Salary Award 1998 published 5 November 1999 (311 I.G. 1034), as varied.



3.3	Preservation of Entitlements -



(a)	Having regard to the purpose of this Award, the parties to this Award shall ensure that any disputes concerning the interpretation of this Award will be determined in a manner that, as far as practicable, preserves the pre-existing entitlements of employees.



(b)	Where the parties to this Award determine that the pre-existing entitlements have not been included in this consolidated Award or that the pre-existing entitlements have been inadvertently varied by this Award, the parties or either party will apply to the Industrial Relations Commission of New South Wales to have the Award varied to ensure the preservation of pre-existing entitlements.



(c)	To avoid any uncertainty, "pre-existing entitlements" in subclause 3.3(a) and (b) refer, to the conditions and entitlements of employees under the industrial instruments noted in subclause 3.2.



3.4	Operation and Duration of Award - The award published 5 November 1999 came into operation on 18 November 1998 and shall remain in force for a period of 3 years. 



The changes made to the award pursuant to the award Review pursuant to section 19(6) of the Industrial Relations Act 1996 and principle 26 of the Principles for Review of Awards made by the Industrial Relations Commission of New South Wales on 18 December 1998 (308 I.G. 307) take effect on 30 May 2001.



3.5	For the purposes of previous Awards, the City of Sydney Act 1988 refers to the staffing arrangements for the transfer of employees between the Council of the City of Sydney and the City of South Sydney Council.



4.  Definitions



Afternoon Shift - means ordinary daily working hours which finish after 8.00 pm and at or before midnight, Monday to Friday, inclusive, except a public holiday.



Casual Employee - is defined in Part 2, Clause 5.4.



Continuous Work - means work carried on with consecutive shifts of employees throughout 24)hours for at least six consecutive days without interruption, except during breakdowns, or meal breaks, or due to unavoidable causes beyond the control of the employer.



Council - means the Council of the City of Sydney and includes the General Manager or any person authorised by the General Manager to act on Council’s behalf.



Dismissal - means termination of the services of an employee for reasons of serious misconduct or breach of discipline.



Medical Retirement - means termination of service with the Council on account of a medical condition as referred to in Part 2, subclause 5.11.

Morning Shift - means ordinary daily working hours which commence after 4.00 am Monday to Friday, inclusive, except public holidays and before 5.30am.



Night Shift - means ordinary daily working hours which finish subsequent to midnight and at or before 8.00am Monday to Friday inclusive except public holidays.



Part-time Employment - is defined in Part 2, Clause 5.2.



Public Holiday Shift - means the ordinary daily working hours of a shift where the major portion falls on a public holiday.



Resignation - means voluntary termination of employment by the employee in accordance with this Award.



Saturday Shift - means ordinary daily working hours the major portion of which falls between midnight Friday and midnight Saturday.



Shift Work - means work performed during ordinary working hours in continuous morning, afternoon, night shifts, rotating shifts or in rostered shifts which include a Saturday or Sunday.



Substantive Rate - means the rate of pay to which an employee is appointed to the service of the Council of the City of Sydney. 



Sunday Shift - means ordinary daily working hours the major portion of which falls between midnight Saturday and midnight Sunday.



Temporary Employment - is defined in Part 2, clause 5.3.



Union - means an Industrial Organisation of employees which is party to this Award and which covers the particular employee/s concerned in the service of the Council of the City of Sydney. 



NOTE: All other issues are defined as they are drafted in the relevant clauses of this Award.



Part Two - Employment Arrangements



5.  Terms of Employment



Employment will be on either a full-time, part-time, temporary or casual basis.



5.1	Full-Time Employment - A full-time employee is permanently employed in accordance with the working hour arrangements specified in this clause and in the Wages Division Section 2 - clause 29 or the Salaried Division Section 3, clause 37.



5.2	Part-time Employment



5.2.1	A part-time employee is permanently employed on a regular number of hours which are less than the full-time ordinary hours.



5.2.2	Prior to commencing part-time work the employer and employee must agree:



(a)	that the employee will work part-time; and



(b)	hours, days and start/finishing times; and



(c)	the nature of the work to be performed.



5.2.3	A part-time employee may work more than their regular number of hours at their ordinary hourly rate by agreement.



5.2.4	Part-time working agreements may be varied in consultation with the employee, and will be stated in writing with the original retained by Council and a copy provided to the employee.



5.2.5	Part-time employees will receive all the conditions prescribed by this Award on a pro-rata basis of the regular hours worked.  An adjustment to accrued leave entitlements may be required at the conclusion of each service year based on the proportion of actual hours worked.



5.2.6	A part-time employee will be paid for public holiday(s) falling on a day(s) which they would normally have been required to work, and will be paid for the hours normally worked on that day.



5.2.7	The Council shall advise the Secretary of the Union or Unions concerned in advance, of its intention to employ an employee/s in accordance with the provisions of this Clause and the area and anticipated duration of such employment.



Note: 	For further information see Wages Division Section 2 - clause 30 and Salaried Division Section 3 - clause 36.



5.3	Temporary Employment - If a position is vacant or the holder of the position is sick or absent, Council may appoint a person to the position temporarily. Temporary appointments will not continue for more than 12 months in accordance with the Local Government Act 1993.



5.4	Casual Employment -



5.4.1	A casual employee is engaged on a day to day basis, works intermittently in relieving work or work of a casual and/or unexpected nature, and is paid by the hour.



5.4.2	A casual employee is not entitled to any leave provided for in this Award (whether paid or unpaid), or payment for a public holiday(s) falling on a day which would normally have been required to work.



5.4.3	A casual employee will be paid the hourly rate prescribed for the classification in which they are employed. This hourly rate will be calculated by dividing the substantive rate of pay for the position (as provided by this Award) by the standard working hours. 



5.4.4	The rates prescribed in paragraph 5.4.3 shall be inclusive of an allowance or loading for annual holidays, sick leave, public holidays and the temporary nature of employment, and an employee engaged under this subclause, shall not be entitled to any additional payment for annual holidays, sick leave or public holidays prescribed by the Award.



Note:	For the applicable casual loading see Wages Division Section 2, clause 30 or Salaried Division Section 3, clause 36.



5.5	Appointment -



5.5.1	Permanent appointment to Council will be subject to a medical examination to assess medical fitness by a qualified medical practitioner nominated by Council. The medical examination will be at Council’s expense.



5.5.2	Prior to appointment to a permanent, temporary or casual position, an employee shall produce evidence of:



(a)	date of birth (i.e., birth certificate), together with evidence of any subsequent change of name as may be satisfactory to Council;



(b)	Australian Citizenship or permanent residency or a current visa that permits them to work within Australia by way of a passport.



5.5.3	Record starting and ceasing times, if required by Council, in an attendance register or other attendance recording system.



5.5.4	Transfer of Employees - All employees covered by this Award may be employed in any part or location of Council’s organisation as may exist from time to time to meet operational and customer service needs.



5.5.5	Workplace Flexibility -



(a)	All employees will be required to participate in the full range of related work activities within their respective classifications provided they have received training where relevant, and are considered by Council to be competent to participate in the required activities.  



(b)	Further, an employee will perform work within the ambit of their profession, vocation, trade or calling, as may from time to time be required by the Council.   Employees may be required to perform other functions/duties applicable to lower paid positions. 



(c)	All job advertisements will carry an appropriate condition which will encompass the above.



5.5.6	Appointment to a Higher Position - An employee, who is appointed to a position in a higher salary band and who, to convenience Council, is prevented from taking up the appointment for a period of 14 days, dating from and inclusive of the date of appointment, shall be paid the higher rate as and from the 15th day of such appointment.



5.5.7	Promotion -



(a)	Movement from position to position will be subject to vacancies and will be on the basis of merit by means of competitive selection process as detailed in Council’s Recruitment and Selection Policy.



(b)	The filling of all advertised vacancies whether by internal or external appointment will be on the basis of merit.



5.6	Probation - The probationary period will allow Council to ascertain whether the appointee's work performance meets the standards required. The period of probation for initial appointments will be up to 6 months.



5.7	Notice of Resignation - Unless otherwise provided, an employee will give to the Council the following notice of termination of employment:



(a)	less than 1 year’s service - 1 week's notice; or



(b)	1 year or more year’s service - 2 week's notice; or



(c)	by agreement, for a lesser period.



5.8	Notice of Termination - 



5.8.1	Unless otherwise provided, Council will give to the employee the following notice of termination of employment:



(a)	less than 1 year’s service - 1 week's notice; or



(b)	1 year or more year’s service - 2 week's notice; or



(c)	by agreement, for a lesser period.



5.8.2	In any case where it has been established to the satisfaction of Council that an employee has been guilty of serious misconduct or breach of discipline, Council may, subject to the provisions of the Local Government Act 1993 as amended and the New South Wales Industrial Relations Act 1996 as amended, or any successor legislation dismiss without notice, suspend the employee for a period not exceeding 1 ordinary working week, regress the employee to a lower pay rate and/or demote the employee either permanently or for a specified period.



5.9	Discipline



5.9.1	Where an employee’s work performance or conduct is considered unsatisfactory and/or unacceptable to Council, discipline procedures will be promptly implemented.  Council’s Discipline Policy and Procedures will be followed in all such cases.



5.9.2	In summary, Council’s Discipline Policy and Procedures provides for a step by step formal warning system.  This system will provide all parties with the opportunity to:



(a)	identify and discuss problems;



(b)	respond to allegations with the support and assistance of their Union



(c)	rectify the problem; and



(d)	provide warnings on a verbal and/or written basis as required.



5.9.3	Suspension of an Employee -



(a)	At any stage during this procedure Council may immediately suspend an employee without pay for a period not exceeding one ordinary working week;



(b)	Suspension from duty does not affect continuity of service or the purposes of accruing leave entitlements;



(c)	If after investigation, the reasons for suspension are found to be inappropriate, the employee will not suffer any loss of pay for the period of suspension.



5.9.4	At any time during this procedure Council will be entitled to regress the employee to a lower salary rate and/or demote the said employee to a lower paid position.



5.9.5	Nothing in this clause prevents Council from terminating an employee’s service in accordance with clause 5.8 Notice of Termination and Dismissal of this Award.



5.9.6	Council or the employee may request the presence of a Union representative at any stage in the above procedures.



5.9.7	This procedure shall not affect either party’s right to institute the Dispute Settlement Procedures set out in clause 25 of this Award, or to notify the Industrial Registrar as to the existence of an industrial dispute.



5.9.8	Employees can have access to their personal files, and may take notes and/or obtain copies of the contents of the file.



5.9.9	In the event that an employee is of the opinion that any disciplinary or other record contained on their personal file is incorrect, out of date, incomplete or misleading, the employee may make application to the general manager for the deletion or appropriate amendment of such record. 



5.9.10	These provisions do not affect the rights of the Council to take other disciplinary action before and/or during the above procedures in cases of misconduct or where the employee’s performance warrants such action.



5.10	Payment of Employees



NOTE:	For further information see Wages Division Section 2 - clause 30 or Salaried Division Section 3 - clause 36



5.10.1	Account Maintenance -



(a)	The rates of pay in Section 4 - Appendix 1 of this Award include an annualised amount of $10-00 per annum to cover the cost of maintaining a bank account for the purposes of direct banking of payroll. 



(b)	All net pays will be deposited into the employee nominated account at a mutually agreed financial institution



(c)	Council reserves the right to limit the definition and number(s) of financial institutions which can be nominated



(d)	Employees must supply full and complete details of the nominated account to the Council prior to the Wednesday before the next payday.



(e)	Time off during normal working hours will not be required by employees, or authorised by Council for the purpose of obtaining cash or otherwise attending to the accounts at the nominated financial institution.



5.10.2	Averaging Pay System -



(a)	In accordance with clause 6, Hours of Work, of this Award and other related clauses, the following provisions shall apply notwithstanding any other provisions of this Award. See Appendix 5 for table of 9-day fortnight and 19 day month pay systems.



(b)	The objective of the averaging pay system is to pay the employee the same average pay for the same average hours worked per pay period. 



See clause 6 - Hours of Work for further reference.



(c)	The extra hours the employee works in excess of the standard working hours shall be accrued as a "credit". This "credit" shall be accumulated as offsets against payments in the period of their pay cycle.



(d)	The "credit" will continue to accrue for where an employee is absent from work on any approved paid leave.



(e)	The credit will not continue where an employee is absent from work due to any type of unpaid leave.



(f)	In the case of an employee whose employment terminates on a day other than the last day of a work cycle and who has been paid under an averaging system of payment, the net amount of any wages due to owing by such employee shall be calculated by bringing into account any debits and any credits in respect of such employee during the work cycle in which the termination of employment occurs.



5.10.3	Payroll Deductions - Council may make payroll deductions as authorised in writing by the employee, or in accordance with any court, legislative, Australian Tax Office or other valid order imposing a legal obligation on Council to comply. 







5.11	Medical Retirement - In any case where the Council, after having had an employee examined by 2 qualified medical practitioners, 1 of whom shall be a specialist and the other such medical practitioner as may be nominated by the Council, is satisfied that the employee is permanently medically unfit, by reason of illness or injury to continue in employment, the Council may retire the employee from service (refer to Clause 17 for associated sick leave benefits).



5.12	Uniforms and Clothing -



(a)	Where Council requires an employee to wear a uniform during the course of employment, the Council shall pay the cost of such a uniform.



(b)	In any case where an employee is engaged in any employment, the conduct of which is likely to cause abnormal wear or damage to the employee’s personal clothing in which connection the decision of the Council shall be final, the Council shall provide and pay the cost of protective clothing.  The style, nature, quality and quantity of such clothing shall be determined by the Council.



(c)	Where Council has provided an employee with safety protective clothing, including safety footwear, equipment or other articles, irrespective of whether or not such clothing, equipment or other articles, were issued under the provisions of this clause, the employee shall wear or use them in such a way as to achieve the purpose for which they were supplied, which requirement shall be a condition of employment.  In addition the employee shall replace or pay for any such clothing, equipment or other articles if lost or damaged through the employee’s misuse or negligence in regard of which the General Manager’s decision shall be final.



(d)	All employee will comply with safety regulations and wear all safety equipment or clothing issues by Council at all times and in accordance with the approved and stated policy of the Council’s Occupational Health and Safety Committee.



(e)	An employee who does not comply with the provisions of this clause will be dealt with in as follows:



the employee concerned will not be permitted to commence work, and will be sent home to collect the clothing. No pay will be provided for the period the employee is not at work.



If an employee persistently breaches the provisions of this clause, the employee will be subject to the disciplinary action in accordance with the relevant provisions of the Council’s disciplinary policy.



6.  Hours of Work



NOTE: For particular application of this clause see Wages Division Section 2, clause 29 or Salaried Division Section 3, clause 37.



6.1	Hours of work will be determined mutually between the parties under the following arrangements:



(a)	38 hours per week Monday to Friday inclusive - 152 hours over a 4 week period; or



(b)	36.25 hours per week Monday to Friday inclusive.



6.2	The above working hours options may be utilised in accordance with the following options as they apply to particular classifications.



(a)	Flexible Working Arrangements (Salaried Division only see Section 3 - clause 37.1)



(b)	19 Day Month - (See Appendix 5 for further information)





An average of 38 hours per week on the basis of 152 hours within a work cycle not exceeding 28 consecutive days, on 19 working days on week days of eight hours each continuously; or

An average of 36.25 hours on the basis of 145 hours within a work cycle not exceeding 28 consecutive days, on 19 working days on week days of 7.63 hours each continuously except for meal breaks at the discretion of Council, or as otherwise agreed between the parties



(c)	9 Day Fortnight - (Salaried Division only see Section 3, clause 37.2)



6.3	Spread of Hours - The ordinary spread of hours will be between 6.00 am and 8.00 pm Monday to Friday inclusive, exceptions to this spread are listed below. Note that the ordinary spread of hours can only be varied by agreement between the parties.  



The exceptions are as follows:



Refuse Collection; not Street Sweeping, from 5.30 am and 8.00 pm



Library Division; from 6.00 am and 9.00 pm



6.4	Shift Work and Penalty Rates



6.4.1	The ordinary daily working hours of a shift worker shall not exceed 76 hours per fortnight to be worked as rostered, Monday to Sunday inclusive, provided they will not be required to work:



(a)	more than 11 shifts in 14 consecutive days without payment of overtime, except for South Sydney City Employees; or



(b)	broken shifts.



NOTE: For further information on previous South Sydney City Council employees see Wages Division Section 2 - clause 29.



6.4.2	Shift workers will be provided with an interval of at least 8 hours between the termination of any shift and the commencement of the next succeeding shift.  



6.4.3	Subclause 6.4.2 will not apply to former Municipality of South Sydney employees who shall be provided with an interval of at least 10 hours between the termination of any shift and the commencement of the next succeeding shift.



6.4.4	In order to meet the needs and requirements of the industry, the Council, by mutual agreement with the Union concerned, may introduce shift work and may transfer employees between shift and day work arrangements as needed to meet operational and customer service needs. 



This transfer is subject to:



(a)	an employee who is engaged on day work, and required by Council to transfer to shift work, will be paid an additional 50% penalty, or the appropriate shift penalty whichever is the greater, for all shifts worked in the first week after the transfer; and



(b)	in the event of a dispute as to the necessity to introduce such work, the dispute resolution procedures of this Award shall be implemented.



6.4.5	Council must give a rostered shift worker (other than a shift worker rostered for relief work) at least 48 hours clear notice of a change of roster arrangements.  If such notice is not given, the employee will be paid an additional 100% penalty for the first shift worked on the altered roster.



6.4.6	Except in cases of emergency (to be determined by Council), starting and ceasing times of employees will not be altered without first giving 7 days notice to the relevant Union.



6.4.7	Penalty Rates - The following shift penalty rates will be payable, note this clause is to be read in conjunction with clause 4, Definitions:



(a)	Rotating Shifts



Morning shift	Monday to Friday inclusive	Ordinary rate + 15%

Afternoon shift	Monday to Friday inclusive	Ordinary rate + 15%

Night shift	Monday to Friday inclusive	Ordinary rate + 15%



(b)	Permanent Shifts



Morning shift	Monday to Friday inclusive	Ordinary rate + 15%

Afternoon shift	Monday to Friday inclusive	Ordinary rate + 15%

Night shift	Monday to Friday inclusive	Ordinary rate + 30%



(c)	Weekend and Public Holiday Shifts



Saturday shift	Ordinary rates + 50%

Sunday shift	Ordinary rates + 100%

Public Holiday shift	Ordinary rates + 100%



(d)	Prescribed 32 Hour Week Shift Workers



Permanent Night shift 	Monday-Friday inclusive 	Ordinary rates +11.5%

Saturday shift	Ordinary rates + 25%

Sunday shift	Ordinary rates + 75%

Public Holiday shift	Ordinary rates + 100%



6.4.8	Payment of Shift Penalty Rates - Shift penalty rates will be paid, where possible, as an averaged annual amount to provide employees working shift work with a standardised pay outcome per pay period.



6.4.9	Transfer between Shifts



(a)	Except as provided for in paragraph (b) of this subclause, an employee engaged on day work who is required, by Council, to transfer to shiftwork shall be paid for all morning, afternoon and night shifts worked in the first week of transfer at the following penalty rates if transferred to a:



38 hour week roster - ordinary rates plus 50%.



32 hour week roster - ordinary rates plus 25%.



(b)	An employee engaged in day work, transferred to shiftwork at their own request, or as a result of having applied for and obtained a position involving shiftwork, shall not be entitled to additional payments described in this sub-clause.



6.5	Attendance -



6.5.1	Notification of Absence - An employee, who does not report for duty an any day for any reason, shall, as soon as practicable after normal starting time on that day, notify the Council or its authorised representative as to the reason for and prospective duration of their absence.



6.5.2	Absent Without Reasonable Cause - Where an employee is absent from duty without reasonable excuse, Council may make deductions from salary to recover for the time lost.



6.5.3	Abandonment of Employment - Where an employee is absent from duty without permission for a continuous period of 2 normal working weeks, and fails to provide a satisfactory explanation for the absence, the employee will be deemed to have terminated their employment by resignation with effect from the first day of the absence.

6.6	Voluntary work - The following work, performed at any time outside the ordinary hours of work, at the option and discretion of an employee engaged in or in connection with the supervision and control of children in a playground, shall be regarded as voluntary work and will not involve Council in the payment of additional salary, overtime or other payment prescribed in this Award:



(a)	accompanying or training children engaged in sporting activities;



(b)	accompanying children on swimming, camping or any other similar expeditions or outings;



(c)	attending social functions at any playground including voluntary attendance at evening clubs;



(d)	any such similar activities as may be agreed between Council and the employee.



7.  Local Workplace Agreements



7.1	The parties agree to review operations at the workplace level on an ongoing basis with the view to providing enhanced flexibility and efficiency.



7.2	In agreement with employees and their representative unions, the City may establish Local Workplace Agreements (LWA) particular to a specific site or group of employees to provide improved flexibility and efficiency.



7.3	An LWA may be negotiated to provide for different conditions of employment that are provided for in the City's Industrial Agreements and Awards.  As an example a LWA may change issues relating to: hours of work, shiftwork, overtime, on call, meal breaks, and allowance payments.



7.4	An LWA may provide for different conditions of employment where the following requirements have been complied with:



•	employees are not disadvantaged when the LWA is viewed as a whole;



•	the majority of employees affected agree after taking all views into consideration, including the need to maintain effective working relationships;



•	the appropriate Union has been advised prior to commencement of discussions with the employees concerned;



•	the LWA is not contrary to any law or other Enterprise Agreement and does not jeopardise safety;



•	the hours of work cannot be altered so that they exceed the maximum number of ordinary hours allowed under the Industrial Relations Act;



•	the LWA will improve efficiency and/or customer service and/or job satisfaction.



7.5	LWA's will be productivity-based. Existing Award provisions will apply unless expressly varied by such an Agreement.



7.6	LWA's may provide for improvements in remuneration and/or conditions linked to productivity improvements.



7.7	LWA's will be by consent, between employees, the City and the relevant Union(s), where the parties shall commit in writing and include a date of operation and expiration. Affected employees will be given the opportunity to vote on any Agreement proposed by the relevant union(s). In order for the LWA to be accepted, a majority (ie 50% + 1) of employees party to the LWA must vote in favour of it.



7.8	All LWA’S that have been accepted as per subclause 7.7 will be registered with the NSW Industrial Relations Commission.



8.  Public Holidays



8.1	Prescribed Days - The following days shall be observed as holidays and will be paid at ordinary daily rates of pay under this Award:



•	New Years Day

•	Australia Day

•	Annual Picnic Day of the Federated Municipal and Shire Council Employees’ Union of Australia, New South Wales Division (see clause 9.2 for other Unions)

•	Good Friday

•	Easter Monday

•	Anzac Day

•	Queen’s Birthday

•	Labor Day

•	Christmas Day

•	Boxing Day; and other holidays proclaimed by New South Wales or Federal Governments



8.2	Annual Picnic Day -



8.2.1	The Annual Picnic Day as advised by the Federated Municipal and Shire Council Employees’ Union of Australia, New South Wales Division, will be the same day for all employees and other respondent unions.



8.2.2	Proof of attendance for the annual picnic may be required by Council for payment for the day to be made (e.g. union listing, produce ticket butt).



8.3	Higher Duties - Where an employee has performed the duties of a higher position for the full day preceding or following a holiday, the employee will be paid for the holiday at the higher rate.



Note:	For further information see Wages Division Section 2, clause 34 or Salaried Division Section 3, clause 41.



8.4	Absent Without Pay - An employee who is absent without pay on the working days immediately before and after a holiday will not be entitled to payment for the holiday.



8.5	Day Off - Where a public holiday falls on a ‘day off’ for a shift worker, or on a ‘day off’ Monday to Friday inclusive for an employee whose ordinary working hours include a Saturday or Sunday, the employee will be paid an ordinary days pay.



8.6	Accrued Public Holidays Days - Where a shift worker, or an employee whose ordinary working hours include a Saturday or Sunday is rostered to work, and works an ordinary shift on a public holiday, or is rostered off duty on a public holiday (except when on annual or long service leave) will be entitled to a days leave, or the hourly equivalent thereof. The accrual and taking of these days will be recorded and managed locally between supervisors and staff.



9.  Overtime



9.1	Requirement To Work Reasonable Overtime - Council may require an employee to work reasonable overtime in order to meet the needs and requirements of the industry, including work on Saturdays, Sundays and public holidays or shift work as necessary.



9.2	Minimum break -



9.2.1	Overtime will be arranged so that the employee has at least 10 consecutive hours off duty between the ordinary working hours of successive days.



9.2.2	If not on completion of such overtime the employee should be released off duty without loss of pay until he or she has had the 10 consecutive hours or alternatively, be paid at double ordinary rates per hour or part thereof until such time as the period of 10 consecutive hours is granted.



9.2.3	Where the day preceding the completion of overtime is not an ordinary working day, the employee will be deemed to have ceased duty on that day at what otherwise would have been the normal ceasing time.



9.3	Eligibility for Overtime -



9.3.1	Monday to Friday -



NOTE: For further information on eligibility for Monday to Friday overtime see Wages Division Section 2, clause 31 or Salaried Division Section 3, clause 38.



9.3.2	Saturday - Time and a half ordinary rates per hour or part thereof for the first two hours and double time thereafter, provided that all overtime worked after 12 noon on Saturday will be paid at double time;



9.3.3	Sunday - All overtime at double ordinary rates per hour or part thereof.



9.3.4	Time Off In Lieu - Consistent with this clause, eligible employees may choose whether to be paid for the overtime or to take time off in lieu. Time off in lieu will be taken within a calender month with the exception that occasions occurring within the last week of the month will be carried forward to the next month. Other arrangements may be made by mutual agreement between the employee and their supervisor.



9.4	Public Holidays -



9.4.1	Double ordinary rate per hour or part thereof, in addition to the employee’s full days pay for such holiday, where the time worked falls within the normal working hours were the day not a Public Holiday.  Overtime worked outside these hours on a public holiday will be paid at treble ordinary rates.



9.4.2	Where the major portion of a period of overtime extends into a Sunday or a Public Holiday, the whole of that overtime period will be paid at the Sunday or Public Holiday overtime rates.



9.5	Continuous Overtime - Overtime worked, on any one day, whether in broken periods or otherwise will be regarded as continuous.



9.6	Call Back to Work - An employee who has ceased work and returned home, will, if required to resume and cease work before their next normal starting time, receive a minimum payment, inclusive of travelling time, equivalent to 4 hours work at appropriate overtime rates whether required to work for four hours or not.



9.7	Transport - If overtime finishes at an hour when the usual means of transport to the employee’s home are not available, Council will provide or pay for suitable transport direct to the employee’s home.



9.8	Overtime For Shift Workers -



9.8.1	Except as provided, all overtime worked by a shift worker, either before or after and in extension of their ordinary daily working hours, will be paid for as follows:



(a)	Monday to Saturday ( inclusive) - One and a half times the ordinary rate per hour or part thereof for the first 2 hours and double time thereafter. Provided that all overtime worked after 12 noon on Saturday will be double time.



(b)	Sundays - All overtime at double time per hour or part thereof.

(c)	Public Holidays - All overtime worked, as prescribed in this paragraph, on a Public Holiday will be paid at two and a half times the ordinary rate.



9.8.2	Overtime on a "Day Off"- A shift worker required to work overtime on a ‘day off’ under a roster system, or who has ceased work and is called out to work overtime which commences and terminates before their next normal starting time, will be paid for such overtime at double time per hour or part thereof.



9.8.3	Ordinary Working Hours on a Public Holiday - Time worked by a shift worker on a Public Holiday during what would otherwise be ordinary working hours will not be regarded as overtime and will be paid for at appropriate penalty rates.



NOTE:	For further information see Wages Division Section 2, clause 31 or Salaried Division Section 3, clause 38.



10.  Meal and Crib Breaks



10.1	Meal and Crib Breaks -



10.1.1	Ordinary Working Hours



(a)	Except as provided, the Council will grant an unpaid meal break of 45 minutes during ordinary daily working hours, to be taken as directed.



(b)	An employee will only be required to work continuously for more than 5 hours without a meal or crib break in cases of extreme emergency, and in these instances will be paid at double ordinary rates for all ordinary working time worked after the expiry of the 5 hour period until such break is granted, or until normal ceasing time whichever is the earlier.



(c)	An employee required to commence ordinary working hours between 5.30 am and 6.00 am (both inclusive) will be granted a crib break of 15 minutes duration before 9.00 am, to count as ordinary time worked, and taken as directed



NOTE:	For further information see Wages Division Section 2, clause 33 or Salaried Division Section 3, clause 39.



10. Meal and Crib Breaks



10.1.2	Shiftwork -



(a)	An employee on continuous work, will be granted a crib break of 30 minutes per shift and an employee on shift work other than continuous work, will be granted a crib break of similar duration in each morning, afternoon, night, Saturday, Sunday and holiday shift exceeding 5 hours duration.  



(b)	Crib breaks will be taken as directed, will be part of ordinary working hours, and will be paid for at the rate applicable to the shift upon which the employee is engaged.



10.1.3	Overtime -



(a)	An employee directed to work a period of overtime which adjoins the employee’s ordinary working time and extends for 2 hours or more, will be granted a crib break of twenty minutes each 2 hours of such overtime, to be taken as directed, and paid at the overtime rate applicable.  



(b)	Overtime worked before and after normal ceasing time will not be regarded as continuous for the purposes of this clause, and an employee will not be entitled to payment for crib time unless the employee is required to continue working after having taken such crib time.



(c)	An employee directed to work overtime which commences and ceases outside ordinary working hours, or falls on any day which is not an ordinary working day, will be granted a crib break of 20 minutes upon the completion of each four hours of such overtime, which if the employee is required to continue working after such crib break, will be paid for at the overtime rate applicable.



(d)	Council may direct any employee who becomes entitled to more than 1 crib break, to take the crib breaks in either separate or consecutive periods, but will not require the employee to work continuously for more than five hours without a crib break.



(e)	In the case where the needs and requirements of the work so permit, the Council, if requested by an employee engaged on overtime, may extend the duration of any crib break to which the employee has become entitled, for a period not exceeding 1 hour to be taken as directed by Council.  If the employee takes such a break then Council shall not be liable for any time taken in excess of 20 minutes, nor shall such excess time count as time worked.



(f)	Except as provided above, crib breaks shall be treated in the calculation of overtime, as part of the time worked.



11.  Occupational Health and Safety in the Workplace



11.1	Occupational Health and Safety -



11.1.1	The parties to this Award endorse an on-going commitment to the provision of a safe and healthy work environment, and will continue to work cooperatively through the Occupational Health and Safety (OH&S) Committee and other workplace consultative committees.



11.1.2	Council will continue to address hazards in the workplace through the implementation of an OH&S plan, which will identify, assess and control workplace hazards through consultation with employees and management.  



11.1.3	Council will provide safe systems of work and all employees will comply with those safe systems of work and use the plant, equipment and protective clothing provided safely and in the manner for which it is intended.  Employees will carry out their work in accordance with safe systems of work as stipulated by their manager and Council Occupational Health and Safety policies and procedures.



11.1.4	Council and all employees will comply with Occupational Health and Safety legislation, codes of practice, Australian Standards and Council policies and procedures to ensure a safe and healthy workplace.



11.1.5	The parties to this Award are committed to resolving disputes over occupational health and safety in accordance with the disputes settlement procedures (Section 1, clause 25).



11.2	Rehabilitation



11.2.1	Council will provide and resource a workplace based rehabilitation program and Rehabilitation Coordinator in accordance with WorkCover statutory requirements.



11.2.2	Council’s Rehabilitation Program will ensure that rehabilitation commences as soon as practicable following injury or illness and will ensure that appropriate duties are provided to assist in an early return to work.  Participation in a rehabilitation program will not prejudice an employee.



11.2.3	Employees are required to formally notify Council of any injury or illness as soon as possible and must provide accurate information regarding their illness or injury.  Employees must attend any medical or rehabilitation assessments and are required to cooperate with Council to facilitate the achievement of rehabilitation objectives for both themselves and their co-workers.

11.3	First Aid Officers - Council must ensure that sufficient First Aid Officers are nominated in each work area to cover all shift and variable working arrangements.



Part Three - Allowances



12.  Higher Duties Allowance



12.1	An employee required to perform the duties of a position at a salary rate higher than the employee's substantive position, will be paid the difference between their normal salary and the base rate of the position in the higher salary (in addition to the employee's normal salary)



12.2	Permanent Appointment and Higher Grade Duties Acting - Excepting in cases where the higher grade is vacant because of Sick Leave, Long Service Leave, or approved leave without pay, Council, in any case where an employee has been required to act in a vacant position in a higher salary band for a period of three months, will take the necessary steps to make a permanent appointment to such position. 



NOTE:	For further information see Wages Division Section 2, clause 34 or Salaried Division Section 3, clause 41.



13.  Meal Allowance



13.1	An employee required to work a continuous period of overtime will be paid a meal allowance as follows:



(a)	Overtime in continuance of ordinary working hours:



$6.00 on completion of 2 hours;



a further $6.00 on completion of 4 hours; and 



a further $6.00 on completion of each 4 hours thereafter.



(b)	Overtime which commences and terminates outside ordinary working hours: 



$6-00 on completion of 4 hours; and 



a further $6-00 on completion of each 4 hours thereafter.



13.2	An employee required to work overtime in connection with a meeting of the Council or a Committee of the Council beyond 5.45 pm on any day, Monday to Friday inclusive, will be paid a meal allowance of $6.00 but will not be entitled to a further meal allowance until the completion four hours overtime.



13.3	Continuity of Overtime - For the purposes of this clause:



(a)	a crib break or a meal break is not an interruption to the continuity of overtime.



(b)	overtime worked before and after normal starting and ceasing time in extension of ordinary working hours will not be regarded as continuous.



NOTE:	For further information see Wages Division Section 2, clause 31 or Salaried Division Section 3, clause 38.



14.  General Allowances



14.1	Annualisation of General Allowances and Conditions Money - By agreement of the majority of employees in a designated work group, general allowances and conditions money may be annualised into rates of pay. Those allowances are detailed in this Clause and in Appendix 3 to this Award, as previously provided for in:



industrial agreements; and



Clause 9 of the previous Council of the City of Sydney (Wages Division - Wages and Conditions) Award; and 



Clause 10 of the previous Council of the City of Sydney (Salaried Division - Salaries and Conditions) Award;



as they apply to the workplace and work practices at the time of implementation of this Award.



14.2	On-Call Allowance - An employee on call is required to be available for emergency and/or breakdown work at all times, outside the employee’s ordinary working hours, with the following conditions:



(a)	when on call the employee is required, upon receiving a call out, to proceed directly to and from the job;



(b)	when on call the employee will be contactable, and physically able to respond to a call within a reasonable time considering the nature of being on call for emergency and breakdown situations;



(c)	an employee on call will not be required to be constantly available beyond a period of 4 weeks where other employees are available.  Where other employees are not available, the employee concerned will have at least 1 weekend (2 consecutive days) off duty in each period of 4 weeks, without reduction of the allowance paid;



(d)	a call out is that period from the time the employee receives a call(s), to the time the employee ceases work in connection with such call(s) and arrives at home or other authorised place, and includes the work involved in any further call(s) for service which the employee may receive whilst out on duty or upon arrival at home or such other authorised place, the recording of information relating to the work, and all other actions necessary to satisfactorily complete the work;



(e)	on call shall not include periods of pre-arranged overtime;



(f)	an employee required to work during the 8 hours immediately preceding their usual starting time, may defer the starting time by a period up to the actual time worked;



(g)	the payment of this allowance will be calculated on a daily basis.  Where the on-call requirement covers more than 1 day the majority of the day on which the call out occurs will form the basis for payment.



(h)	the on call allowance will be $6.00 per day Monday to Friday, and $12.00 on Saturday, Sunday and Public Holidays;



(i)	in addition to the prescribed allowance, the employee will be paid double ordinary rates for the time required to complete each call-out, with a minimum of 1 hour for each call out;



(j)	where the employee is required to work on a roster, the allowance will be divided by the proportion of the number of weeks on duty in any rolling period and paid in equal amounts for each week in such period; provided that an employee who is required to perform extra duty at any time during the employee’s usual rostered off period shall receive payment for such extra duty, in accordance with this clause, in addition to the amount calculated in accordance with this subclause;



(k)	emergency and/or breakdown work includes returning to safe and proper operating conditions any plant and equipment which has failed, or is likely to fail, in service, and/or performing maintenance work which is of such an urgent nature that if not carried out or temporary repairs are not effected, may have serious consequences for Council’s operations.  It also includes emergency work related to alleviating distress or hardship, and without limiting this generality includes noise complaints, and matters related to public health and safety;



(l)	the employee will be granted an additional day’s annual leave for each public holiday required to be on call.



(m)	allowances paid under this clause shall continue to be paid to the employee during periods of annual leave, long service leave sick leave and worker’s compensation, on the basis of the employee’s usual payment, provided that the employee has been on call either constantly or on a roster for a period of at least 1 month prior to such leave occurring.



14.3	Travelling Allowance for Official Business -



14.3.1	An employee required to travel inter or intra state for official business shall be entitled to the provisions of the Council of the City of Sydney Travel Policy - Elected Members and Staff (No.73). This will include the following provisions:



(a)	transport from place of residence to place of embarkation at either end of the journey; and



(b)	the stated allowance to cover overnight accommodation, meals and incidental expenses as provided for by the Travel Policy - Elected Members and Staff (No.73).



14.3.2	Where an employee is required to work overtime while being paid this allowance the meal allowance provisions at clause 10 will not apply.



15.  Travelling Time and Expenses



15.1	The provisions of this clause apply to all persons employed by the Council except those employed in the previous classifications, grades and levels of Refuse Collection and Disposal Group, whose ordinary rates of pay include a monetary sum in lieu of these benefits.



15.2	Time occupied in travelling in accordance with this clause, will be paid at the following rates:



Monday to Friday inclusive, except Public Holidays - ordinary rates.



Saturdays, Sundays and Public Holidays - time and a half ordinary rates.



15.3	Travelling expenses reasonably and necessarily incurred in such travelling will be reimbursed, based on expenses which are or would be incurred in travelling by normal means of public transport.



15.4	Council is not liable for travelling time in excess of three hours at the appropriate rate, or travelling expenses in excess of $10.70 on any day.



15.5	Travelling expense rates will be adjusted (up to the nearest ten cents) in line with variations to metropolitan public transport ticket prices.



15.6	An employee required, for the purposes of ordinary working hours, to travel between abode and place of employment a fixed number of times in each pay period, and who is required to travel in excess of such number of times, will be paid for the time occupied in such excess travel.



15.7	An employee required to work at a location outside the boundaries of the City will be paid the additional time spent travelling between home and the location which is in excess of their normal home to work travelling between the Town Hall, Sydney and home (to a maximum of 3 hours).  The employee will also be entitled to travelling expenses calculated on the same basis. This payment will be provided for 6 months only.



15.8	An employee required to work at a location which is not their normal place of work within the boundaries of the City will be paid for the time spent travelling between the location and home where it is more than 20 minutes otherwise spent travelling between the Town Hall, Sydney and home.  This payment will be provided for 6 months only.



15.9	An employee who is required to commence and/or cease duty at a location other than the workshop or depot they are normally attached to, will be reimbursed for any additional expenses incurred in travelling between home and such location.



Part Four - Leave Provisions



16.  Annual Holidays



16.1	Four weeks annual holiday - An employee is entitled, at the end of each year of service, to four ordinary working weeks annual holiday, or the hourly equivalent thereof, exclusive of public holidays observed on an ordinary working day, or during the period of annual holiday in the case of a shift worker, or an employee whose ordinary working hours include a Saturday or Sunday.



16.2	The annual holiday should be given and taken in one consecutive period, or as near as possible to complete weeks of the work cycle by agreement between the employee and their supervisor.  Periods of annual leave of less than 1 full working week may be approved, but will not exceed a total of five ordinary working days in any one service year.



16.3	By agreement, periods of annual holiday may be taken wholly or partly in advance.



16.4	Where any period of annual holiday has been taken before the right to the annual holiday has accrued, the right to a further annual holiday will not start to accrue until after the expiration of the year of service in respect of which the annual holiday, or part thereof, has been taken.



16.5	A part-time employee is entitled to an annual holiday on a pro-rata basis to the equivalent full time entitlement.



16.6	Where a public holiday occurs during any period of annual holidays taken by an employee, the annual holiday period shall be increased by 1 ordinary working day, or for shift workers the next succeeding shift.



16.7	Pay in advance for annual holidays - The employee may elect to be paid in advance, provided that the minimum period of annual holiday that will be paid in advance is 1 whole pay period. 



16.8	If the employee has received higher position or extra duties allowance for at least 3 months immediately preceding the taking of leave, and has not ceased to do such work for a period, or a total of several separate periods exceeding the employee’s ordinary working week in the higher position the employee shall be paid for the period of annual holiday at the salary or wage applicable to the higher position or extra duties.



16.9	Annual Leave Loading



NOTE:	For further information see Wages Division Section 2, clause 35 or Salaried Division Section 3, clause 42



16.10	Payment of Annual Leave on Termination -



16.10.1	Where an employee with 1 year or more of service is retrenched, resigns, retires or has their services terminated for any reason, or dies, the employee will be paid:-



(a)	the monetary equivalent of any annual holiday accrued but not taken calculated at the rate of salary attaching to the employee’s specified position at the date of termination of service;



(b)	for any period of service after the due date of the last annual holiday - one-twelfth of the salary for each week or day, with a maximum not exceeding the monetary equivalent of 4 ordinary weeks pay.



16.10.2	Where an employee with less than a year of service is retrenched, resigns, retires, has their services terminated for any reason, or dies, they will be paid one-twelfth of the rate of salary attaching to the employee’s specified position at the date of termination of service for each week of such service and proportionately for part of a week, up to a maximum of the monetary equivalent of 4 weeks pay.



16.11	Notice to Take Annual Leave - Council may roster the taking of annual holidays to meet operational and customer service needs, provided that the holiday must be taken within twelve months of the date upon which the right to such holiday accrues unless Council and employee otherwise agree.



16.12	Council will give the employee at least 14 days of the date upon which the employee’s right to any annual holiday accrues and, where the Council rosters the taking of an annual holiday, give at least 2 months notice of the date the annual holiday is to be taken.



16.13	The annual holiday shall be given by Council, and shall be taken by the employee, within 12 months of the date the holiday accrues. This leave may be postponed, by mutual agreement, for up to 22 months of service from the date of accrual in any case where circumstances render such postponement desirable or necessary.



16.14	Leave With Pay for Commonwealth or State Sporting Representation - An employee selected to represent the Commonwealth or State sport, may be granted leave with pay under this clause for a period not exceeding 4 weeks.  Where this leave is granted, the leave shall be deducted from annual holidays accrued to the employee within the ensuing 12 months under the provisions of this clause.



17.  Sick Leave



17.1	Employees who are unable to work due to:



(a)	illness or injury (except injury covered by Worker’s Compensation) ; or



(b)	a visit to a qualified medical practitioner to obtain advice or treatment; or



(c)	restrictions imposed by Commonwealth or State Law in respect of contact with a person suffering from an infectious disease;



shall be entitled to the following cumulative sick leave provisions.



The entitlement to sick leave used as family leave shall be in accordance with Clause 19, Family Leave Care provisions of this Award.



Required Length Of Service�Entitlement��On commencement of employment�2 days��On completion of the first 12 weeks of service�1 day��On completion of the first 16 weeks of service�1 day��On completion of the first 20 weeks of service�1 day��On completion of the first 24 weeks of service

(therefore, after 24 weeks service there is a maximum entitlement of 6 days)�1 day

��On completion of the first year of service�15 days��On completion of each year of service thereafter



Provided that for the fifth and each subsequent year of service completed on or after 1/1/82, the employee shall credit the employee with 18 days sick leave with pay,



Further provided that in respect of employees of the former Municipality of South Sydney as at 31 December 1981, the rate of credit shall be 18 days for the 5th and each subsequent year of service completed on or after 1 January 1969.�15 days



18 days







18 days��

17.2	The above entitlements are subject to the following conditions:



(a)	sick leave entitlements shall be cumulative from year to year so that any balance of leave not taken in any one year may be taken in subsequent years; and



(b)	Council shall be satisfied that the illness or injury is such that it justifies the time off work; and



(c)	an employee, who is not an In-Patient in a hospital, shall provide Council with a medical certificate of illness at intervals of no greater than 7 days; and



(d)	the illness or injury does not arise from engaging in professional (fee/monetary gain) sport activities; and



(e)	proof of illness shall include appropriate certification from a qualified medical practitioner dated no later than the 3rd day of the employee’s illness or injury; and



(f)	a medical practitioner’s certificate shall be provided where an employee’s period of absence is in excess of 2 ordinary working days or after 3 unsupported periods of absence each not exceeding 2 days; and



(g)	the certification from the medical practitioner shall clearly state the:



(i)	name of the employee;



(ii)	nature of the employee’s illness, injury or treatment; 



(iii)	date of the first consultation with the medical practitioner; 



(iv)	period for which the employee is unfit for work; and 



(v)	signature and qualification of the person issuing the certification.



17.3	Notification of Absence - An employee, who does not report for duty an any day for any reason, shall, as soon as practicable after normal starting time on that day, notify the Council or its authorised representative as to the reason for and prospective duration of their absence.  This clause should be read in conjunction with subclause 6.5 (Attendance).



17.4	Council Assessment - Council, at any time, may require employees to attend a qualified medical practitioner nominated by Council at Council’s cost to assess the employee’s fitness for work.



17.5	Public Holidays shall not be counted as sick leave as provided for in this clause.



17.6	Where an employee is on annual or long service leave and produces appropriate medical certification of illness or injury that has led to their confinement for a period of at least 7 consecutive days shall, if the employee elects, be granted additional annual or long service leave with pay equivalent to the period of confinement (subject to a time convenient to Council). 



17.7	Where an employee is receiving a higher grade duties allowance and has been in receipt of the allowance for a period of 3 months or more the employee shall be entitled to the higher rate of pay while on sick leave for a maximum period of 20 days.



17.8	In the event of an employee disputing the certificate of Council’s nominated medical representative under the provisions of this clause, a duly qualified medical practitioner shall be sought as a referee.  The medical practitioner shall be agreed upon by the General Manager of Council and the Secretary of the relevant Industrial Organisation.  The certificate of the referee medical practitioner shall be accepted by all parties as final and conclusive as to the matter in dispute.  Fees for the referee:



shall be paid by Council if the decision of the medical referee is in favour of the employee; or 



shall be paid by the employee if the decision is against them.



17.9	Payment of Accrued Sick Leave Provisions on Termination



17.9.1	Medical Retirement - In any case where the Council, after having had an employee examined by two qualified medical practitioners, one of whom shall be a specialist and the other such medical practitioner as may be nominated by the Council, is satisfied that the employee is permanently medically unfit, by reason of illness or injury to continue in employment, the Council may, subject to the provisions of the Local Government Act as amended retire the said employee from service; provided that in any case where the Council desires to retire an employee before the employee has exhausted their sick leave with pay, the Council shall pay to the employee for all accrued sick leave with pay to which the employee would be entitled to, but not exceeding:-



(a)	for those employees in the employ of the Council as at 11 February 1980, a maximum of:



2,394 hours in the case of an employee whose ordinary working hours average 38 per week over a work cycle; and



2,283.75 hours in the case of an employee whose ordinary working hours average 36.25 per week over a work cycle;



in all which shall include such sick leave taken immediate preceding the date of retirement; and



(b)	for those employees employed on and after 12 February 1980 and prior to 14 February 1993, a maximum of:



1,976 hours in the case of an employee whose ordinary working hours average 38 per week over a work cycle; and



1,885 hours in the case of an employee whose ordinary working hours average 36.25 per week over a work cycle,



in all which shall include such sick leave taken immediate preceding the date of retirement.



(c)	The number of ordinary working days or hours, as the case may require, for which the employee otherwise would be entitled to payment of salary between the date of proposed retirement on the grounds of ill health and the date upon which the employee normally would be required to terminate their service with the Council; whichever of (a) or (b) is the lesser, provided further, that where the employee is satisfied to accept the opinion of such medical representative of the Council, the Council shall not be obliged to refer the employee to a specialist.



17.9.2	Retirement - In the case of an employee who agrees to accept retirement:



other than in terms of this clause; and



has reached an age of fifty-eight years (58);or 



the retirement age specified from time to time in the State Authorities Superannuation Act 1987;



the employee shall be paid the monetary value of all accumulated untaken sick leave standing to their credit (i.e., that accrued prior to 14 February 1993 in accordance with the Industrial Relations Act 1996), at the date of such retirement subject to such payment not exceeding a maximum entitlement of:



(a)	1,976 hours untaken sick leave in the case of an employee whose ordinary working hours average 38 per week over a work cycle; and



(b)	1,885 hours untaken sick leave in the case of an employee whose ordinary working hours average 36.25 per week over a work cycle;



which shall include any such sick leave paid immediate preceding retirement; and



(a)	1,976 hours untaken sick leave in the case of an employee whose ordinary working hours average 38 per week over a work cycle; and



(b)	1,885 hours untaken sick leave in the case of an employee whose ordinary working hours average 36.25 per week over a work cycle.



17.9.3	Death - In the case of an employee who dies, Council shall make payments in terms of Clause 23, Payments to Dependents of Deceased Employee, of the monetary value of all accumulated untaken sick leave to which the deceased would have been entitled in terms of this clause, and standing to the credit of the deceased at the date of death, subject to such payment not exceeding a maximum entitlement of: 



(a)	1,976 hours untaken sick leave in the case of an employee whose ordinary working hours average 38 per week over a work cycle; and



(b)	1,885 hours untaken sick leave in the case of an employee whose ordinary working hours average 36.25 per week over a work cycle,



which shall include any such sick leave paid immediate preceding death; and



(a)	1,976 hours untaken sick leave in the case of an employee whose ordinary working hours average 38 per week over a work cycle; and



(b)	1,885 hours untaken sick leave in the case of an employee whose ordinary working hours average 36.25 per week over a work cycle.



18.  Family Care Leave



18.1	Use of Sick Leave for Family Care Leave -



(a)	An employee, other than a casual employee, with responsibilities in relation to a class of person set out in subparagraph (ii) of paragraph (c), who needs the employee’s care and support, shall be entitled to use, in accordance with this subclause, any current or accrued sick leave entitlement, provided for in Clause 17, Sick Leave, for absences to provide care and support, for such persons when they are ill. Such leave may be taken for part of a single day.



The employee shall, if required, establish either by production of a medical certificate or statutory declaration, the illness of the person concerned and that the illness is such as to require care by another person.  In normal circumstances, an employee must not take carer’s leave under this subclause where another person has taken leave to care for the same person.



(b)	The entitlement to use sick leave in accordance with this subclause is subject to the employee being responsible for the care of the person concerned and the person concerned being:



a spouse of the employee; or



a defacto spouse, who, in relation to a person, is  a person of the opposite sex to the first mentioned person who lives with the first mentioned person as the husband or wife of that person on a bona fide domestic basis although not legally married to that person; or



a child or an adult child ( including an adopted child, a step child, a foster child or an ex-nuptial child), parent (including a foster parent and legal guardian), grandparent, grandchild or sibling of the employee or spouse or de facto spouse of the employee; or



a same sex partner who lives with the employee as the de facto partner of that employee on a bona fide domestic basis; or



a relative of the employee who is a member of the same household, where for the purposes of this subparagraph:



"relative" means a person related by blood, marriage or affinity;



"affinity" means a relationship that one spouse because of  marriage has to blood relatives to the other; and



"household" means a family group living in the same domestic dwelling.



(c)	An employee shall, wherever practicable, give the employer notice prior to the absence of the intention to take leave, the name of the person requiring care and that person’s relationship to the employee, the reasons for taking such leave and the estimated length of absence. If it is not practicable for the employee to give prior notice of the absence, the employee shall notify the employer by telephone of such absence at the first opportunity on the day of absence.



18.2	Unpaid Leave for Family Care Leave - An employee may elect, with the consent of the employer, to take unpaid leave for the purpose of providing care and support to a member of a class of person set out in subparagraph (ii) of paragraph (c) of subclause (18.1) who is ill.



18.3	Annual Leave for Family Care Leave -



(a)	An employee may elect with the consent of the employer, subject to the Annual Holidays Act 1944 and clause 16 Annual Holidays of this Award, to take annual leave not exceeding five days in single day periods or part thereof, in any calendar year at a time or times agreed by the parties.



(b)	Access to annual leave, as prescribed in paragraph (a) of this subclause, shall be exclusive of any shutdown period provided for elsewhere under this Award.



(c)	An employee and employer may agree to defer payment of the annual leave loading in respect of single day absences, until at least five consecutive annual leave days are taken.



18.4	Time off in Lieu of Payment for Overtime for Family Care Leave -



(a)	An employee may elect, with the consent of the employer, to take time off in lieu of payment for overtime at a time or times agreed with the employer within 12 months of the said election.



(b)	Overtime taken as time off during ordinary time hours shall be taken at the ordinary time rate, that is an hour for each hour worked.

(c)	If, having elected to take time off as leave in accordance with paragraph (a) of this subclause, the leave is not taken for whatever reason payment for time accrued at overtime rates shall be made at the expiry of the 12 months period or termination.



(d)	Where no election is made in accordance with paragraph (a) of this subclause, the employee shall be paid overtime rates in accordance with the Award.



18.5	Make -up Time For Family Care Leave -



(a)	An employee may elect, with the consent of the employer, to work "make-up time", under which the employee takes time off ordinary hours, and works those hours at a later time, during the spread of ordinary hours provided in the Award, at the ordinary rate of pay.



(b)	An employee on shift work may elect, with the consent of the employer, to work "make-up time" (under which the employee takes time off ordinary hours and works those hours at a later time), at the shift work rate, which would have been applicable to the hours taken off.



18.6	Rostered Days Off for Family Care Leave -



(a)	An employee may elect, with the consent of the employer, to take a rostered day off at any time.



(b)	An employee may elect, with the consent of the employer, to take rostered days off in part day amounts.



(c)	An employee may elect, with the consent of the employer, to accrue some or all rostered days off for purpose of creating a bank to be drawn upon at a time mutually agreed between the employer and employee, or subject to reasonable notice by the employee or the employer.



(d)	This subclause is subject to the employer informing each union which is both party to the Award and which has members employed at the particular enterprise of its intention to introduce an enterprise system or RDO flexibility, and providing a reasonable opportunity for the union(s) to participate in negotiations.



19.  Parental Leave (Including Maternity Leave)



19.1	Parental Leave will be interpreted consistent with the provisions of Part 4, Parental Leave of the Industrial Relations Act 1996 as amended. The following Clauses are extracts of the Act.



19.2	Parental Leave is maternity leave, paternity leave or adoption leave.



19.3	An employee is only entitled to parental leave if the employee has had at least 12 months continuous service.



19.4	Parents cannot take parental leave at the same time.



19.5	Entitlement -



(a)	an employee is entitled to a total of 52 weeks unpaid parental leave in connection with the birth or adoption of a child; and



(b)	Parental leave is not to extend beyond 1 year after the child was born or adopted.



19.6	Paternity Leave -



(a)	Paternity Leave is taken by a male employee in connection with the birth of a child of the employee or the employee’s spouse.  Paternity Leave consists of up to 1 week at the time of birth of the child or termination of pregnancy; and



(b)	a further unbroken period in order to be the primary care-giver of the child



19.7	Maternity Leave - Maternity Leave is leave taken by a female employee in connection with the birth of a child of the employee.  Maternity Leave consists of an unbroken period of leave.



Note: For further information see Salaried Division Section 3 - clause 43.



19.8	Adoption Leave - Adoption Leave is leave taken by a male or female employee in connection with the adoption by an employee of a child under the age of 5 years.  Adoption consists of:



(a)	an unbroken period of up to 3 weeks at the time of the placement of the child with the employee; and



(b)	a further unbroken period in order to be the primary care-giver of the child



For the purposes of this Clause, spouse includes a defacto spouse.



19.9	Notice of Intention to Take Parental Leave -



(a)	The employee should give at least 10 weeks’ written notice of their intention to take leave.



(b)	In the case of maternity leave and paternity leave the employee must give 4 weeks’ written notice of the dates on which the leave will commence and end.



(c)	In the case of adoption leave must give written notice of the dates on which the employee proposes to start and end the period of leave as soon as practicable but at least 14 days before proceeding on leave.



20.  Bereavement Leave



Employees will be entitled to leave with pay on the day of or the day following the death, and the day of the funeral in respect of the death of the following relatives - parents (including foster and step-parents), legal guardian, sister (including half, foster and step-sister), brother (including half, foster and step-brother), spouse (including de-facto partner and same sex partner), child (including step, foster child), parents of spouse, grandchildren and grandparents.



21.  Long Service Leave



21.1	Long service leave accrues after 10 years of service, and will be applied in accordance with the Long Service Leave Act 1955 as amended, and the following provisions applicable under this award:-



�All at ordinary rates of pay���Length of Service�Prior to 22/8/83�Since 22/8/83��After 10 years service�13 weeks�13 weeks��After 15 years service�19.5 weeks�21.5 weeks��After 20 years service�30.5 weeks�35 weeks��For every further completed period of 5 years services�

11 weeks�

13 weeks��

21.2	Long Service Leave on termination - Leave shall accrue without limitation and proportionately for each completed month of service, provided where an employee has completed:



(a)	at least 5 years service as an adult and is terminated by Council for any reason, or by the employee due to illness, incapacity, domestic or other pressing necessity, or due to death of the employee, the employee (or the employee’s duly authorised legal representative) shall be paid the monetary equivalent (calculated at the employees appointed classification, grade or level at the date of termination) all long service leave that would otherwise have accrued as at that date, in respect of the total service of the employee (including service as a minor); and

(b)	10 or more years of service and resigns, the employee shall be paid the monetary equivalent of all long service accrued but not taken by the employee at the date of resignation.



21.3	The words "service as an adult" shall have the meaning assigned to such words as in the Long Service Act 1955 as amended.



21.4	Where a period of Long Service Leave is about to be taken, the employee will be paid in advance, at the rate of wage attaching to their appointed grade, classification or level at the commencement of the leave.



21.5	Employees and Council should take account of operational and business needs when scheduling long service leave, but in any event must give at least 4 weeks notice of their intention in regard to the taking of Long Service Leave.



21.6	Long Service Leave shall be taken in periods of not less than 1 week.



21.7	Transfer of Long Service Leave



Note:	For further information see Salaried Division Section 3 - clause 44.



22.  Accident Leave



22.1	An employee shall be entitled to accident pay for the period of their absence from work if such absence arises from circumstances which give right to payment of compensation by the Council under the Workers’ Compensation Act 1987.



22.2	The period for which an employee shall be entitled to payment of accident pay in respect of each particular injury or accident giving right to the payment of compensation shall be 6 months from the expiration of full compensation under the conditions of the Workers’ Compensation Act 1987.  An employee will also be entitled to a further period of 1 weeks accident pay for each completed year of service as at the date of injury or accident.



22.3	Accident pay shall be the sum equal to the difference between the amount of compensation to which the employee is entitled to under the Workers’ Compensation Act 1987, and the rate of salary attaching to the employee’s specified position.



22.4	To obtain accident pay, an employee shall present themselves, at their own expense, as soon as they are physically capable of doing so and at other times as directed for examination by a Council appointed medical practitioner, or by a medical practitioner at their place of residence or hospital, as the case may be.



22.5	The Council may refuse to grant accident pay prior to the date upon which an employee presents themselves for examination by the medical practitioner of Council in any case where the employee, being physically capable of doing so, fails to comply with the provisions of subclause 22.4.



22.6	Where an employee has exhausted their rights under this Clause, the employee may elect to take sick leave with pay, equivalent to the accident pay that would otherwise be payable under the provisions of this Clause.  If the employee elects to use the sick leave provisions of this Clause, the sick leave shall be debited against the employee’s entitlements as provided by Clause 17.



22.7	Refund of Sick Leave and Accident Leave



22.7.1	Where an employee has been paid sick leave or accident pay, where their incapacity for work has resulted from an injury sustained under circumstances creating a legal liability for damages in some person other than the Council, and the employee recovers the damages in respect of the injury, the employee shall refund to Council the amount of sick leave and accident pay paid by Council.

22.7.2	This provision only applies if the damages recovered by the employee are reduced in accordance with the provisions of subsection (1) of Section 10 of the Law Reform (Miscellaneous Provisions) Act 1965, as amended by the Administration of Justice Act 1968, the amount of sick leave or accident pay to be refunded to the Council shall be reduced to the same extent as the damages recovered by the employee.



Part Five - Service, and Payments on Termination



23.  Payment to Dependents of Deceased Employees



23.1	Where the service of an employee is terminated by death, the Council shall pay any monies due in respect of annual holiday and/or long service leave and/or untaken sick leave to -



(a)	the widow or widower of the deceased employee, or where the deceased employee does not leave a widow or widower, to the children by marriage or adoption of the deceased employee in equal shares; or



(b)	to the personal legal representative of the estate of the deceased employee where such deceased employee does not leave a widow or widower or does not leave children by marriage or adoption.



23.2	Where the person to whom payment is to be is a child of the deceased employee who has not attained the age of 18 years, or an adult but who is in the opinion of the Council incapable of providing a proper acquittance, the Council shall pay the whole or share of the amount involved to the legal personal representative of the deceased employee on behalf of such child or adult.



23.3	Where payment of the monetary value of an annual holiday and/or long service leave and/or untaken sick leave or any proportion thereof has been made, no action may be brought against Council for the payment of any amount of such annual holiday and/or such long service leave and/or such untaken sick leave.



24.  Calculation of Service



24.1	In calculating service with the Council, the following periods shall be taken into account:



(a)	leave with pay approved by Council



(b)	periods of absence without pay approved by Council and not exceeding 1 ordinary working week



(c)	periods of annual holiday, long service leave, sick leave with pay or incapacity for work covered by the Workers’ Compensation Act 1987 as amended



(d)	previous periods of service which were not terminated by resignation or dismissal



(e)	any period of leave without pay for which an employee is indemnified by a third party for loss of salary for the period of leave without pay.



24.2	Leave Without Pay and Service Provisions - Periods of leave without pay approved by the Council as Sick Leave/Accident Pay, not exceeding the periods set out in this subclause, shall be counted as service for all purposes of this Award.



Where the service factor of the employee at the onset of incapacity is:�The maximum periods of leave without pay to count as service shall be:��Less than 1 year�4 weeks��1 year but less than 5 years�8 weeks��5 years or more�12 weeks��

24.3	Provided that where the incapacity of the employee is due to war-caused disabilities accepted by the Department of Veterans’ Affairs, then the employee shall be entitled to have counted as service, for the aforesaid purposes and in addition to the aforesaid periods, an additional week in respect of each year of the employee’s service as at the date of onset of the incapacity.



Part Six - Other Matters



25.  Dispute Settlement Procedures



25.1	The following procedures are designed to assist management and employees to prevent or settle any grievance, complaint or dispute at the workplace without industrial action or stoppage of work, and with a view to ensuring that services to the public and ratepayers are maintained without interruption or being affected in any way.



25.2	Whilst not seeking to preclude or affect the rights of any party to an industrial dispute from proceeding under the provisions of the New South Wales Industrial Relations Act 1996, or any Act replacing it, or to affect any obligation under an Act, the following procedures for settlement of grievances, complaints or disputes at the workplace shall be followed:



25.3	Procedures to Resolve Workplace Grievances, Complaints or Disputes - At all stages, work shall be performed as directed by the Council or its authorised representatives without interruption or the imposition of any bans or limitations, and in accordance with the provisions of this Award and relevant staff policies to enable an opportunity for the matter concerned to be resolved by negotiation in accordance with the following procedures.



Step 1 - If there arises any grievance, complaint or dispute at the workplace, in the first instance the employee(s) must discuss the matter with their immediate supervisor.



Step 2 - If the matter is not resolved immediately the Executive member concerned and the Manager Employee Relations shall be advised at this stage by the supervisor or a more senior employee.



Step 3 - If the matter is not resolved immediately, the Union Delegate concerned shall discuss any matter affecting the employee(s) she/he represents with the employee’s supervisor when requested by the employee or the supervisor.



Step 4 - If the matter is still not resolved, the Executive member / Manager Employee Relations shall notify the appropriate union official(s) of the matter concerned and shall arrange a conference of the parties concerned or affected.



25.4	To Assist the Expeditious Resolution of Disputes - Procedures to be followed regarding matters of urgency raised at an organised meeting of the Unions are listed below:



Step 1 - The Manager Employee Relations shall be informed by an official of the appropriate union(s) involved of the existence of the dispute



Step 2 - The Manager Employee Relations shall then inform the Executive member concerned, and if need be, the General Manager.



Step 3 - If the matter should still remain unresolved, then the Manager Employee Relations shall arrange a conference of the parties concerned or affected.



25.5	Direct Negotiations - Nothing contained in these procedures will preclude the Council or any of the unions concerned from entering into direct negotiations on any matter.  During such negotiations, except where they are concerned wholly or predominantly with a genuine safety issue, work will be performed as directed by the Council or its authorised representative(s).



25.6	Industrial Relations Commission of New South Wales Assistance - At any stage of these proceedings, any Union(s) or Council may seek the assistance of the Industrial Relations Commission of New South Wales.  However, it is preferable that reasonable endeavours be made to resolve the matter in accordance with these procedures before seeking the assistance of the Industrial Relations Commission.



25.7	Principles for the Resolution of Disputes Concerning the Preservation of Entitlements - 



(a)	In resolving any dispute under the process set out in subclause 25.3 or 25.4 which concerns the interpretation of this Award, the parties will ensure that, as far as practicable, the pre-existing entitlements of employees shall be preserved.



(b)	Upon the parties determining that the pre-existing entitlements of employees have not been included in this consolidated Award or that pre-existing entitlements have been inadvertently varied by this Award, the parties or either party will apply to the Industrial Relations Commission of New South Wales to have the Award varied to ensure the preservation of entitlements.



26.  Delegates Rights



26.1	The following delegates rights provisions are the procedures to be applied in relation to Union delegates. Adherence to these procedures is essential to ensure the maintenance of a cohesive and cooperative working environment.

26.2	An employee elected as a Union delegate will, upon written notification by the Union to the Council, be recognised as the accredited representative of the Union to which the employee belongs in the defined area so elected, and will be allowed all reasonable time during working hours to submit to the Council or authorised representative, matters affecting the employees they represent. Such representations should be arranged for times, which are convenient to both parties.



26.3	Before delegates move away from their immediate work location to commence work on Union business, they must first notify their supervisor. Similarly, where delegates wish to meet with Council’s representatives, which will take them away from their immediate work location, they should first contact their supervisor before making such arrangement.



26.4	For the purposes of (b) above, delegates must provide their supervisor, information regarding the reason for their departure and the estimated time of absence, prior to leaving the immediate work location on Union business. Similarly, and immediately upon return of a delegate from Union business, the delegate will notify the supervisor.



26.5	Failure of a delegate to meet the provisions of (b) and/or (c) above, could result in the employee concerned forfeiting the right to pay for the period of such absence. In such cases and before authorising any deduction, the matter must referred to the Employee Relations Department.



26.6	Supervisors will not unreasonably withhold permission for delegates to attend to bona fide Union matters or issues affecting the legitimate industrial interests of members who they are elected to represent.



26.7	In the same spirit, accredited delegates should observe the above procedures and recognise the need to balance their absence from the job on union business with the requirement for acceptable work performance.



26.8	This provision is to be read in conjunction with Clause 25, Disputes Settlement Procedures.



Part Seven - Salary Systems and Rates of Pay



27.  Principles



27.1	The salary systems provided for by this clause and the rates of pay prescribed for them incorporate and reflect all past work value considerations and all changes in work value considerations intended to result from the proper application, implementation and operation of this Award.  Similarly, all past productivity and efficiency improvements are reflected in the classifications and salary rates prescribed in this Award.



27.2	The work done by employees bound by this Award is intended to involve broadbanding and multiskilling to the maximum practicable extent. Broadbanding and multiskilling are essential features of the Salary Systems and apply as follows:



27.2.1	Broadbanding - Broadbanding involves a process whereby related or like functions or tasks are grouped together in such a way that there is no impediment to those functions or tasks being performed as part of the duties of any job within one band. The process allows movement of people between tasks and functions and mixing and regrouping of tasks and functions within a broad�band. This process does not include those functions or tasks where the individual's ability to safely learn and/or perform the function or tasks, where an essential requirement for a formal qualification limits the process.



27.2.2	Multiskilling -



(a)	Multiskilling involves the acquisition, addition and increasing the level of task-related skills and knowledge, which enables the individual to perform a wider range of tasks and functions. Skills acquired through multiskilling may be those that normally related to a higher or lower salary band than the employee's present work level and could also be appropriate to tasks outside the individual's present work area.  Multiskilling assists individuals to increase their range of skills and maintains and improves efficient work performance.



(b)	A number of avenues have been identified that facilitate skill acquisition. These are available and will be developed and utilised as appropriate to various groups and work areas.  The avenues include:



formal training courses

job rotations

secondments and transfers

on-the-job-training

external courses



(c)	The Council already operates a coordinated training program aimed at increasing the skill and knowledge of its employees. This program has been further enhanced through improved record keeping to recognise and record skill acquisition of employees.



27.3	Elimination and reduction in demarcations of work - This Clause is intended to introduce new Salary Systems, a new work organisation and new work arrangements which are intended to eliminate and reduce demarcations of work as between employees in different positions within a salary band to the maximum practicable extent.



27.4	Efficiency - 



27.4.1	This Clause is a measure intended to improve the efficiency of Council.  It is intended to contribute to and lead to efficiency improvements based on restructuring of this Award, the Council's work organisation and its work arrangements.  This Clause is also intended to be a measure of substance and immediate effect, except to the extent that some of the changes involved in this Clause have previously been trialled or implemented prior to the making of this Award. The changes intended to occur as a result of the implementation, application and operation of this Clause and of non-award changes are intended to meet the needs of the Council, to provide for increases in salary rates, to introduce a structure for employees and to facilitate other changes intended to improve efficiency in the Council.



27.4.2	The Salary Systems are intended to operate upon the basis of significant changes in work practices. The changes in work practices will be reflected in the new work organisation and arrangements, broadbanding, multiskilling, a movement from working under the pre-existing work arrangements and organisations to a system of work arrangements and organisation involving flexibility.

27.4.3	This clause provides for the maximum practicable elimination and reduction of demarcations based on old classifications so as to enable the maximum range of tasks to be done so far as it is safe, practical and legal, to improve flexibility of work, work organisation and work arrangements in accordance with the needs of the Council and its requirements, and the implementation of training suitable to the needs of the Council.  



27.4.4	This clause is also intended to enable the employees to become qualified to apply for promotion or appointment based on merit to a suitable vacancy when available, with training including training initiatives taken by Council and training at TAFE, provided that the training is relevant to the work required by the Council in the workplace, and with all skills recognised for a salary band being required to be used in an employee's work when required by Council.



27.5	Work Value Considerations - The rates of pay provided for by this clause reflect all past work value considerations and all changes in work value considerations intended to result from the proper application, implementation and operation of the agreement between the Council and the Unions concerned which gives rise to the Salary Systems contained herein.



27.6	Salary Systems Related Matters - The rates of pay for Wages and Salaried Divisions, prescribed by this Clause and detailed in Appendix 1, shall be deemed to stand alone and to contain any rates or component rates from outside awards or agreements



28.  Savings and Adjustments



Notwithstanding any other provisions of this Award, the rate of pay to an employee under this Clause:



(a)	shall not be less than the rate payable to the employee under the Award, as varied, rescinded and replaced by this Award for the classification of the said rescinded Award, as varied, to which the employee was substantively appointed immediately prior to the date of the making of this Award; and



(b)	includes an amount equal to 1.35% of salary for the annualisation of leave loading for those employees previously employed under the Salaried Division related Awards; and



(c)	includes the adjustment of pay rates as agreed in the Sydney City Council Joint Development Agreement 1996: and



(d)	includes provision for the adjustment of Award pay rates in the Council of the City of Sydney’s Enterprise Agreement 2001. In addition, performance bonus payments are also available subject to the achievement of the performance indicators for:



a reduction in the loss time incidences per annum



a reduction in average sick leave taken per employee per annum



(e)	The Stage 1 increase of the Council of the City of Sydney’s Enterprise Agreement 2001 is reflected in the pay rates detailed in Appendix 1 of this Award.



(f)	The increases in pay rates provided in this award have been varied to incorporate the State Wage Case increases for 1999 and 2000.



Section 2 - Wages Division



29.  Hours of Work (Including Shift Work)



29.1	Exceptions to clause 6, existing at the time of making this award, which will continue to be available unless otherwise varied by agreement, are the ordinary weekly working hours of an employee of a grade, classification or level involving the work of:



(a)	the former classification of Motor Mechanic engaged on night shift at the Bay Street Garage which shall be 32 hours per week in not more than 5 shifts, Monday to Saturday, inclusive; and



(b)	a Driver of Lorry (Refuse Collection and/or Disposal, Labourer (Refuse Collection and/or Disposal), Labourer (Street Sweeping), Mechanical Plant Operator (Refuse Collection and/or Disposal), engaged on night cleansing work including collection and/or disposal of refuse, shall be 32 hours per week in not more than 11 shifts in 14 consecutive days; and



in such cases, the employee will be paid in addition to and averaged into the normal rate of pay, a shift penalty of 11.5% in respect of any shift worked Monday to Friday inclusive, except a shift worked on a public holiday.



29.2	Except in cases of emergency (to be determined by Council), the Council shall not alter the starting or ceasing time of an employee without first giving 7 days notice to the Union.



30.  Terms of Employment



30.1	Casual Loading -



30.1.1	Wages Division casual employees will be paid a loading of 25% in addition to the rates of pay provided by this Award.



30.1.2	This casual loading will only be paid for ordinary hours worked Monday to Friday, and will not attract any penalty. Overtime will be paid for work outside the ordinary hours for the position 



30.2	Payment of Employees - All employees who are in Wages Division classifications will be paid on a weekly basis.



30.3	Wet Weather Provisions - An employee will not lose salary owing to wet weather, provided that the employee shall:



(a)	report for and continue working until such time as the supervisor orders work to cease; and



(b)	stand by as directed by the supervisor; and



(c)	recommence duty as directed.



31.  Overtime



31.1	Eligibility for Overtime - Monday to Friday - Subject to clause 9.1 of the Common Conditions of Employment, all overtime must be directed by an authorised officer.  Overtime for Wages Division employees will be paid at time and one-half for the first two hours and double time thereafter.



Note: For Shift Workers refer to subclause 9.8 for rates and other provisions.



31.2	Meal Allowance - Continuity of Overtime - For positions covered by Wages Division classifications, overtime worked in several separate periods outside ordinary working hours shall be regarded as continuous.



31.3	Part-time Employees - Payment of Overtime - A part-time employee in a Wages classification position will only be paid overtime where they work more than their normal ordinary hours for that day.



32.  Shiftwork and Penalty Payments



Ex-South Sydney Council Employees - Any employee in a Wages Division classification position, who at the date of transfer from South Sydney City Council was, engaged on shift work, shall not be required to work more than 10 shifts in any 14 consecutive days without payment of overtime.



33.  Meal and Crib Breaks - Ordinary Hours



Employees in Wages Division classification positions will have their morning tea at their work location. 



34.  Allowances



34.1	Higher Grade Duties Allowance - Wages Classifications



34.1.1	An employee who performs for one or more of their ordinary daily working hours, works for which is fixed a higher wage than that applicable to their appointed grade, classification or level, shall be paid in respect of their performance of such work for the whole day at the higher wage.



34.1.2	The provisions of the Wages Division Higher Grade Duties Allowance shall apply when an employee is appointed to relieve in a Salary Band Classification position.



34.2	First-aid Allowance - 

34.2.1	An employee, who holds the First-aid Certificate of the St. Johns Ambulance Association or a Certificate of equivalent status, may be nominated by management as the work areas First Aid Officer.  



34.2.2	Each nominated First-aid Officer will receive an allowance of $1.47 per day for employees in Wages Divisions Classifications in recognition of their possessing the Certificate, and of their willingness to assist with on-site first aid when called upon. 



34.3	Chauffeur-Official Cars Allowance - An employee appointed to a classification, grade or level of Chauffeur-Official Cars will be paid overtime between the hours of 8:00 a.m. and 6:00 p.m., Monday to Friday inclusive, except for public holidays.  In substitution for any further payment they otherwise be entitled an allowance of $51.00 per week will be paid.  This allowance has been calculated in proportion to ordinary hours worked and shall be deemed to be part of ordinary rates of pay for the classification, grade or level for higher grade work, annual leave, long service leave and sick leave (see Appendix 3 for annualisation).



34.4	Multi-skilling allowance - Salary rates provided for in this Award are calculated to include as a permanent component of salary, and absorbed into rates of pay, the provisions of the Trades Groups Multi-skilling and Cross skilling Higher Duties Allowance Guidelines agreement with trades employees and their Unions dated 18 March 1996.  The broad extent of these multi-skilling arrangements is contained in clause 27 of this Award, and the provisions of the said agreement (refer to Section 4 - Appendix 4). In future, no further application of these multi-skilling provisions, to the extent already agreed, will occur.



34.5	Tools And Tool Allowances -



34.5.1	Employees in the following groups of tradespersons will be paid the tool allowance as prescribed from time to time by the Crown Employee (Skilled Tradesman 1994 - Expense Related Allowances) Award as updated and amended:



Building Tradesperson required to provide own tools for -



(a)	French polishing or painting



(b)	bricklaying or tiling



(c)	plastering



(d)	carpentry and/or wood machining work



Electrical Tradesperson



Mechanical Tradesperson (including former auto-electrician, fitter, mechanical Tradesperson (special class), motor mechanic, air-conditioning fitter and field service fitter.



Plumbing/Drainage Tradesperson



Vehicle Fabricator Tradesperson (including a vehicle body fabricator, panel beater and welder)



34.5.2	The Council will provide all necessary tools for employees, with the following exceptions:



(a)	rather than providing all necessary tools, Council may pay the tool allowance prescribed above; and further	



(b)	where a Tradesperson is paid the tool allowance, Council will still provide the following tools for each trade as detailed in Clause 34.6.



34.6	Trade Tools to be provided by Council -



Bricklayer - Scutch combs, hammers (excepting mash and brick hammers) rubber mallets and T squares



Carpenters - Dogs and cramps of all descriptions, bars of all descriptions over 24 inches long, augers of all sizes, star bits and bits not ordinarily used in a brace, hammers (except claw hammers and tack hammers) glue pots and glue brushes, dowel plates, trammels, hand thumb screws and soldering irons.



Plumbers - Metal pots, mandrills, long dummies, stocks and dies for iron, copper and brass pipes cutters, tongs, vices, taps and drills, ratchets, files, cramps, caulking tools, hacksaws and blades, welding and brazing outfits including goggles where necessary and all shop tools.



Painters - All brushes and dusters



Electricians - All sizes of twist drills, masonry drills, special size wood bits, taps, tap holders, stocks and dies, hammers, other than a 2lb. Ball and claw hammer, all hacksaw blades, files, saws other than keyhold, electric drills, extension equipment spanners, scutch combs, scutch chisel and other expendable tools or equipment which may be required by the employee from time to time to carry out their duties in a satisfactory manner.



34.7	Loss of Tools -



34.7.1	The Council will insure and keep insured against loss or damage by fire or theft whilst on the Council’s premises the employee’s tools as used by the employee in the course of employment;



34.7.2	The Council will provide a suitable and secure weatherproof lockup for the purposes of storing an employee’s tools on the job.



34.8	Annualisation of Tool Allowances - By agreement of the majority of employees (50%+1) in a designated work group, entitlements to tool allowances may be annualised into rates of pay.





35.  Annual Leave Loading



Employees in Wages Classifications shall be paid a loading equivalent to 17.5% of 4 weeks ordinary wages for the 4 weeks of annual leave accruing.  Employees in Wages Classifications who have worked shift work for a period of 12 months preceding the annual leave totalling 42 weeks shall be paid the penalty rate to which otherwise would have applied if greater than the annual leave loading payment.











Section 3 - Salaried Division



36.  Terms of Employment



36.1	Part-time Employees - A part-time employee in a Salaried classification position will only be paid overtime where they work more than 3 hours of their normal ordinary hours for that day.



36.2	Casual Loading -



36.2.1	Salaried Division casual employees will be paid a loading of 23.5% in addition to the rates of pay provided by this Award.

36.2.2	This casual loading will only be paid for ordinary hours worked Monday to Friday, and will not attract any penalty. Overtime will be paid for work outside the ordinary hours for the position.



36.3	Payment of Employees - All employees who are in Salaried Division classifications will be paid on a fortnightly basis.



37.  Hours of Work (Including Shift Work)



37.1	Flexible Working Arrangements -



37.1.1	The parties agree to increase flexibility in working arrangements to suit operational needs of employees in Salaried Division classifications.

37.1.2	Flexible working arrangements with respect to hours worked, rostered days off, flexi-time schemes and overtime may be made by agreement after consultation between the employee and their Level 3 Manager through their supervisor.

37.1.3	Access to flexible leave arrangements will recognise the hours they work, but at the same time identifying that Council’s operational needs are paramount. Time off will be taken at times, which suit operational needs as approved by each area’s Executive member.  

37.1.4	The recognition of accumulated time shall be by way of an agreed method between the employee and the Unit Manager or Executive member.



37.2	The 9-Day Fortnight -



37.2.1	Working a 9 day period of week days of 8.06 hours continuously per day, except for meal breaks at the discretion of Council, or as otherwise agreed between the parties of not more than 72.5 hours in each calendar period of 14 days or 145 hours in each calendar period of 28 days. The time worked during the period to be deemed to be ordinary hours of duty for the employees concerned.



37.2.2	Notwithstanding anything else provided in this Award, the General Manager and the Secretary of the Union concerned may enter into an agreement for employees below Salary Band 7 (not including Wages Classifications) for adoption of a 9 Day scheme. This salary rate will be adjusted in accordance with salary movements of this Award.



38.  Overtime



38.1	Eligibility for Overtime - Overtime will only be paid to an employee whose annual salary does not exceed the maximum salary rate applicable to Salary Band 5. If an employee’s annual salary is greater than the maximum salary rate applicable to Salary Band 5 then they are not eligible to be paid overtime.  This salary rate will be adjusted in accordance with salary movements of this Award.



38.2	Overtime - Monday to Friday - Subject to clause 10.1 of the Common Conditions of Employment, all overtime must be directed by an authorised officer.  Overtime for Salaried Division employees will be paid at the ordinary rate for the first 3 hours with the next 2 hours at time and one-half and double time thereafter.



NOTE: For Shift Workers refer to clause 9.8 for rates and other provisions.

39.  Meal and Crib Breaks - Ordinary Hours



Employees in Salaried Division classification positions will take their morning and afternoon tea break at their work stations.



40.  Salary Band System



40.1	Rates of Pay -



40.1.1	Commencement rates of pay are as per Appendix 1, except where an employee working in Salaried Division classifications has completed the Higher School Certificate or equivalent shall not be paid less than $21,868 p.a.



40.1.2	The rates of salary per annum prescribed by this clause are inclusive of the basic wage for an adult, and shall be deemed to be the rates of pay attached to an employee's appointed rate.



40.1.3	The Salaried Division Salary Band System and rates of pay are detailed at Appendix 1 of this Award.



40.2	Job Evaluation -



40.2.1	The job evaluation system is not applicable to employees specified as Wages Division Classifications.



40.2.2	Rates of pay as determined by job evaluation cannot be applied to existing contract bids for specified work.



40.2.3	A position's salary rate and salary band placement is determined by work assessments in accordance with Council's Job Evaluation Policy and system, as varied from time to time. 



40.2.4	The minimum salary rate attached to job evaluation scores of each salary band will reflect the work value of the position.



40.2.5	All positions will be reviewed upon job redesign, and regularly as positions become vacant in accordance with Council’s Job Evaluation Policy and System as varied from time to time.



40.3	Salary Progression -



40.3.1	Salary progression within a salary band range is based on superior performance and shall be assessed through the application of performance reviews in accordance with the provisions of Council's Performance Management Policy.  Salary progression will be available where performance ratings are as follows:



above average - an increase of 3% of existing salary

outstanding - an increase of 5% of existing salary



40.3.2	Salary progression may only occur within the salary band allocated. All advancement within a salary band will be based on performance.  A staff member’s salary progression is limited to the maximum of their salary band or present occupant only salary range, whichever is the greater.



40.3.3	Advancement from one salary band to another salary band will be based on merit.



40.4	Salary Band System Principles -



40.4.1	The Salary Band System provides for 10 salary bands to encompass all employees.  The salary entry levels for the salary bands are sufficient to:



(a)	differentiate between the successive management levels;

(b)	acknowledge that job content at various levels will vary;



(c)	properly cater for promotions; and



(d)	allow for the enhancement and development of skills, increasing managerial or other responsibilities and personal development.



40.4.2	The Salary Band System facilitates career development and supports career opportunities for individuals as well as the Council's reorganisation activities and enables the development of an effective Human Resource Strategy.



40.4.3	The implementation of Council's Performance Management Policy will further improve the multiskilling of employees by ensuring that employees are provided with skills development and opportunities and are recognised for the skills acquired.



40.4.4	The principles related to the Salary Band System will provide increased flexibility for the Council to manage change in the work place, achieve corporate goals, and to foster the development of skills by:



(a)	mixing and matching of jobs;



(b)	training and management development;



(c)	provision of adequate study leave for approved courses;



(d)	job rotation by agreement between the employee and the Council;



(e)	vertical and horizontal job re-design which will lead to substantial benefit to employees with more interesting work being performed;



(f)	career development based on merit and performance review; 



(g)	promotion based on merit, subject to vacancy and by means of competitive selection process;



(h)	open and shared objective assessment of performance;



(i)	ongoing elimination of restrictive work and management practices.



40.4.5	The adoption of the Salary Band System provides a flexible framework for the classification of positions and the provision of remuneration based on merit.



41.  Allowances



41.1	Higher Grade Duties Allowance - Salaried Division Classifications



41.1.1	Where an employee in the same salary band is requested to take on additional duties to provide short term relief (less than 3 months) then an allowance may be paid for the time the additional duties are performed.



41.1.2	Periods of acting of less than 5 consecutive working days will not be taken into account, and any public holidays will be deemed to be working days for the purposes of this clause.



41.1.3	An employee may be paid a proportion of the higher duties allowance equivalent to the proportion of functions performed in the higher salary band position.



41.2	Allowances paid for acting on, and holding a range of trade licences - Salary rates provided for in this Award are calculated to include as a permanent component of salary, and absorbed into rates of pay, those allowances contained in Appendix 3 to this Award, as previously provided for in industrial agreements, and Clause 27 of the Council of the City of Sydney (Salaried Division - Salaries and Conditions) Award, as they apply to the workplace and work practices at the time of implementation of this Award.



41.3	Building Surveyor and Health Surveyor - Salary rates for the classifications of Building Surveyor and Health Surveyor include as a permanent component of salary, and absorbed into rates of pay, an allowance of $8-51 per week detailed in Appendix 3 of this Award, as previously provided for in clause 10(3a) and 10(3b) of the Council of the City of Sydney (Salaried Division - Salaries and Conditions) Award.



41.4	Supervisory rates - An employee, appointed to a supervisory position, will have included in their salary as a rolled up rate the amounts as previously prescribed in Table 2, Part B, Schedule B of the Sydney City Council (Wages Division - Wages and Conditions) Interim Award, and detailed in Appendix 3 of this Award, which will for all purposes be absorbed into rates of pay for that position.  This provision only applies to Leading Hands and Sub-Forepersons of Non-Tradespersons.



42.  Annual Leave Loading - Salaried Division Classifications



Annual leave loading shall be paid as a component of ordinary salary for employees in Salaried Classifications and is reflected in the Salary Band rates of pay detailed at Appendix 1 (i.e. for those employees in receipt of the loading at the time of the making of this Award).



43.  Paid Maternity Leave



Permanent female employees in Salaried Classifications, who prior to the expected date of birth, have completed at least 12 months continuous service, shall be eligible for a maximum of:



9 weeks full pay; or 



18 weeks half pay;



from the date maternity leave commences.



44.  Long Service Leave - Salaried Classification Only



44.1	A Salaried Division classification employee shall be entitled to long service leave, exclusive of public holidays observed on an ordinary working day, and in the case of a shift worker or employee whose ordinary working hours include a Saturday, Sunday on a rostered day off.



44.2	Transfer of Long Service Leave -



44.2.1	For long service leave purposes only prior continuous service with other Councils would count as service with the Council of the City of Sydney.



44.2.2	Such recognition is extended to existing and future salaried classification employees subject to the deduction of entitlement of leave taken by a payment made at termination with the previous Council.



44.2.3	An employee shall first accrue a period of 5 years service with the Council of the City of Sydney before being eligible to physically claim leave of absence. Should an employee die prior to expiration of this preliminary accrual period, payment of an accumulated leave shall be made in accordance with Clause 23 of this Award.



44.2.4	The Council of the City of Sydney, upon notification of the transfer of an existing employee to another Council, will pay the recipient Council an amount representing long service leave calculated in accordance with the relevant award provision less leave taken or paid and at the applicable salary rate of the employee at the time of transfer.

Section 4 - Appendices



Appendix 1�Rates of Pay��Appendix 2�Transitional Arrangements��Appendix 3�General Allowances And Conditions Money That May Be Annualised��Appendix 4�Multi-skilling and Cross-skilling Agreement 1996��Appendix 5�Table of 9 Day Fortnight and 19 Day Month Pay Systems��Appendix 6�Workplace Change and Redundancy��Appendix 7�Anti-discrimination��



Appendix 1 - Rates of Pay





Salary Band�Job Evaluation�Salaried Classifications

Salary Range�Wages Classifications�Wages Classifications

Wage Rates��Band 1�100-170�$18,290 - $32,333�Grade 1

Grade 2

Grade 3

Grade 4

Grade 5

Grade 5A

Grade 6

Grade 7

Grade 8

Grade 9

Grade 10

Council Worker 1

Council Worker 2

Council Worker 3

Council Worker 4

Council Worker 5

DSO 1

CSO 1

CSO 2

CSO 2A�$27,053

$27,691

$28,251

$28,576

$29,262

$29,515

$30,239

$30,582

$31,311

$31,829

$32,407

$26,298

$27,551

$29,515

$30,490

$31,135

$31,239

$30,552

$32,208

$32,551��Band 2�171-250�$31,971 - $35,716�Grade 11

Grade 12

Grade 13

Grade 14

Grade 15

Grade 15A

Grade 16

Grade 16A

Grade 17

DSO 2

DSO 3

DSO 4

CSO 3

CSO 4�$32,995

$33,780

$34,883

$35,497

$35,750

$36,051

$36,360

$36,732

$37,196

$32,551

$33,792

$34,365

$33,274

$33,792��Band 3�251-340�$37,717 - $42,547�Grade 17a

Grade 18�$39,522

$37,846��Band 4�341-430�$43,403 - $49,067���Band 5�431-520�$49,593 - $55,497���Band 6�521-620�$56,756 - $64,326���Band 7�621-720�$65,356 - $73,080���Band 8�721-820�$74,478 - $84,901���Band 9�821-930�$86,354 - $96,794���Band 10�931-1040�$98,632 - $111,198���

Appendix 2 - Transitional Arrangements



1.	Wages Division Classifications



The former South Sydney Council classifications of Drainer, Bricklayer, Plumber, Charge Hand Floral Decorator, Stonemason and Gardener, as detailed in the Council of the City of Sydney (Wages Division - Wages and Conditions) (Interim) Award, will be transferred to reflect the Grades, positions and rates of pay in the City of Sydney Wages Classification Grading System of this award (see Appendix 1). All of the above positions will be reclassified up to the Grade and rate of pay nearest to the employee’s former rate of pay.



2.	Salaried Division Classifications



(a)	All current positions, as provided for by the Salaried Division Awards, listed in subclause 3.2 of this Award, will transfer to Salaried Classifications and conditions of employment within the Salary Band System of this Award (see Appendix 1).



(b)	The previous training based rates of pay and promotion criteria for Law Enforcement Officers have been deleted.  Law Enforcement Officer positions will be job evaluated and transferred to the Salaried Classification conditions of employment and Salary Band System of this Award.



(c)	Where positions have been job evaluated, positions will transfer to the relevant salary band based on the job evaluation score attained by the position in accordance with Council's job evaluation system as prescribed in Appendix 1.



(d)	Where positions have either:



not been evaluated under Council's current job evaluation system; or



are not eligible for job evaluation under the provisions of this Award (i.e., wages classifications);



the occupant will maintain their current salary rate on a present occupant only basis within the appropriate salary band. 



For example: An employee occupying a position (not yet evaluated) with a salary band range of $33,987 - $38,496 and current salary of $36,588 p.a., that employee will maintain their entitlement to a salary of up to, but not exceeding $38,496 p.a. on a present occupant only basis, even though the rate of pay is a higher in the Salary Band.



(e)	The previous linkage of job evaluation system point ranges to salary band classes has been continued.



(f)	When transferring to the Salary Band System, if a position's evaluation score attracts a salary band that represents a salary above the occupants current salary rate (excluding employees currently working under terms and conditions of a contract), then the occupant will move into the higher salary band. 



(g)	If an employee occupies a position that is allocated a salary that is less than their current salary rate through job evaluation, the employee will have their existing salary maintained on a present occupant only basis.



(h)	Staff acting in a higher grade at the time of making this Award will continue to be paid an allowance to the rate of pay of the higher grade position applicable immediately prior to the operation of this Award for the term of the employee's continuous acting period.  Any subsequent period of acting duties will be paid at the appropriate salary rate for the position, as determined by job evaluation, in accordance with clause 12, Higher Duties Allowance.



(i)	Disputes or grievances arising from the implementation of this award shall be dealt with in accordance with clause 25, Dispute Settlement Procedures.



Appendix 3 - General allowances and conditions money that may be annualised (refer Clause 14)



As per clause 9 and 12 of the Council of the City of Sydney (Wages Division - Wages and Conditions) Award.

9.1(b)	Abnormal conditions allowances - all @ 32 cents / hour each



- working in a confined and cramped space

- working without protective clothing in wet conditions

- working in a place where temperature artificially raised to 46C or above

- working in a place where temperature artificially reduced to 0C or below

- attending fires in hot water boilers, or burning refuse in incinerators in residential properties owned by Council

- working on a ladder at a height of more than 6 metres 

- working on a swinging stage or bosun’s chair

- working tunnels, underground shafts or drives

- using noxious spray

- cleaning the external side of windows over 3 meters above nearest horizontal plane

- working under dusty or otherwise abnormal conditions



9.2	In charge of plant during meal break @ $1.70/hour



9.3	Using explosive tools @ 81 cents/hour



9.5	Collection of moneys @ 34 cents/hour



9.6	Removal of dead animals @ $1.05/animal to a maximum of $4.25 in any 1 day.



9.11	Slagwool etc @ 42 cents/hour



9.12	Employee driving a lorry with trailer attached @ $4.56 / day



9.13	Transporting piano @ $3.12 / day



9.14	Asbestos allowance @ 48 cents / hour



9.15	Additional allowances for tradespersons and other employees, including:



-	Tradesperson working at a tip or incinerator, on a refuse collection vehicle, in the hopper, on a conveyor of a street sweeping machine, in water tank of a flusher, inside compaction unit @ $5.32/day



-	Tradesperson or other employee engaged on a chokage and required to open up any soil pipe, waste pipe or drain pipe conveying offensive matter @ $4.10/day



-	a painter required to use power, electrical or pneumatic operated tools @ 34 cents/hour



- 	a painter engaged in the removal of rust, or repainting or other work within the hopper or street sweeper, or water take of a flusher @ 33 cents / hour with a minimum payment of $1.67/day for work in excess of 1 hour.



As per Clause 10 of the Council of the City of Sydney (Salaried Division - Salaries and Conditions) Award.



10.2	Taking of verbatim notes in shorthand @ $7.36 for first half hour and $3.81 for each succeeding half hour



10.3a	Building Surveyor having completed the Associate Diploma Health and Building or Post Certificate Course of Health Surveyors from TAFE@ $8.51 per week.



10.3b	Health Surveyor having completed a Post Certificate Course for Building Surveyors by TAFE @ $8.51 per week.



As per subclause 28.1(a), (b), 2 (i - vii),5,6, and 7 of the Council of the City of Sydney (Salaried Division - Salaries and Conditions) Award:



28.2	payment of allowances to supervising tradespersons who hold and act on licences:



-	Plumbers’, Gasfitters’ and/or Drainers’ licences @ 57 cents / hour; or 



-	Drainers Licence @ 48 cents / hour



-	both Plumbers and Gasfitters or Drainers @ 76 cents / hour



-	both Gasfitters and Drainers @ 76 cents / hour



-	both Plumbers, Gasfitters and Drainers @ $1.05 / hour



payment of allowance for the holding of the Certificate of Registration issued by the Building Services Corporation @ 44 cents/hour



-	payment of allowance where required to be registered under the Motor Vehicle Repair Act $12.70/week



-	payment of allowance for holder of "A" Grade Electrician’s Licence issued under the Electricity Development Act 1945 @ $21.90 per week.



12.16	Chauffeur-Official Cars - allowance in lieu of overtime @ $51.00 / week



16.1.4	Supervisory rates - As per Table 2, Part B, Schedule B of the Sydney City Council (Wages Division - Wages and Conditions) Interim Award.



Clause�Brief Description�Amount per week��16.1.4�Supervisory Classification - Leading Hand

Sub-Foreperson:

•	Town Hall Attendants

•	Sub-Foreperson�$29.30



$29.30

$38.60��

Appendix 4 - Trades Groups Multi-Skilling and Cross-Skilling

Higher Duties Allowance Guidelines



1.	Objectives 



This Guideline shall provide the basis for maintaining, enhancing and rewarding the flexibility in work arrangements throughout the City Of Sydney Council, adopted by tradespeople and the range of skills and duties they exercise.



2.	The Parties



The Council of the City of Sydney.

Automotive, Foods, Metals, Engineering, Printing and Kindred Industries Union (NSW Branch; Metal and Engineering Division).



Federated Municipal and Shire Council Employees’ Union of Australia (NSW Branch).



Electrical Trades Union of Australia (NSW Branch)



Communications, Electrical, Electronics, Energy, Information, Postal, Plumbers and Allied Services Union of Australia (NSW Branch: Plumbing Division).



3.	Intention



This guideline shall only apply to Council employees that are employed in trades classification within the City of Sydney Council.



4.	Duress



This guideline was freely entered into, without duress, by all parties and all the parties support and endorse the provisions contained herein.



5.	Award



Award shall mean the City of Sydney Council (Wages Division - Wages and Conditions) Award which provides wages and conditions for the Trades employee of the Council.  Apart form the clauses specified in this guideline all other clauses of the Award shall apply.



6.	Provisions of the Agreement



The Trades Groups Multi-skilling and Cross-skilling Higher Grade Duty Allowance Agreement shall operate to provide the flat gross allowance as detailed below.  Conditions of employment not specified in this Guideline shall be established by the Award.



7.	Multi-skilling and Cross-skilling Objectives



The parties to this Guideline shall ensure that the level of multi-skilling and cross-skilling currently occurring within trades groups are supported and maintained.  This Guideline shall also ensure that the level of multi-skilling and cross-skilling is continually extended so that total flexibility is achieved within the City of Sydney Council.  Specifically the parties agree to work towards the following objectives:



The establishment of the broad range of skills and duties currently performed by tradespeople as the requirement for a skilled  tradesperson within the City of Sydney Council.



The continuous expansion of the range of skills and duties tradespeople currently perform by encouraging them to actively seek opportunities to undertake training (on the job and off the job) which supports new areas of work and which further develops their skills.  This training will be facilitated in accordance with the City of Sydney Council’s policy on Training and Study Assistance Scheme.



The establishment of work relationships where the range of skills and duties performed by tradespeople are only limited by appropriate restrictions which flow from the requirement to hold special licences.



Advancing the flexibility in the relationships between the trades by encouraging the exercise of cross trade skills where such work is of an incidental nature to the duties performed by the tradesperson.



The provision of this allowance will not restrict any employee from seeking a reclassification in accordance to provisions and requirements stated within the terms and conditions of the City of Sydney Council (Wages Division - Wages Conditions) Award.





8.	Multi-skilling and Cross-Skilling Conditions



A commitment to complete the questionnaire in accordance to guidelines.



The payment of this allowance will only be provided to an employee who has clearly demonstrated that they are carrying out multi-skilling and cross-skilling duties on a regular basis.



The removal of any work related bans currently undertaken by Trades employees within the City of Sydney Council and specifically bans in relation to Joint Development Agreement and the Customer Service Program.



Any withdrawal of or any refusal to undertake multi-skilling or cross-skilling duties by any tradesperson will result in the payment of the "Multi and Cross Skill Higher Grade Duty Allowance" being withdrawn.  Payment of the Allowance will only be recommenced from the date when the employee actually recommences the performance of all required multi-skilling and cross-skill duties.



For a new tradesperson to become eligible for the payment of the "Multi and cross Skill Allowance" the tradesperson must complete a maximum eligibility period of 12 months with the City of Sydney Council.  During this time the employee must be willing to undertake the necessary training to be able to carry out all required multi-skilling and cross-skilling duties.  



Also the Tradesperson must be able to demonstrate that they are carrying out required multi-skilling and cross-skilling duties to a competent level.



9.	Salary increase



As recognition for the level of multi-skilling and cross-skilling currently undertaken and for agreement to establish the objectives as detailed in Appendix 4, of paragraph 7, Multi-skilling and Cross-skilling Objectives the nominated trades employees will receive a gross payment of $25.00 per week effective from Monday 18 March 1996.  This allowance will be called the "Multi and Cross Skill Higher Grade Duty Allowance" and will be paid in accordance with clause 8, Multi-skilling and Cross-skilling Conditions.



Note: 	all trades employees who are currently employed by the City of Sydney Council prior to the 18 March 1996 regardless of the length of their service will be eligible for this allowance; and this allowance will not be paid when an employee is absent from on workers’ compensation or on unpaid leave.  This allowance will not be in addition to increases in rates, which flow from the implementation of the Joint Development Agreement 1996.



10.	Dispute Settlement Procedures



The provision of clause 25, Dispute Settlement Procedures of the said Award, apply.



Appendix 5 - Table of 9 Day Fortnight and 19 Day Month Pay Systems



(a)	9 Day Fortnight Pay System



Week�Monday�Tuesday�Wednesday�Thursday�Friday�Hours Per Week��One�8.06 hrs�8.06 hrs�8.06 hrs�8.06 hrs�8.06 hrs�40.3 hrs��Two�8.06 hrs�8.06 hrs�8.06 hrs�8.06 hrs�Day Off�32.2 hrs��

Total hours worked per fortnight = 72.5 hrs, which is an average of 36.25 hours per week.



(b)	19 Day Month Pay System (38 hour week)



Week�Monday�Tuesday�Wednesday�Thursday�Friday�Hours Per Week��One�8 hours�8 hours�8 hours�8 hours�8 hours�40 hrs��Two�8 hours�8 hours�8 hours�8 hours�8 hours�40 hrs��Three�8 hours�8 hours�8 hours�8 hours�8 hours�40 hrs��Four�8 hours�8 hours�8 hours�8 hours�Day Off�32 hrs��

Total hours worked per 4 week period = 152 hrs, which is an average of 38 hours per week.



(c) 19 Day Month Pay System (36.25 hour week)



Week�Monday�Tuesday�Wednesday�Thursday�Friday�Hours Per Week��One�7.63 hours�7.63 hours�7.63 hours�7.63 hours�7.63 hours�38.15 hrs��Two�7.63 hours�7.63 hours�7.63 hours�7.63 hours�7.63 hours�38.15 hrs��Three�7.63 hours�7.63 hours�7.63 hours�7.63 hours�7.63 hours�38.15 hrs��Four�7.63 hours�7.63 hours�7.63 hours�7.63 hours�Day Off�30.52 hrs��

Total hours worked per 4 week period = 145 hrs, which is an average of 36.25 hours per week.



Appendix 6 - Workplace Change And Redundancy



(i)	Council's Duty to Notify -



(a)	Where a council has made a definite decision to introduce major changes in production, program, organisation structure or technology that are likely to have significant effects on employees, the council shall notify the employees who may be affected by the proposed changes and the unions to which they belong.



(b)	"Significant effects" include termination of employment, major changes in the composition, operation or size to the council's workforce or in the skills required, the elimination or diminution of job opportunities, promotion opportunities or job tenure, the alteration of hours of work, the need for retraining or transfer of employees to other work or locations and the restructuring of jobs.  Provided that where the award makes provision for the alteration of any of the matters referred to herein an alteration shall be deemed not to have significant effect.



(ii)	Council's Duty to Discuss Change -



(a)	Council shall discuss with the employee(s) affected and the union to which they belong, inter alia, the introduction of the changes referred to in sub-clauses (i)(a) and (b) of this clause, what affects the changes are likely to have on the employee(s) and measures to avert or mitigate the adverse changes on the employee(s) and shall give prompt consideration to matters raised by the employee(s) and/or their union in relation to the changes and may reconsider its original decision.



(b)	The discussion shall commence as early as practicable after a definite decision has been made by the council to make the changes referred to in subclause (i)(a) and (b) of this clause.



(c)	For the purposes of the discussion, the council shall provide to the employee(s) concerned and the union to which they belong, all relevant information about the changes including the nature of the changes proposed, the expected effects of the changes on the employee(s) and any other matters likely to affect the employee(s).



(iii)	Discussion Before Termination -



(a)	Where a council has made a definite decision that it no longer wishes the job the employee has been doing done by anyone pursuant to subclause (i)(a) and (b) of this clause and that decision may lead to the termination of employment, the council shall hold discussions with the employee directly effected and with the union to which they belong.



(b)	The discussion shall take place as soon as it is practicable after the council has made a definite decision which shall invoke the provision of paragraph (a) of this subclause and shall cover, inter alia, any reasons for the proposed terminations, measures to avoid or minimise the terminations and measures to mitigate any adverse effects of the terminations of the employee(s) concerned.



(c)	For the purposes of the discussion, the council shall, as soon as practicable, provide to the employee(s) concerned and the union to which they belong, all relevant information about the proposed terminations including the reasons for the proposed terminations, the number and category of employee(s) likely to be effected and the number of employee(s) normally employed and the period over which the terminations are likely to be carried out. Provided that the council shall not be required to disclose confidential information the disclosure of which would adversely affect the council.



(iv)	Notice to Centrelink -Where a decision has been made to terminate employees, the council shall notify the Centrelink as soon as possible giving relevant information including the number and categories of the employees likely to be affected and the period over which the terminations are intended to be carried out.



(v)	Notice of Termination - 



(a)	Four weeks notice to terminate or pay in lieu thereof shall be given except in cases where the employee is 45 years of age or ever with 5 years service, where 5 weeks notice shall be given.



(b)	Where an employee is to be terminated because of the introduction of technology the employee shall be entitled to the following:



(1)	Three months notice of termination or



(2)	Payment in lieu of the notice in paragraph (i) above. Provided that employment may be terminated by part of the period of notice specified and part payment in lieu thereof.



(3)	Notice or payment of notice under this paragraph shall be deemed to be service with the council for the purposes of calculating leave entitlements under this award.



(vi)	Severance Pay -



(a)	This subclause shall apply where an employee is terminated due to redundancy. A council shall be exempt from the operation of this subclause where the employee concerned has been offered, but has refused to accept, an alternative position within the council's organisation structure of comparable skill and accountability levels and remuneration no less than the position previously held by the employee.



(b)	In addition to any required period of notice, and subject to subclause (v) of this Clause, the employee shall be entitled to the following tables;





Table 1



If The Employee Is Less Than 45 Years Of Age��Completed Years Of Service With Council�Entitlement��Less than 1 year�Nil��1 year and less than 2years�4 weeks pay��2 years and less than 3 years�7 weeks pay��3 years and less than 4 years�10 weeks pay��4 years and less than 5 years�12 weeks pay��5 years and less than 6 years�14 weeks pay��6 years and beyond�16 weeks pay and 2 weeks pay for each additional years service up to a maximum of 10 weeks pay��

Note:	Employees aged less than 45 years shall receive an entitlement of up to 26 weeks pay in accordance with the above table.





Table 2



If The Employee Is 45 Years Of Age And Over��Completed Years Of Service With Council�Entitlement��Less than 1 year�Nil��1 year and less than 2 years�5 weeks pay��2 years and less than 3 years�8.75 weeks pay��3 years and less than 4 years�12.5 weeks pay��4 years and less than 5 years�15 weeks pay��5 years and less than 6 years�17.5 weeks pay��6 years and beyond�20 weeks pay and 2 weeks pay for each additional years service up to a maximum of 6 weeks pay��

Note:	Employees aged 45 years or age and over shall receive an entitlement of up to 26 weeks pay in accordance with the above table.



(vii)	An employee who resigns during the period of notice id entitled to the same redundancy payments provided in this clause as if they had remained in the council's employment until the expiry of the notice period.



(viii)	During a period of notice of termination given by the council, an employee shall be allowed up to one day off without loss of pay during each week of notice for the purpose of seeking other employment. Where required by the council the employee shall provide proof of attendance at an interview.



(ix)	If the employee agrees to be redeployed by council into a lower paid position, the employee's existing salary and conditions shall be maintained for a period equivalent to the amount of notice and redundancy pay that the employee would be entitled to under this Award. Provided that should the employee resign during the period of salary maintenance, as provided for by this subclause, the balance of any notice and redundancy pay that the employee would have been entitled to for the remainder of the period of salary maintenance shall be paid on termination.



(x)	The council shall, upon receipt of a request from an employee to show employment has been terminated, provide to the employee a written statement specifying the period of the employee's employment and the classification or the type of work performed by the employee.



(xi)	The council shall, upon receipt of a request from an employee whose employment has been terminated, provide to the employee an "Employment Separation Certificate" in the form required by the Department of Social Security.



(xii)	In the event that council determines that a position is redundant, council where practicable, shall firstly offer such redundancy on a voluntary basis.



(xiii)	Nothing in this award shall be construed so as to require the reduction or alteration of more advantageous benefits or conditions which an employee may be entitled to under any existing restrict an employee with ten years service or more and council from agreeing to further redundancy arrangement, taken as a whole, between the industry unions and the councils bound by this award.



(xiv)	Subject to an application by the council and further order of the Industrial Relations Commission on New South Wales, a council may pay a lesser amount (or no amount of severance pay than that contained on subclause (v) above if the council obtains acceptable alternative employment for an employee.



(xv)	Nothing in this clause shall restrict an employee with ten years service or more and council from agreeing to further severance payments.



Appendix 7 - Anti-Discrimination



(1)	It is the intention of the parties to this agreement to seek to achieve the object in section 3(f) of the Industrial Relations Act 1996 to prevent and eliminate discrimination in the workplace.  This includes discrimination on the grounds of race, sex, marital status, disability, homosexuality, transgender identity and age.



Paragraph 2 only applies where the agreement contains a dispute resolution procedure.



(2)	It follows that in fulfiling their obligations under the dispute resolution procedure set out in this agreement the parties have obligations to take all reasonable steps to ensure that the operation of the provisions of this agreement are not directly or indirectly discriminatory in their effects. It will be consistent with the fulfilment of these obligations for the parties to make application to vary any provision of the agreement which, by its terms or operation, has a direct or indirect discriminatory effect.



(3)	Under the Anti-Discrimination Act 1977, it is unlawful to victimise an employee because the employee has made or may make or has been involved in a complaint of unlawful discrimination or harassment.



(4)	Nothing in this clause is to be taken to affect:



(a)	any conduct or act which is specifically exempted from anti-discrimination legislation;



(b)	offering or providing junior rates of pay to persons under 21 years of age;



(c)	any act or practice of a body established to propagate religion which is exempted under section 56 (d) of the Anti-Discrimination Act 1977;



(d)	a party to this agreement from pursuing matters of unlawful discrimination in any State or Federal jurisdiction.



(5)	This clause does not create legal rights or obligations in addition to those imposed upon the parties by the legislation referred to in this clause.







R. W. HARRISON  D.P.





__________________













Printed by the authority of the Industrial Registrar.









(469)�SERIAL C0983��

MECHANICAL OPTICIANS (STATE) AWARD



INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES



Applications by Automotive, Food, Metals, Engineering, Printing and Kindred Industries Union, New South Wales Branch, industrial organisation of employees.



(Nos. IRC 6877 of 1999 and 3414 of 2000)



Before Commissioner McLeay�26 June 2001��

VARIATION



1.	Delete clause 1, Arrangement, of the award published 2 March 2001 (322 I.G. 796), and insert in lieu thereof the following:



1.  Arrangement



Clause No.	Subject Matter



1.	Arrangement

2.	Anti-Discrimination

3.	Definitions

4.	Wages

5.	Apprentices

6.	Adult Apprentices

7.	Hours

8.	Shift Work

9.	Overtime

10.	Casual and Part-time Employees

11.	Meals

12.	No Extra Claims

13.	Contract of Employment

14.	Structural Efficiency

15.	Training

16.	Enterprise Arrangements

17.	Sundays

18.	Holidays

19.	Annual Leave

20.	Long Service Leave

21.	Sick Leave

22.	Personal/Carer's Leave

23.	Parental Leave

24.	General Conditions

25.	Bereavement Leave

26.	Jury Service

27.	Shop Stewards

28.	Payment of Wages

29.	Redundancy

30.	Grievance and Dispute Resolution Procedures

31.	Right of Entry

32.	Area, Incidence and Duration



Schedule 'A' - Rates of Pay and Allowances



Part 1 - Rates of Pay



Part 2 - Allowances



2.	Delete clause 4, Wages, and insert in lieu thereof the following:



4.  Wages



(i)	(a)	Optical Worker 1 - An adult employee with no previous experience during the first year of employment in the industry.



Total Rate:	See Schedule A - Part 1



(b)	Optical Worker 2 - An adult employee who has been an Optical Worker 1 for twelve months and is required to carry out the majority of the following functions:



Material Selection;

Painting or Taping;

Grind Blocking:

Tool Selection;

Fining;

Polishing;

Deblocking;

Cleaning;

Grind File;

Template Selection;

Fitting Blocking;

Deblocking (Fitting)

Cleaning (Fitting);

Lens Toughening;

Dispatching;

Tinting.



Total Rate:	See Schedule A - Part 1



(c)	Optical Worker 3 - An adult employee who has been an Optical Worker 2 for 12 months and is required to carry out the majority of the following additional functions:



Automatic Generating;

Template Making;

Automatic Edging;

Layout Marking (Grind and Fitting); or 

An adult employee, after working as an Optical Worker 1 for twelve months and carries out vacuum coating operations, computer calculations, or work in a laboratory service office:



Total Rate:	See Schedule A - Part 1



(d)	Optical Worker 4 - An adult employee who has been an Optical Worker 3 for 12 months and is required to carry out the majority of the following additional functions:



Manual Generating;

Power Checking (Dotting);

Fitting;

Hand Roughing;

Final Checking.



Total Rate:	See Schedule A - Part 1



(e)	Optical Mechanic 1 - A tradesperson who has served an apprenticeship in this industry.

Reject control and determining remedial action after final checking will be the responsibility of a tradesperson only.



Total Rate:	See Schedule A - Part 1



(f)	Optical Mechanic 2 - An Optical Mechanic 1 with twelve months experience who, through the application of additional skills, is required by his/her employer to carry out all of the following work in the normal course of his/her employment, with minimum supervision:



Fault finding;

Removal of parts, assemblies or machines and arrange for their repair;

Replacement of parts, assemblies or machines with new or repaired parts, assemblies or machines.



Total Rate:	See Schedule A - Part 1



(g)	Optical Mechanic 3 - An Optical Mechanic who, through the application of additional skills, is required by his/her employer to carry out work in a laboratory and/or a superstore laboratory, in the normal course of his/her employment without supervision.



Total Rate:	See Schedule A - Part 1



(ii)	Contact Lenses Definitions - The laboratory is split up into a number of work areas.  Some jobs consist of three or four separate processes, other jobs consist of only one process.  An optical worker will train to perform a majority of the following functions:



Function 1:	Base surface cutting (automatic);

Base curve cutting (manual);

Edge rounding;

Base curve polishing.



Function 2:	Blocking;

Front surface cutting (automatic);

Front surface cutting (manual).



Function 3:	Edge curve polishing;

Optic curve polishing;

Final edge rounding.



Function 4:	Final dry lens checking.



Function 5:	Slab off cutting (Accucyls).



Function 6:	Toric bending;

Toric blocking.



Function 7:	P/B fronts;

Optic cutting;

Slab off cutting.



Function 8:	Truncation.



Function 9:	Final checking.



Function 10:	Intake:

Lens Cleaning:

Despatch.

Function 11:	Hard lens cleanse.



Function 12:	Soft lens cleanse.



Definitions - Contact Lenses -



Optical Worker 1 — An adult employee during the first year of employment in the industry.



Rate of Pay: 	See Schedule A - Part 1



Optical worker 2 — An adult employee who has been an Optical Worker 1 for 12 months, and successfully performs at least three of the contact Lens functions.



Rate of pay:	See Schedule A - Part 1



Optical Worker 3 - An adult employee who has been Optical Worker 2 for 12 months, and successfully performs at least five of the Contact Lens functions.



Rate of Pay:	See Schedule A - Part 1



Optical Worker 4 - An adult employee who has been an Optical Worker 3 for 12 months, and successfully performs at least eight of the contact Lens functions.



Rate of Pay:	See Schedule A - Part 1



Definitions - Optical Mechanic -



Optical Mechanic 1 - A tradesperson who has served an apprenticeship in this industry and performs functions 1 - 12.



A number of preventative maintenance and quality control procedures are the responsibility of a tradesperson:



Setting of NC machinery;

Setting of lathes for sphere;

Inspection, replacement and setting of diamond tools;

Reject analysis, remedial action;

Rx adjustment.



Rate of pay: 	See Schedule A - Part 1



Optical Mechanic 2 - An Optical Mechanic 1 who, through the application of additional skills, is required by his/her employer to carry out all of the following work in the normal course of his/her employment:



Fault finding;

Removal and replacement of parts;

Periodic on-line maintenance.



Rate of pay:	See Schedule A - Part 1



Optical Mechanic 3 - An Optical Mechanic 2 who is required to carry out the following quality control and maintenance reliability procedures:



Acceptance sampling;

Calibration of checking equipment;

Checking and adjustment of equipment setting.



Rate of pay:	See Schedule A - Part 1



(iii)	Charge Hands -



(a)	In charge of not less than two employees and not more than ten employees.



(b)	In charge of more than ten employees but not more than twenty employees.



	(c)	In charge of more than twenty employees.



Allowance(s):	See Schedule A - Part 2



(iv)	Juniors - Unapprenticed juniors shall be paid the undermentioned percentages of the total rate of pay prescribed for Optical Worker 2 in paragraph (b) of subclause (i) of this clause for adult employees for work in other than a declared trade:



At 16 years of age and under	)

At 17 years of age	)

At 18 years of age	)	See Schedule A - Part 1

At 19 years of age	)

At 20 years of age	)



Such rates shall be calculated to the nearest 5 cents, any broken part of 5 cents not exceeding half of 5 cents to be disregarded.



(v)	The rates of pay in this award include the adjustments payable under the State Wage Case 2000.  These adjustments may be offset against:



(a)	any equivalent overaward payments;  and/or



(b)	award wage increases since 29 May 1991, other than Safety Net, State Wage Case and minimum rates adjustments.



(vi)	Casual Employee - Casual employees shall be paid at an hourly rate equal to that appropriate weekly rate divided by forty or by the number of ordinary hours worked by employees, other than casual or part-time employees, in the establishment, whichever is the lesser, plus 15 per cent with a minimum payment of four hours' work at the appropriate rate.



(vii)	Part-time Employee - Part-time employees shall be paid at an hourly rate equal to the appropriate weekly rate divided by:



(a)	40; or



(b)	by the number of hours worked by weekly employees in the establishment in which the person is employed, whichever is less.



(viii)	The rates of wages for apprentices shall be as follows:



Per week

$



1st Year	)

2nd Year	)	See Schedule A - Part 1

3rd Year	)

4th Year	)



The industry allowance is included in the above rates.



The total wages of apprentices shall be calculated to the nearest ten cents, less than five cents to go to the lower amount, five cents or more to go to the higher amount.



(ix)	Adult Apprentices -



(a)	Where a person was employed by an employer in the optical industry immediately prior to becoming an adult apprentice with that employer, such person shall not suffer a reduction in the rate of pay by virtue of becoming indentured.



(b)	Subject to paragraph (a) of this subclause, the rate of pay for an adult apprentice shall be the award wage prescribed in paragraph (a) of subclause (i) of this clause at the time of undertaking an apprenticeship or the rate prescribed by subclause (viii) of this clause for the relevant year of apprenticeship, whichever is the greater.



3.	Delete subclause (ii) of clause 9, Overtime , and insert in lieu thereof the following:



(ii)	Where an employee is required to work overtime for a period in excess of one and a half hours, the employee shall be supplied with a meal by the employer or paid the amount set out in Schedule A - Part 2 (Meal Allowance), where between Monday and Friday, a second or subsequent meal is taken, the employee shall be supplied with a meal by the employer or be paid the amount set out in Schedule A - Part 2 (Meal Allowance).  This allowance to be paid on the day when overtime is worked where practicable.



4.	Delete subclause (ix) of clause 24, General Conditions, and insert in lieu thereof the following:



(ix)	First-aid Allowance - An employee who has been trained to render first-aid and who is the current holder of appropriate first-aid qualifications such as a certificate from the St. john Ambulance or similar body, shall be paid a weekly allowance set out in Schedule A - Part 2 (First-aid Allowance).



5.	Insert after clause 32, Area, Incidence and Duration, the following new Schedule 'A' - Rates of Pay and Allowances:



Schedule 'A' - Rates of Pay and Allowances



Part 1 - Rates of Pay



��First Phase�Second Phase��OPTICAL WORKER�Current Rate�Effective 26/06/01�Effective 26/09/01����($20.00)�(Remainder)���$�$�$��1�376.80�396.80�411.80��2�395.30�415.30�430.30��3�428.40�448.40�463.40��4�436.40�456.40�471.40��

OPTICAL��First Phase�Second Phase��MECHANIC�Current Rate�Effective 26/06/01�Effective 26/09/01����($20.00)�(Remainder)���$�$�$��1�484.80�504.80�517.80��2�500.20�520.20�533.20��3�512.60�532.60�545.60��









UN-APPRENTICED JUNIORS�Percentage of Optical Worker 2���%��16 years and under�34��17 years�43.5��18 years�55��19 years�68��20 years�81��

APRENTICE�Old Rate�Rate Per Week���Per Week�Effective 26/06/01���$�$��1st year�193.20�207.40��2nd year�282.20�302.60��3rd year�374.00�400.20��4th year�422.00�451.60��

Part 2 - Allowances



Clause�Clause�Description�Amount��Number�Title��$��4 (iii)�Wages - Charge Hands�Not less than 2 employees and not more than�����10 employees�17.40����More than 10 employees but not more than�����20 employees�26.00����In charge of more than 20 employees�33.20��9 (ii)�Overtime�Meal Allowance�7.60��24 (ix)�General Conditions�First Aid Allowance�7.20��

6.	This variation shall take effect from the first pay period to commence on or after -



(i)	26 September 2001 in respect to the "Second Phase" of pay increases appearing in Part 1 - Rates of Pay, of Schedule 'A' - Rates of Pay and Allowances;  and



(ii)	26 June 2001 in all other respects.





J. McLEAY,  Commissioner.



____________________





Printed by the authority of the Industrial Registrar.































(469)�SERIAL C0984��

MECHANICAL OPTICIANS (STATE) AWARD



INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES



Application by Automotive, Food, Metals, Engineering, Printing and Kindred Industries Union, New South Wales Branch, industrial organisation of employees.



(No. IRC 5469 of 2001)



Before the Honourable Justice Walton, Vice-President�4 September 2001��

VARIATION



1.	Delete subclause (v) of clause 4, Wages, of the award published 2 March 2001 (322 I.G. 796), as varied, and insert in lieu thereof the following:



(v)	The rates of pay in this award include the adjustments payable under the State Wage Case 2001.  These adjustments may be offset against:



(a)	any equivalent overaward payments;  and/or



(b)	award wage increases since 29 May 1991, other than Safety Net, State Wage Case and minimum rates adjustments.



2.	Delete Schedule 'A' - Rates of Pay and Allowances, and insert in lieu thereof the following:



Schedule 'A' - Rates of Pay and Allowances



Part 1 - Rates of Pay



��First Phase�Second Phase�2001 SWC��OPTICAL�Current Rate�Effective 26/06/01�Effective 26/09/01�Effective 26/01/02��WORKER��($20.00)�(Remainder)����$�$�$�$��1�376.80�396.80�411.80�424.80��2�395.30�415.30�430.30�443.30��3�428.40�448.40�463.40�476.40��4�436.40�456.40�471.40�484.40��



��First Phase�Second Phase�2001 SWC��OPTICAL�Current Rate�Effective 26/06/01�Effective 26/09/01�Effective 26/01/02��MECHANIC��($20.00)�(Remainder)����$�$�$�$��1�484.80�504.80�517.80�532.80��2�500.20�520.20�533.20�548.20��3�512.60�532.60�545.60�560.60��















UN-APPRENTICED JUNIORS�Percentage of Optical Worker 2���%��16 years and under�34��17 years�43.5��18 years�55��19 years�68��20 years�81��



APRENTICE�Old Rate�Rate Per Week�2001 SWC���Per Week�Effective 26/06/01�Effective 26/01/02���$�$�$��1st year�193.20�207.40�213.60��2nd year�282.20�302.60�311.65��3rd year�374.00�400.20�412.20��4th year�422.00�451.60�465.15��

Part 2 - Allowances



Clause�Clause��Previous�SWC 2001��No.�Title�Description�Amount�(26/01/02)�����$�$��4 (iii)�Wages - Charge Hands�Not less than 2 employees and not ������More than 10 employees�17.40�17.90����More than 10 employees but not ������More than 20 employees�26.00�26.80����In charge of more than 20 employees�33.20�34.20��9 (ii)�Overtime�Meal Allowance�7.60�8.50��24 (ix)�General Conditions�First Aid Allowance�7.20�7.40��

3.	This variation shall take effect from the first full pay period to commence on or after 26 January 2002.











M. J. WALTON  J, Vice-President.









____________________







Printed by the authority of the Industrial Registrar.























(1467)�SERIAL C1009��

DIVISIONS OF GENERAL PRACTICE (STATE) AWARD - 1999



INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES



Application by the Health and Research Employees' Association of New South Wales, industrial organisation of employees.



(No. IRC 6233 of 2001)



Before Commissioner McLeay�8 October 2001��

variation



1.	Amend subclause (a) of clause 2, Parties, of the award published 14 September 2001 (327 I.G. 839) by adding four additional respondent parties to the award as follows:



Western Sydney Division of General Practice

Port Macquarie Division of General Practice

Central Coast Division of General Practice

Blue Mountains Division of General Practice



2.	Amend the said subclause (a) of clause 2, Parties, by renaming the following respondent from:



"Wagga Wagga & District Division of General Practice" to



"Riverina Division of General Practice"



3.	Delete subclauses (b) and (e) of clause 40, Salary Rates, and insert in lieu thereof the following:



(b)	Entry Level Rates



The minimum entry level rates for the six classification levels in the skills - based classification system are:





Classification Level�Current Entry Level Annual Salary Rates 

 [F/T equivalent]�Entry Level Annual Salary Rates 

effective 14.12.2001

[F/T equivalent]��1

16 years of age

17 years of age

18  years  +�$

16,754

21,909

25,775�$

17,257

22,566

26,548��2�30, 930�31,814��3�36,085�36,969��4�41,240�42,124��5�51,550�52,434��6�61,860�62,744��

Note: 	This variation shall take effect from the first pay period to commence on or after 14 December 2001.



(e)	State Wage Case Adjustments



The rates of pay in this award include the adjustments payable under the State Wage Case Decision-2001.  These adjustments may be off-set against:





(a)	Any equivalent over-award payments, and/or



(b)	award wage increases since  29 May, 1991 other than safety net, State Wage Case, and minimum rates adjustments.



4.	Delete subclause (f) of clause 42, Area, Incidence and Duration, and insert in lieu thereof as follows:



(f)	The variation reflected in clause 2 and subclauses (b) and (e) of Clause 40, Salary Rates, shall take effect from the first pay period to commence on or after 14 December 2001.



5.	This variation in relation to respondency shall take effect from the first pay period to commence on or after 8 October 2001 and the variation pursuant to the State Wage Case 2001 shall take effect from the first pay period to commence on or after 14 December 2001.









J. McLEAY, Commissioner.











____________________













Printed by the authority of the Industrial Registrar.























































(163)�SERIAL C1001��

CONFECTIONERS (STATE) AWARD



INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES



Application by the Automotive, Food, Metals Engineering, Printing and Kindred Industries Union, New South Wales Branch, industrial organisation of employees.



(No. IRC 4875 of 2001)



Before the Honourable Justice Kavanagh�23 and 27 August 2001��

VARIATION



1.	Delete subclause (e) of clause 10, Wages of the award published 23 November 2001 (329 I.G. 926) and insert in lieu thereof the following:



(e)	The rates of pay in this award include the adjustments payable under the State Wage Case 2001.  These adjustments may be offset against:



(i)	any equivalent overaward payments; and/or



(ii)	award  wage increases since  29 May  1991 other  than safety net, State Wage Case and minimum rates adjustments.



2.	Delete Part B, Monetary Rates and insert in lieu thereof the following:



PART B



MONETARY RATES



Table 1 - Rates of Pay



(i)	Adult Employees - 



Level�Total Rate Per Week

$��Level 5�405.10��Level 4�417.60��Level 3�430.10��Level 2�459.30��Level 1�476.00��

(ii)	Juniors - 



�Percentage of Confectioner Level 4 Rate (%)��Under 16 Years of age�55��At 16 years of age�65��At 17 years of age�75��At 18 years of age�85��At 19 years of age�Appropriate adult rate��









Table 2 - Other Rates and Allowances



Item No.�Clause No.�Brief Description�Amount�����$��1.�12�First-aid allowance�8.50 per week��2.�12�Heat allowance�����In excess of 46C.�0.29 per hour����In excess of 56C.�0.36 per hour��3.�8�Meal allowance�7.67 per week��4.�24�Laundry allowance�2.21 per week��

3.	This variation shall take effect from the first full pay period to commence on or after 23 August 2001.







T. M. KAVANAGH  J.





____________________







Printed by the authority of the Industrial Registrar.





































































(465)�SERIAL C1013��

NUGAN QUALITY FOODS PTY LTD EMPLOYEES (STATE) AWARD



INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES



Application by The Australian Workers' Union, New South Wales, industrial organisation of employees.



(No. IRC 7068 of 2001)



Before Commissioner McLeay�22 November 2001��

VARIATION



1.	Delete subclause (6) of clause 3, Rates of Pay, of the award published 22 June 2001 (325 I.G. 701), and insert in lieu thereof the following:



(6)	The rates of pay in this award include adjustments payable under the State Wage Case 2001.  These adjustments may be offset against:



(a)	any equivalent overaward payments; and/or



(b)	award increases since 29 May 1991 and other safety net, State Wage Case, and minimum rates adjustments.



2.	Delete Part B, Monetary Rates, and insert in lieu thereof the following:



PART B



MONETARY RATES



Table 1 - Total Wage Rates



Classification�Current Rate

$�SWC 2001

$�Total Rate

$��Evaporator Operator�442.20�13.00�455.20��General Hand�417.55�13.00�430.55��Lift Operator�442.20�13.00�455.20��Junior Employees

�����Under 17 years of age�220.28�13.00�233.28��Under 18 years of Age�338.64�13.00�351.64��18 years and over General Hand�417.55�13.00�430.55��

Table 2 - Other Rates and Allowances



Item No.�Clause No.�Brief Description�Existing Allowance

$�Adjusted Allowance

$��1�3(1)�Supplementary Payment�14.30�14.75��2�3(2)�Freezer Allowance�10.90�11.25��3�3(3)�Leading Hands�13.20�13.60��4�17�Meal Allowance�5.25�5.85��5�20(3)�First Aid�1.80�1.85��

"Note": All expense related allowances in this award have been varied in accordance with CPI adjustments up to and including the March quarter 2001.



3.	This variation shall take effect from the first full pay period to commence on or after 22 November 2001.







J. McLEAY, Commissioner.











__________________















Printed by the authority of the Industrial Registrar.









































































�SERIAL C1081��

ENTERPRISE AGREEMENTS APPROVED BY THE INDUSTRIAL RELATIONS COMMISSION



(Published pursuant to s.45 (2) of the Industrial Relations Act 1996)



EA02/51 - Thomas & Coffey (Wollongong Electrical Construction) Enterprise Agreement 2000��Made Between:  Thomas & Coffey Pty Ltd -&- the Electrical Trades Union of Australia, New South Wales Branch.



New/Variation:  New.



Approval and Commencement Date:  Approved and commenced 12 September 2001.



Description of Employees:  This Agreement applies to all employees at 17-19 Lady Penrhyn Drive, Unanderra 2526 employed in classifications or occupations covered by the Electrical, Electronic and Communications Contracting Industry (State) Award and/or are eligible for membership of the ETU, whether members of the union or not.



Nominal Term:  16 Months.

��

EA02/52 - A. J. Mills & Sons Pty Ltd Seasonal Cane Transport and Bagasse Driver Employees Enterprise Agreement 2001��Made Between:  A J Mills & Sons Pty Limited -&- the Transport Workers' Union of Australia, New South Wales Branch.



New/Variation:  New. Replaces EA99/97



Approval and Commencement Date:  Approved and commenced 21 August 2001.



Description of Employees:  Applies to all seasonal cane transport and bagasse drivers at Harwood, Condong and Broadwater.



Nominal Term:  29 Months.

��

EA02/53 - OPSM Auburn Distribution Centre Enterprise Agreement 2001��Made Between:  OPSM Pty Limited -&- the Australian Business Industrial.



New/Variation:  New. Replaces EA97/88



Approval and Commencement Date:  Approved and commenced 6 December 2001.



Description of Employees:  Applies to employees employed by the Auburn Distribution Centre located at 99 Hilliers Rd, Auburn who perform the duties covered by the Storemen and Packers General (State) Award and the Clerical and Administrative Employees (State) Award.



Nominal Term:  18 Months.

��







EA02/54 - DuPont Australia (Girraween and Wetherill Park) 2000 Enterprise Agreement��Made Between:  Dupont Australia Limited -&- the Australian Liquor, Hospitality and Miscellaneous Workers Union, New South Wales Branch.



New/Variation:  New. Replaces EA99/17



Approval and Commencement Date:  Approved 12 November 2001 and commenced 17 October 2001



Description of Employees:  Applies to employees covered by the Dupont Australia (Girraween & Wetherill Park) 1998 enterprise agreement, Paint Industry (State) Award and Gelatin and Glue Industry (State) Award at the company's Girraween and Wetherill Park Sites.



Nominal Term:  24 Months.

��

EA02/55 - Franklins Ingleburn Distribution Centre Enterprise Agreement 2000��Made Between:  Franklins Limited -&- the National Union of Workers, New South Wales Branch.



New/Variation:  Variation. Replaces EA00/323



Approval and Commencement Date:  Approved 11 July 2001 and commenced 1 September 2001



Description of Employees:  Applies to all employees covered by Franklins Limited Ingleburn Distribution Centre Enterprise Agreement 2000 and Storemen and Packers, General (State) Award.



Nominal Term:  24 Months.

��

EA02/56 - Northern Rivers Community Transport Inc. Remuneration Packaging Agreement 2001��Made Between:  Northern Rivers Community Transport Inc -&- Julie McFaddyn and Colleen Thomas.



New/Variation:  New.



Approval and Commencement Date:  Approved and commenced 12 December 2001.



Description of Employees:  Applies to all employees covered by the Social and Community Services (SACS) Employees (State) Award and the Clerical and Administrative Employees (State) Award.



Nominal Term:  12 Months.

��































EA02/57 - Woolworths Limited and Woolstar Pty Limited Warehouse Maintenance Enterprise Bargaining Agreement��Made Between:  Woolworths Limited -&- Ateeq Ahmed, Ankush Chavan, Bruce Delandro, Alan Griffiths, Peter Griffiths, George Jarzyna, Victor Lal, Kenneth Laughlin, Richard Mulvey, Brent Payne, Ravinesh Ram, Paul Renton, Raju Sagayaraj, Peter Smith, George Stamoudis, Sami Tom, Simon Twomey, Barry Walsh and Clive Woodward.



New/Variation:  New. Replaces EA99/295



Approval and Commencement Date:  Approved 30 October 2001 and commenced 23 October 2001



Description of Employees:  Applies to employees of Woolworths Limited, Woolstar Pty. Limited, located at Yennora Warehouse, Moorebank Warehouse and Homebush Warehouse.



Nominal Term:  24 Months.

��

EA02/58 - Atlas Copco Australia Pty Limited Blacktown Warehouse Enterprise Agreement 2001��Made Between:  Atlas Copco Australia Pty Limited -&- the National Union of Workers, New South Wales Branch.



New/Variation:  New. Replaces EA99/181



Approval and Commencement Date:  Approved 25 June 2001 and commenced 1 April 2001



Description of Employees:  Applies to all employees covered by the Storemen and Packers General (State) Award.



Nominal Term:  24 Months.

��

EA02/59 - Hunter Water Corporation Employees' Enterprise Agreement 2001��Made Between:  Hunter Water Corporation -&- the Australian Services Union of N.S.W.; Automotive, Food, Metals, Engineering, Printing and Kindred Industries Union, New South Wales Branch; Construction, Forestry, Mining and Energy Union (New South Wales Branch) and the Electrical Trades Union of Australia, New South Wales Branch.



New/Variation:  New. Replaces EA99/77



Approval and Commencement Date:  Approved 1 February 2002 and commenced 1 June 2001



Description of Employees:  Applies to all employees covered by the Hunter Water Corporation Employees (State) Award 1999 and Hunter Water Corporation (Operations) Employees Agreement 1999.



Nominal Term:  24 Months.

��



















EA02/60 - Cradle Runways (Aust) Pty Limited Enterprise Agreement 2001-2003��Made Between:  Cradle Runways (Aust) Pty Limited -&- Anthony Aldridge, John Baumann, Jean Cazin, Mark Fawcett, Charlie Fox, William Graham, Alan Mills, Tom Moment, Peter Reid, Bob Sizeland and Sandy Wallace.



New/Variation:  New. Replaces EA01/35



Approval and Commencement Date:  Approved 7 December 2001 and commenced 15 November 2001



Description of Employees:  Applies to all employees classified as Fitter & Machinist, Boilermaker or Electrician at the Company's manufacturing plant at Mona Vale, New South Wales.



Nominal Term:  25 Months.

��

EA02/61 - Boral Transport Agreement 2001��Made Between:  Boral Construction Materials Group Ltd -&- the Transport Workers' Union of Australia, New South Wales Branch.



New/Variation:  New. Replaces EA98/115



Approval and Commencement Date:  Approved and commenced 22 November 2001.



Description of Employees:  Applies to those employees of Boral Construction Materials Group Limited who work out of a deport or yard operated by Boral Transport at Emu Plains, Port Kembla, Doyalson, Queanbeyan, Greystanes and the Blue Circle Bulk operations.



Nominal Term:  32 Months.

��

EA02/62 - Clinical Waste Australia Operations and Transport Employees Enterprise Agreement 2001��Made Between:  Clinical Waste Australia Pty Ltd -&- the Transport Workers' Union of Australia, New South Wales Branch.



New/Variation:  New.



Approval and Commencement Date:  Approved and commenced 31 January 2002.



Description of Employees:  Applies to those employees covered by the Transport Industry Trade Waste (State) Award.



Nominal Term:  30 Months.

��























EA02/63 - A. J. Bush & Sons (Yanco) Pty Limited and The Australasian Meat Industry Employees' Union (NSW Branch) Enterprise Agreement 2002��Made Between:  A J Bush and Sons (Yanco) Pty Ltd -&- The Australasian Meat Industry Employees' Union, New South Wales Branch.



New/Variation:  New. Replaces EA00/214



Approval and Commencement Date:  Approved 21 January 2002 and commenced 3 January 2002



Description of Employees:  Applies to all employees of A.J. Bush's & Sons (Yanco) Pty Ltd involved in the meat processing area at the company's site, situated at Yanco, NSW.



Nominal Term:  24 Months.

��

EA02/64 - Quest International Australia Pty Limited Agreement 2002��Made Between:  Quest International Australia Pty Ltd -&- the National Union of Workers, New South Wales Branch.



New/Variation:  New. Replaces EA01/8



Approval and Commencement Date:  Approved 21 January 2002 and commenced 1 January 2002



Description of Employees:  Applies to all employees employed by Quest International Australia Pty Limited at 6 and 12 Britton Street, Smithfield 2164 and Wiseman's Ferry Road, Mangrove Mountain 2250 who are covered by the Grocery Products Manufacturing (State) Award.



Nominal Term:  24 Months.

��

EA02/65 - Dunlop Sport NSW - National Union of Workers Enterprise Agreement 2001��Made Between:  Dunlop Sport -&- the National Union of Workers, New South Wales Branch.



New/Variation:  New. Replaces EA00/86



Approval and Commencement Date:  Approved 28 August 2001 and commenced 1 July 2001



Description of Employees:  Applies to all employees employed at Dunlop Sport, located at Unit S3, Regents Park, Industrial Estate, 391 Park Road Regents Park NSW who are covered by Storemen & Packers General (State) Award.



Nominal Term:  24 Months.

��

EA02/66 - Waco Kwikform Limited Enterprise Agreement��Made Between:  Waco Kwikform Limited -&- the National Union of Workers, New South Wales Branch.



New/Variation:  New. Replaces EA00/109



Approval and Commencement Date:  Approved 21 January 2002 and commenced 21 November 2001



Description of Employees:  Applies to all employees employed by Waco Kwikform Ltd at 10 and 12 Pike street, Rydalmere NSW and are covered by the Storemen & Packers General (State) Award.



Nominal Term:  24 Months.

��EA02/67 - The Dowdon Contracting Pty Ltd Enterprise Agreement 2001��Made Between:  Dowdon Contracting Pty Limited -&- Jim Kete, Brian Kingi, Martin Lettis, Adam Rua and Fred Winter.



New/Variation:  New. Replaces EA95/333



Approval and Commencement Date:  Approved and commenced 7 December 2001.



Description of Employees:  Applies to all employees covered by the Building and Construction Industry (State) Award.



Nominal Term:  24 Months.

��

EA02/68 - Inghams Enterprises (Badgerys Creek-PRU) Enterprise Agreement 2001��Made Between:  Inghams Enterprises Pty Ltd -&- The Australasian Meat Industry Employees' Union, New South Wales Branch.



New/Variation:  New. Replaces EA00/82



Approval and Commencement Date:  Approved and commenced 18 December 2001.



Description of Employees:  Applies to all employees employed by Inghams Enterprises Pty Ltd Badgerys Creek Protein Recover Unit (PRU) located at Badgerys Creek Rd, Badgerys Creek NSW who are covered by the Poultry Industry Preparation (State) Award.



Nominal Term:  32 Months.

��

EA02/69 - Inghams Enterprises (Mangrove Mountain) Enterprise Agreement 2001��Made Between:  Inghams Enterprises Pty Ltd -&- The Australasian Meat Industry Employees' Union, Newcastle and Northern Branch.



New/Variation:  New. Replaces EA98/192



Approval and Commencement Date:  Approved and commenced 18 December 2001.



Description of Employees:  Applies to all employees employed by Inghams Enterprises Pty Ltd Mangrove Mountain, processing plant located at Wiseman Ferry Rd, Mangrove Mountain NSW and covered by the Poultry Industry Preparation (State) Award.



Nominal Term:  20 Months.

��

























EA02/70 - Inghams Enterprises Pty Ltd (Tahmoor) Enterprise Agreement 2001��Made Between:  Inghams Enterprises Pty Ltd -&- The Australasian Meat Industry Employees' Union, New South Wales Branch.



New/Variation:  New. Replaces EA00/81



Approval and Commencement Date:  Approved 18 December 2001 and commenced 5 August 2001



Description of Employees:  Applies to all employees employed by the Inghams Enterprises Pty Ltd Tahmoor processing plant located at Rockford Rd, Tahmoor NSW and covered by the Poultry Industry Preparation (State).



Nominal Term:  24 Months.

��

EA02/71 - Inghams Enterprises Pty Ltd (Ingleburn) Enteprise Agreement 2001��Made Between:  Inghams Enterprises Pty Ltd -&- The Australasian Meat Industry Employees' Union, New South Wales Branch.



New/Variation:  New. Replaces EA00/83



Approval and Commencement Date:  Approved 18 December 2001 and commenced 5 August 2001



Description of Employees:  Applies to all employees employed by the Inghams Enterprises Pty Ltd, Ingleburn processing plant located at Benson Rd, Ingleburn NSW, who are covered by the Poultry Industry Preparation (State) Award.



Nominal Term:  24 Months.

��

EA02/72 - Golden Bake Enterprise Agreement 2001 (No.4)��Made Between:  Quality Bakers Australia Limited -&- the National Union of Workers, New South Wales Branch.



New/Variation:  New. Replaces EA99/245



Approval and Commencement Date:  Approved and commenced 20 December 2001.



Description of Employees:  Applies to all employees employed at the Golden Bake site of Quality Bakers Australia Limited, at Homepride Avenue, Liverpool NSW.



Nominal Term:  24 Months.

��

EA02/73 - Nestle Australia Ltd Northern Distribution Centre (NUW) Agreement 2001-2004��Made Between:  Nestle Australia -&- the National Union of Workers, New South Wales Branch.



New/Variation:  New. Replaces EA00/13



Approval and Commencement Date:  Approved 4 February 2002 and commenced 13 October 2001



Description of Employees:  Applies to all employees employed by Nestle Australia Limited who are covered by the Storemen and Packers General (State) Award.



Nominal Term:  31 Months.

��EA02/74 - Ausdoc Information Management Enterprise Agreement 2001��Made Between:  Ausdoc Information Management Pty Ltd -&- the National Union of Workers, New South Wales Branch.



New/Variation:  New. Replaces EA99/269



Approval and Commencement Date:  Approved 6 February 2002 and commenced 15 November 2001



Description of Employees:  Applies to all employees covered by the Storemen and Packers General (State) Award.



Nominal Term:  24 Months.

��

EA02/75 - Linfox - C.U.B. Clyde (National Union of Workers) Enterprise Agreement 2001��Made Between:  Linfox Transport (Aust) Pty Ltd CUB Warehouse -&- the National Union of Workers, New South Wales Branch.



New/Variation:  New. Replaces EA01/54



Approval and Commencement Date:  Approved 18 December 2001 and commenced 1 November 2001



Description of Employees:  Applies to all employees employed by Linfox Transport (Aust) Pty Ltd located at the C.U.B. Distribution Centre at Manchester Rd, Clyde NSW and are covered by the Storemen and Packers General (State) Award.



Nominal Term:  24 Months.

��

EA02/76 - Sharp corporation of Australia Pty Limited Warehouse Employees Enterprise Agreement 2001��Made Between:  Sharp Corporation of Australia Ltd -&- the National Union of Workers, New South Wales Branch.



New/Variation:  New. Replaces EA99/152



Approval and Commencement Date:  Approved 28 August 2001 and commenced 1 April 2001



Description of Employees:  Applies to all employees who are covered by the Storemen and Packers General (State) Award and located at 1 Huntingwood Drive, Huntingwood NSW 2148.



Nominal Term:  12 Months.

��

EA02/77 - The Steritech (Wetherill Park) Agreement 2001��Made Between:  Steritech Pty Ltd -&- the National Union of Workers, New South Wales Branch.



New/Variation:  New. Replaces EA00/77



Approval and Commencement Date:  Approved 2 October 2001 and commenced 1 May 2001



Description of Employees:  Applies to all employees employed by Steritech Pty Ltd located at 5 Widemere Road, Wetherill Park NSW 2164.



Nominal Term:  24 Months.

��EA02/78 - Emerald Concrete Steelfixing Enterprise Agreement 2001��Made Between:  Emerald Concrete Steelfixing Pty Ltd -&- The Australian Workers' Union, New South Wales.



New/Variation:  New.



Approval and Commencement Date:  Approved 19 December 2001 and commenced 1 May 2001



Description of Employees:  Applies to all employees covered under the General Construction and Maintenance, Civil and Mechanical Engineering &c. (State) Award.



Nominal Term:  12 Months.

��

EA02/79 - Integrated Steel Mill Services Pty Ltd Site Enterprise Agreement��Made Between:  Integrated Steel Mill Services Pty Limited -&- The Australian Workers' Union, New South Wales.



New/Variation:  New.



Approval and Commencement Date:  Approved and commenced 28 August 2001.



Description of Employees:  Applies to all employees covered under the Steel Stone (Rooty Hill) Pty Limited Site Award and located at Masters Rd, Mount St Thomas NSW 2500.



Nominal Term:  17 Months.

��

EA02/80 - Bonds Industries Ltd (Minto) and Ancillary Warehouses Agreement 2001��Made Between:  Bonds Industries Limited -&- the National Union of Workers, New South Wales Branch.



New/Variation:  New. Replaces EA00/110



Approval and Commencement Date:  Approved 18 December 2001 and commenced 1 October 2001



Description of Employees:  Applies to all employees employed by Bonds Distribution Centre located at Minto, the ancillary dedicated finished goods warehouse located at Wentworthville and any other finished goods warehouses operated by Bonds in NSW who are covered by the Storemen and Packers General (State) Award.



Nominal Term:  24 Months.

��

EA02/81 - Caltex Contractors' Electrical Industry Agreement��Made Between:  Caltex Contractors -&- the Electrical Trades Union of Australia, New South Wales Branch.



New/Variation:  New. Replaces EA99/166



Approval and Commencement Date:  Approved 21 December 2001 and commenced 7 June 2001.



Description of Employees:  Applies to all employees employed by Contractors or Sub Contractors engaged on contract maintenance and construction work on the site of Caltex Kurnell.



Nominal Term:  24 Months.

��EA02/82 - Coca-Cola Amatil (Aust) Pty Ltd Equipment Service Enterprise Agreement (Sydney) 2001��Made Between:  Coca-Cola Amatil (Aust) Pty Limited -&- the Electrical Trades Union of Australia, New South Wales Branch.



New/Variation:  New.



Approval and Commencement Date:  Approved and commenced 21 December 2001.



Description of Employees:  Applies to all employees employed in the Equipment Services Division undertaking work as provided under the agreement's classification structure and are covered by the Electrician's (State) Award 1995.



Nominal Term:  24 Months.

��

EA02/83 - Australian Pharmaceutical Industries Limited Certified Enterprise Agreement 2001 (No.5)��Made Between:  Australian Pharmaceutical Industries -&- the Federated Clerks' Union of Australia, New South Wales Branch; National Union of Workers, New South Wales Branch and the Transport Workers' Union of Australia, New South Wales Branch.



New/Variation:  New. Replaces EA22/72



Approval and Commencement Date:  Approved and commenced 21 December 2001.



Description of Employees:  Applies to all employees employed by Australian Pharmaceutical Industries Operations located at 102 Briens Rd, Northmead NSW.



Nominal Term:  36 Months.

��
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