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1.  Definitions

"Award" means any award made pursuant to the provisions of the Industrial Arbitration Act 1940 or Industrial Relations Act 1991 or Industrial Relations Act 1996.

"Determination" means any determination made pursuant to the provisions of the Public Sector Management Act 1988 or the Public Sector Employment and Management Act 2002.

"Director General" means the chief executive officer of the NSW Department of Commerce.

"Enterprise Agreement" means an Agreement made pursuant to the Industrial Relations Act 1991 or the Industrial Relations Act 1996.

"Industrial Agreement" means any Industrial Agreement made pursuant to the provisions of the Industrial Arbitration Act 1940, filed with the Industrial Registrar.

"Public Sector Agreement" means any Agreement made pursuant to the provisions of the Public Sector Employment and Management Act 2002.

"Department" means the NSW Department of Commerce.

"DPWS" means all areas of the Department excepting the Office of Industrial Relations, Office of Fair Trading and the Office of Information Communication Technology.

"Salaried staff", "staff member", "staff" and "employee" mean people employed in the Department of Commerce who are paid by salary.  These terms exclude those employed in the Senior Executive Service.

"Salary" excludes the employer's contribution to superannuation.  Salary may take the form of a salary package including non-monetary compensation.

"Salary Point" means a salary nominated within a grade or level.

"Union" means the:

Public Service Association of New South Wales (PSA)

Association of Professional Engineers, Scientists and Managers, Australia (NSW Branch) (APESMA)

having regard to their respective coverage.

2.  Incidence and Period of Operation

This Award will apply to all existing staff (except those working in Office of Industrial Relations, the Office of Fair Trading and the Office of Information Communication Technology ) and those engaged in the future, under the DPWS staff classification structures and who are not otherwise covered by an Industrial Instrument dealing with rates of pay.

The only clauses of this Award that apply to staff employed in the State Mail Service performing the functions of that Service as at 1 December 1998 viz the collection and delivery of mail are:
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Definitions
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5.
Award Safety Net

6.
Salary Increases

11.
Leave Loading included in Salary

12.
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13.
Consultative Arrangements

14.
Deduction of Union Subscriptions

15.
Workplace Representatives

16.
Anti-Discrimination

17.
Rewarding Team Performance

26.
State Mail Service.

The only clauses of this Award that do not apply to staff employed in the State Valuation Office performing the functions of that Office as at 2 July 2001 viz the valuation of land and attendant duties are:

5.
Salary Structure

26.
State Mail Service.

This Award is made following a review under section 19 of the Industrial Relations Act 1996 and rescinds and replaces the Crown Employees (Department of Public Works and Services) Reviewed Award 1998 published 31 March 2000 (314 I.G. 730).

The Award published 31 March 2000 took effect on and from 17 March 1999 and remained in force for 12 months.

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 28 April 1999 (310 I.G. 359) take effect on and from 5 October 2004.

The Award remains in force until varied or rescinded, the period for which it was made already having expired.

3.  Related Awards, Agreements and Determinations

This Award shall be read and interpreted in conjunction with the Awards, Agreements and Determinations ("the Instruments") covering the Department and its staff, provided that, where there is any inconsistency between this Award and the Instruments, this Award shall prevail to the extent of the inconsistency.

4.  Award Safety Net

If the NSW Industrial Relations Commission (IRC) increases the salary rates in awards relevant to DPWS which previously applied to a staff member's position to an amount above that payable to a staff member under this Award, then the Department will pay the higher amount in lieu of the salary rates in this Award.  Such higher rates shall be paid from the date ordered by the IRC.  Should the IRC increase salary rates in the Award which previously applied to a staff member's position to an amount still below that payable to a staff member under this Award, then the Department will continue to pay the higher amount set out in this Award in lieu of the Award salary rate.

The salary increase of 1.35% paid in lieu of recreation leave loading shall not be taken into account when considering the relative salary rates mentioned in the preceding paragraph.

5.  Salary Structure

Any staff member covered by the Industrial Instruments in the following Groups will be placed in the Award salary scale set out at the heading of each Group:

Group 1 DPWS Staff:

Clerical Assistants Agreement No 2347 of 1981

Clerical Officers Agreement 2515 of 1988

Crown Employees (Administrative and Clerical Officers - Salaries) Award

Crown Employees (Public Service General Division Staff Salaries) Award

Scientific Officers Various Departments Agreement 2433 of 1983.Departmental Professional Officers Determination No 866 of 1987

Car Drivers Agreement 2478 of 1985

Agreement No 2535 of 1991

Crown Employees (Geoscientists - Department of Mineral Resources and Development) Award

Legal Officers, Various Departments Agreement No 2375 of 1982

Stenographers and Machine Operators Agreement No 2346 of 1981

Library Technicians Amending Agreement 2328 of 1981

Crown Employees (Librarians) Award

Survey Drafting Officers Agreement No 2439 of 1982

Technical Surveyors Agreement No 2494 of 1986

Tracers Determination No 676 of 1982

Transcription Typists Agreement No 2350 of 1982

Stores Officers, Various Departments, Determination 747 of 1982

Officers-in-Charge, Government Printing Office, Agreement 2282 of 1980

Group 2 DPWS Professional Staff:

Architects Agreement 1733 of 1971

Engineers Agreement 1734 of 1971

Quantity Surveyors, Departments of Public Works and Housing, Determination No 421 of 1974

Surveyors, Trigonometrical Surveyors and Cartographic Surveyors, Various Departments Agreement 2449 of 1982

Professional Division Officers General Scale Agreement 2372 of 1982

Interior Designers, DPWS Determination 819/83

Group 3 DPWS Technical Staff (A):

Assistant Technical Officers (Architectural Drafting) Department of Public Works Determination 776/83

Technical Officers (Engineering) Determination 803/83

Inspectors, Water Supply and Sewerage, PWD Agreement 2201 of 1975

Group 4 DPWS Technical Staff (B):

Technical Officers (Scientific) Agreement No 2370 of 1982

Inspectors, Water Supply and Sewerage, PWD Agreement 2201 of 1975 

(for Water Distribution Officers)

Group 5 DPWS Project Staff:

Staff members moving to this salary scale shall all translate to the identical or next highest salary point of the scale.

Supervisory and Technical Staff of the Public Works Department Determination

General Division (Trade Based Groups) Agreement Salary Classes and Annual Salaries

The arrangements for appointment, incremental progression and progression from grade to grade in the listed Awards, Agreements and Determinations shall continue to apply to staff members currently employed or employed in the future.

Where there is an identical match of salary points on translation or when the appointment and progression arrangements above operate, then the staff member shall be paid that salary.

Should there not be an identical match of salary point, at any stage of progression, between the relevant Industrial Instrument and this Award, then the staff member shall be paid the closest lower salary point under the DPWS Staff salary scale with an additional allowance for all purposes including superannuation.  This allowance will be of such quantum as to provide for correct payment under the listed Industrial Instrument and the Crown Employees (Public Sector - Salaries January 2002) Award.

The salary increase of 1.35% paid in lieu of recreation leave loading shall not be taken into account when considering the relative salary rates mentioned in the preceding paragraphs.

DPWS Staff

	Date of Increase
	
	3.1.03
	4.7.03

	Salary Increase
	
	4%
	5%

	
	Year
	$ per annum

	General Scale
	1
	22,328
	23,444

	General Scale
	HSC Age 19 yrs
	25,299
	26,564

	General Scale
	Age 20 or 2nd yr
	27,003
	28,353

	General Scale
	Age 21 or 3rd yr
	29,103
	30,558

	General Scale
	4
	29,898
	31,393

	General Scale
	5
	31,160
	32,718

	General Scale
	6
	31,728
	33,314

	General Scale
	7
	32,516
	34,142

	General Scale
	8
	33,717
	35,403

	General Scale
	9
	34,941
	36,688

	General Scale
	10
	36,228
	38,039

	
	Personal
	37,294
	39,159

	Grade
	
	
	

	1
	1
	38,225
	40,136

	
	2
	39,347
	41,314

	2
	1
	40,449
	42,471

	
	2
	41,555
	43,633

	3
	1
	42,734
	44,871

	
	2
	44,023
	46,224

	4
	1
	45,398
	47,668

	
	2
	46,790
	49,130

	5
	1
	50,446
	52,968

	
	2
	52,040
	54,642

	6
	1
	54,077
	56,781

	
	2
	55,660
	58,443

	7
	1
	57,331
	60,198

	
	2
	59,047
	61,999

	8
	1
	61,502
	64,577

	
	2
	63,461
	66,634

	9
	1
	65,350
	68,618

	
	2
	67,188
	70,547


DPWS Senior Staff

	Level
	
	
	

	1#
	1
	69,933
	73,430

	
	2
	72,014
	75,615

	2#
	1
	75,584
	79,363

	
	2
	78,790
	82,730

	3#
	1
	83,726
	87,912

	
	2
	87,413
	91,784


#  These levels replace Grades 10, 11 and 12 of the A&C salary scale.

DPWS Professional Staff

	Date of Increase
	
	3.1.03
	4.7. 03

	Salary Increase
	
	4%
	5%

	
	Year
	$ per annum

	General Scale
	1
	22,328
	23,444

	General Scale
	HSC Age 19 yrs
	25,299
	26,564

	General Scale
	Age 20 or 2nd yr
	27,003
	28,353

	General Scale
	Age 21 or 3rd yr
	29,103
	30,558

	General Scale
	4
	29,898
	31,393

	General Scale
	5
	31,160
	32,718

	General Scale
	6
	31,728
	33,314

	General Scale
	7
	32,516
	34,142

	General Scale
	8
	33,717
	35,403

	General Scale
	9
	34,941
	36,688

	General Scale
	10
	36,228
	38,039

	General Scale
	11
	37,294
	39,159

	General Scale
	12
	38,225
	40,136

	General Scale
	13
	39,347
	41,314


	Grade
	
	
	

	1
	1
	39,729
	41,715

	
	2
	41,947
	44,044

	
	3
	44,958
	47,206

	
	4
	48,144
	50,551

	
	5
	51,000
	53,550

	2
	1
	54,077
	56,781

	
	2
	56,160
	58,968

	
	3
	57,904
	60,799

	
	4
	59,590
	62,570

	3
	1
	62,773
	65,912

	
	2
	64,722
	67,958

	
	3
	67,188
	70,547

	
	4
	69,243
	72,705

	4
	1
	72,715
	76,351

	
	2
	74,846
	78,588

	
	3
	76,338
	80,155


DPWS Senior Professional Staff

	Level
	
	
	

	Snr 1
	1
	79,466
	83,439

	
	2
	81,032
	85,084

	Snr 2
	1
	82,826
	86,967

	
	2
	84,605
	88,835

	Snr 3
	1
	86,449
	90,771

	
	2
	87,413
	91,784


These levels replace Grades 5 and 6 of the Engineers' and Architects' salary scale.

DPWS Technical Staff (A)

	Date of Increase
	
	3.1.03
	4.7. 03

	Salary Increase
	
	4%
	5%

	
	Year
	$ per annum

	
	1or 16 yrs
	18,510
	19,436

	
	2 or 17 yrs
	21,007
	22,057

	
	3 or 18 yrs
	22,328
	23,444

	
	4 or 20 yrs
	25,299
	26,564

	
	5 or 21 yrs
	27,243
	28,605

	
	6
	29,103
	30,558

	
	7
	29,898
	31,393

	
	8
	31,160
	32,718

	
	9
	31,728
	33,314

	
	10
	32,516
	34,142

	
	11
	33,717
	35,403

	
	12
	34,941
	36,688

	
	13
	36,228
	38,039

	
	14
	37,294
	39,159

	Grade
	
	
	

	I
	1
	38,951
	40,899

	
	2
	40,044
	42,046

	
	3
	41,149
	43,206

	
	4
	41,947
	44,044

	
	5
	43,181
	45,340


	II
	1
	45,398
	47,668

	
	2
	46,320
	48,636

	
	3
	47,138
	49,495

	
	4
	48,144
	50,551

	III
	1
	51,437
	54,009


DPWS Senior Technical (A)

	Grade
	
	
	

	I
	1
	50,446
	52,968

	
	2
	51,437
	54,009

	
	3
	53,020
	55,671

	II
	1
	54,600
	57,330

	
	2
	56,160
	58,968

	III
	1
	58,476
	61,400


DPWS Technical Staff (B)

	
	$ per annum

	Date of Increase
	3.1.03
	4.7.03

	Salary Increase
	4%
	5%


DPWS Trainee Technical (B)

	1st yr
	19,682
	20,666

	2nd yr
	22,328
	23,444

	3rd yr
	25,299
	26,564

	4th yr
	27,517
	28,893


DPWS Technical (B)

	Grade
	Year
	
	

	I
	1
	34,941
	36,688

	
	2
	35,566
	37,344

	
	3
	36,614
	38,473

	
	4
	37,294
	39.159

	
	5
	38,225
	40,136

	
	6
	39,729
	41,715

	
	7
	40,794
	42,834

	
	8
	41,947
	44,044

	II
	1
	44,958
	47,206

	
	2
	46,320
	48,636

	
	3
	48,144
	50,551

	
	4
	51,000
	53,550


DPWS Senior Technical (B)

	Grade
	Year
	
	

	I
	1
	53,500
	56,175

	
	2
	54,600
	57,330

	
	3
	55,084
	57,838

	II
	1
	55,084
	57,838

	
	2
	56,763
	59,601

	
	3
	57,904
	60,799

	
	4
	59,590
	62,570

	
	5
	61,502
	64,577


DPWS Project Staff

	Date of Increase
	
	3.1.03
	4.7.03

	Salary Increase
	
	4%
	5%

	Level
	Year
	$ per annum

	1
	1
	47,165
	49,523

	
	2
	48,147
	50,554

	2
	1
	51,028
	53,579

	
	2
	52,499
	55,124

	3
	1
	54,116
	56,822

	
	2
	55,728
	58,514

	4
	1
	57,342
	60,209


DPWS Senior Management

	Date of Increase
	
	3.1.03
	4.7.03

	Salary Increase
	
	4%
	2%

	Level
	Year
	$ per annum

	1
	1
	94,767
	99,505

	
	2
	99,542
	104,519

	2
	1
	104,316
	109,532

	
	2
	109,094
	114,549


6.  Salary Increases

Under this Award salaries have been adjusted in accordance with variations of the Crown Employees (Public Sector - Salaries January 2002) Award.  Salaries will continue to be adjusted in accordance with variations of the Crown Employees (Public Sector - Salaries January 2002) Award or any replacement Award.

The components of this salary increase are set out below:

a 4% salary increase from the first full pay period on or after 1 January 2003

a 5% salary increase from the first full pay period on or after 1 July 2003.

7.  Leave Loading Included in Salary

From 1 December 1995, all salary rates paid by the former Department of Public Works and Services include an additional 1.35% payment in lieu of a recreation leave loading.

8.  Assistance With Public Transport

The Department will provide funds for the purchase of yearly rail, bus and ferry tickets (or combinations of these) for staff members who require them.

Staff members will repay the cost of the ticket over 12 months through regular fortnightly deductions from after tax salary.

9.  Private Use of Business Vehicles

Staff members, subject to availability of motor vehicles and Management approval, may use Departmental vehicles for private purposes.  Such staff members can negotiate to include private use of a vehicle in a salary package.

Private use of vehicles is determined by business need, not remuneration level, and all vehicles must be fully available for business use during normal working hours.

Salary packaging is not compulsory and vehicles remain the property of the Department of Commerce.

Costs and payments are to be the same as those applying to the Senior Executive Service, as applied from time to time.

The arrangements set out in this clause do not promote, or allow, casual and short-term use of Departmental vehicles for private use.

10.  Flexible Hours of Work

Existing working hours and working days fixed by Awards and Agreements will continue to apply under this Award subject to the requirement that all full-time staff members shall have their Contract Hours set at 140 per Settlement Period in accordance with the Hours of Duty provisions of the Crown Employees (Public Service Conditions of Employment) Award 2002.

The Hours of Duty provisions of the Crown Employees (Public Service Conditions of Employment) Award 2002 will apply, subject to the exceptions set out as follows:

Accumulating Flex Days:

(To be called Accumulated Days)

Flex days will be referred to as Accumulated Days and may be accrued to a maximum of 3 days, subject to agreement between a staff member and their manager, when work requirements prevent the taking of an Accumulated Day or 2 half days, within the settlement period.

Accumulated Days can be taken as agreed with managers at a mutually convenient time.

Managers shall encourage the taking of accrued Accumulated Days, in consultation with staff members, before 31 January in each year.

Accumulated Days not cleared annually before 31 January are forfeit.

In the flexible working hours period immediately prior to Easter, a staff member may accrue additional hours in excess of the 10 credit hours which normally carry over at the end of a settlement period. A maximum of 3.5 hours may be taken as an additional Accumulated Half-Day immediately preceding or following Easter.

If it is necessary to ensure an adequate service to clients, staff who have accrued the special Accumulated Half-Day but are directed to work the days prior to and after Easter shall be able to take the Half-Day within one month of Easter Thursday.

Bandwidth and Core Time:

The standard bandwidth is 10.5 hours, commencing at 7.30 am and ceasing at 6.00 pm.

In accordance with existing DPWS requirements, Head Office and Regional Offices should be opened for business from 8.30 a.m. to 5.30 p.m. each working day.

If staff member(s) and their manager(s) mutually agree, the Divisional Director or Group General Manager may approve that the standard bandwidth of 10.5 hours may be permitted to "float" between the hours of 6.30 a.m. and 7.30 p.m..  The earliest commencement of a bandwidth is 6.30 a.m. and latest cessation is 7.30 p.m.

Core time, including the meal period, may "float" in conjunction with the bandwidth as agreed between the staff member(s) and their manager(s) and approved by the Divisional Director or Group General Manager.

In each work location there will be mutual co-operation between supervising staff and Departmental Project Staff to endeavour to ensure that production is maintained at levels existing prior to 1 July 1995 without additional cost, employment of additional labour or use of additional overtime.

Notwithstanding the provisions of this clause, the Contract Hours for staff members of the Government Printing Service working under the provisions of the Stores Officers, Various Departments, Determination 747 of 1982 or the Officers-in-Charge, Government Printing Office, Agreement 2282 of 1980 shall continue to be 152 per Settlement Period.

The Department may require a staff member to perform duties beyond the hours determined under this clause but only if it is reasonable for the staff member to do so.  A staff member may refuse to work additional hours in circumstances where the working of such hours would result in the staff member working unreasonable hours.  In determining what is unreasonable, the following factors shall be taken into account:

(1)
The staff member’s prior commitments outside the workplace, particularly the staff member’s family and carer responsibilities, community obligations or study arrangements;

(2)
Any risk to staff member’s health and safety;

(3)
The urgency of the work required to be performed during additional hours, the impact on the operational commitments of the organisation and the effect on client services;

(4)
The notice (if any) given by the Department regarding the working of the additional hours and by the staff member of their intention to refuse the working of additional hours; or

(5)
Any other relevant matter

11.  Leave Conditions

Leave conditions will remain the same as those applying generally to the Public Service as defined under the Public Sector Employment and Management Act 2002.  All Awards, Agreements and Determinations relating to leave, including the Crown Employees (Public Service Conditions of Employment) Award 2002 will continue to apply with the exception set out in this Award involving payment of recreation leave loading.

12.  Dispute Resolution

(1)
Subject to the provisions of the Industrial Relations Act 1996, 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 Department, if required.

(2)
A staff member is required to notify, preferably in writing, their immediate supervisor or 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.

(3)
Where the grievance or dispute involves confidential or other sensitive material (including issues of harassment or discrimination under the Ant-Discrimination Act 1977) that makes it impractical for the staff member to advise their immediate manager, the notification may occur to the next appropriate level of Management, including ,where required, to the Director General or delegate.

(4)
The immediate supervisor/manager, or other appropriate officer, shall convene a meeting in order to resolve the grievance, dispute or difficulty within 2 working days, or as soon as practicable, of the matter being brought to attention.

(5)
If the matter remains unresolved with the immediate supervisor or manager, the staff member may request to meet the appropriate person at the next level of Management in order to resolve the matter. This supervisor or manager shall respond within 2 working days, or as soon as practicable. The staff member may pursue this sequence of reference to successive levels of Management until the matter is referred to the appropriate Group General Manager or their nominated representative.

(6)
If the matter remains unresolved, the Group General Manager or their nominated representative 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)
A staff member may, at any stage of these procedures, request to be represented by their Union and DPWS will agree to such request.

(8)
Should the matter not be resolved within a reasonable time, any of the parties may refer it to the New South Wales Industrial Relations Commission for settlement.  The staff member, Union and DPWS shall agree to be bound by any order or determination by the New South Wales Industrial Relations Commission in relation to the dispute.

Whilst the procedures outlined in subclauses (1) to (7) 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 a 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 DPWS staff member or member of the public.

13.  Consultative Arrangements

The parties to this Award will establish a Consultative Committee.  This Committee shall generally act to oversee and assist implementation of this Award.  Matters to be dealt with by the Consultative Committee include, but are not limited to:

Classification arrangements;

Career development;

Allowances such as those for overseas work, standby and on call duties.

The Consultative Committee shall meet within one month of the making of this Award and thereafter every 3 months, or as otherwise agreed between the parties.

The Consultative Committee may form Subcommittees and/or Working Groups to examine specific issues for report back to the Consultative Committee.

The Consultative Committee shall consist of both Department and Union representatives, to be nominated by the respective parties, to the following maximum numbers:

	Department representatives
	7

	Union representatives:
	

	Representative(s) of PSA
	5

	
	APESMA
	2


14.  Deduction of Union Subscriptions

(1)
The Union shall provide the Department with a schedule setting out Union membership fees payable by members of the Union in accordance with the relevant Union’s rules.

(2)
The Union shall advise the Department of any change to the amount of membership fees made under its rules.  Any variation to the schedule of Union membership fees payable shall be provided to the Department at least one month in advance of the variation taking place.

(3)
Subject to subclauses (1) and (2) of this clause, the Department shall deduct Union membership fees from the salary of any staff member who is a member of the Union in accordance with the Union’s rules, provided that the staff member has authorised the Department to make such deductions.

(4)
Monies so deducted from a staff member's salary shall be forwarded regularly to the Union together  with all necessary information to enable the Union to reconcile and credit subscriptions to staff members’ Union membership accounts.

15.  Workplace Representatives

Staff members who are delegates shall, upon notification thereof to the Department, be recognised as accredited representatives of the Union(s).  They shall be allowed the necessary time during working hours to interview the appropriate Assistant Director General, Divisional Director or Group General Manager, or their representatives, and the staff members whom they represent, on matters affecting the staff members whom they represent.

16.  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 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 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."

17.  Rewarding Team Performance

The Department is striving to achieve a more advanced team culture throughout the organisation.  In order to reward and further advance the team culture, the parties will investigate the development of a team-based reward and recognition system during the life of this Award.

18.  Performance Management

The Performance, Development and Review (PDR) system of individual performance management, introduced following a co-operative review of the previous Staff Performance Planning and Review (SPPR) system, has the capacity to institute performance pay for individuals.  However, it is not the intention of the parties to use the PDR system for that purpose during the life of this Award.  Following agreement between the parties, future industrial instruments may utilise this system to link financial reward and individual performance.

19.  Reviews/Re-Engineering

The Heads of Agreement to the Crown Employees (Public Sector Salaries - June 1997) Award focussed on savings from the Corporate Services Review, but, if these savings are insufficient, "further savings are to be achieved at the organisational level".  As a consequence, any appropriate initiatives arising from the Co-operative Negotiation Agenda underpinning the Crown Employees (Public Sector Salaries - June 1997) Award shall be adopted by the Department.

In addition, the parties to this Award are committed to the co-operative implementation of initiatives, such as market testing and contracting reviews, made pursuant to the Service Competition Policy announced in the June 1995 Financial Statement by the Treasurer.

20.  Career Development

Staff members shall be provided with equitable opportunities for career and professional development.  It is recognised that training and development shall not be limited to internal and external training courses and may include staff member exchange programs, secondments, attendance at conferences, seminars or short-term study courses which have been approved by the Department and permission granted for the staff members to attend.  The Department will continue to meet the cost of such training and development initiatives.

The Crown Employees (Public Service Conditions of Employment) Award 2002 provisions for Study Assistance and Staff Development and Training Activities will apply to staff with the following additional provisions:

DPWS will make reasonable contributions towards compulsory fees (tuition fees or course charges, other than the Higher Education Contribution Surcharge), where Assistant Director Generals, Divisional Directors or Group General Managers approve payments because they are justified by the relevance of studies to the current and future skills requirements of the Department.

Study leave will be granted for post-graduate studies directly related to the Department’s core business, at the discretion of the Director General.

21.  Child Care

The Department will continue to sponsor child care places in the Family Day Care Scheme throughout New South Wales.  Family Day Care provides small group care in a family environment and caters for children aged up to 12.

22.  Provision of Salary Packaging

As allowed by Government policy and established criteria, staff may apply to receive part of their total remuneration package as other benefits in the form of a salary package.  The maximum salary packaging of benefits is to be no more than 50% of salary.  At the discretion of the Department and subject to availability, the package may include these benefits:

Additional employee contributions to private superannuation funds

Motor vehicles

Laptop or notebook computer.

The "total remuneration package" is the combined value of normal salary, employer's contribution to a superannuation scheme and any other benefits provided to the staff member by the Department.

McMillan Shakespeare Australia Pty Ltd (MSA) has been engaged by the Department to provide salary packaging administration services for the above salary packaging options to non-SES employees of the Department.

23.  Special Work Requirements - Allowances

Additional allowances may be established for individual staff, or categories of staff, where there are special work requirements, including a regular need for lengthy periods of overseas work, standby and on call duties and similar unusual circumstances.

The Director General may seek Premier’s Department approval to the payment of a skill shortage or other appropriate allowance for staff with specific skills required by the department.

24.  Tailored Benefits for Relocation

A package will provide tailored benefits for staff required to relocate.  The benefits will be equal to, or better than, the current provisions of the Crown Employees (Transferred Officers Compensation) Award.

A package of variable, individually negotiated benefits will be established to compensate for the expenses and associated dislocation experienced by staff required to relocate their residence as a consequence of promotion, transfer (for other than disciplinary reasons) or exchange to a new work location.

The scope of the package will be defined prior to time of acceptance of the new position and will include:

Reimbursement of up to 100% of relocation expenses associated directly with the transfer or promotion

Reimbursement of up to 100% for temporary accommodation and/or excess rental costs up to a period of 6 months

Payment of a relocation allowance of up to $5,000.00 (dependent on individual circumstances) to compensate for items not directly recoverable.

These provisions are available to all staff, subject to negotiation and approval on an individual basis.

25.  Flexible Work Practices

Staff members and the Department may make use of the flexible work practices outlined in the Public Employment Office document "Flexible Work Practices - Policy and Guidelines".

The flexible work practices include:

	
	Title
	Brief Description

	1
	Part-time work:
	Part-time work is work that involves less than the weekly hours 

	
	
	for the job.

	2.
	Job sharing:
	Job sharing is an arrangement whereby one job is shared between 

	
	
	part-time staff members.

	3.
	Part-time leave without pay
	Part-time leave without pay allows staff members currently 

	
	
	working full-time to work part-time, with leave without pay for 

	
	
	the balance of full-time hours.

	4.
	Career break scheme
	This scheme is available for purposes such as extending parental 

	
	
	leave, study, travel, personal and professional development, 

	
	
	alternative employment and voluntary work.

	5.
	Part-year employment
	This option allows staff members to take a number of week’s 

	
	
	unpaid leave in addition to their annual entitlement to recreation 

	
	
	leave.  Salary is paid for weeks worked and for recreation leave 

	
	
	accrued, and the remaining weeks are unpaid.

	6.
	Variable year employment
	This option allows staff members to take a period of unpaid leave 

	
	
	after working for a pre-arranged period of time.  Salary is paid for 

	
	
	the time worked and for recreation leave accrued, and the 

	
	
	remaining time is unpaid.

	7.
	Working from home
	This option allows staff members to work at home for any or all 

	
	
	of their usual hours of work, subject to the signing of an 

	
	
	individual agreement to do so.


The use of these options will be in accordance with the relevant provisions outlined in the Public Employment Office document, "Flexible Work Practices - Policy and Guidelines".  However, the use of these options requires agreement between the staff member, or potential staff member, and the relevant Assistant Director General, Divisional Director or Group General Manager or their delegates.

For the purposes of this clause, the provisions of the Crown Employees (Public Service Conditions of Employment) Award 2002 and the provisions of clause 10, Flexible Hours of Work, will apply, subject to the following exception:

By agreement between staff member(s) and their manager, the ordinary hours of work may extend beyond the span of 7.30 a.m. to 6.00 p.m., Monday to Friday.

The provisions of clause 12, Dispute Resolution, are available to resolve any disputes arising under the terms of this clause.

26.  State Mail Service

This clause shall be read in conjunction with clause 2, Incidence and Period of Operation.  Where there is any inconsistency between this clause and the clauses named in clause 2, the named clauses shall prevail to the extent of the inconsistency.
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Definitions:

"Enterprise" means the State Mail Service and its country branches.

"Hours of Duty" means the 35 hours worked in a week, Monday to Friday, by State Mail Service Officers, with the exception of SMSO - Level 3, who works 38 hours a week.

"Incentives" mean the payments to delivery, sorting and administrative employees for agreed additional work outside the span of normal hours.

"Relief Pool" means the relief available to cover Long-term Leave Arrangements and exceptional circumstances.

"Saturday Training" means the training of SMS0s on Saturday attracting time off in lieu.

"Self-Managed Teams" (SMT) means a group of up to 10 workers sharing a common work purpose.

"Shift Allowance" means the 12 1/2% shift allowance paid to SMS0s working shifts as defined in clause 15.00.

"SMS" means the State Mail Service.

"State Mail Service Officer" (SMSO) means a staff member of State Mail Service and covers staff working in the areas of SMS (administration, finance and marketing.)

"State Mail Service Officer (Team)" means the staff in the Operations Wings (Delivery and Sorting) who will be working in SMTs.

"Team Co-ordinator" means the person appointed by merit procedures to facilitate training processes and the "smarter progress" of work within SMS.

"Team Facilitator" means the person elected by the Team to facilitate administrative processes within the Team.

"Team Structure and Reviews Committee" means the committee which reviews and certifies the SMTs and reviews the progress and implementation of the agreement with SMS.

"Union" means the Public Service Association of New South Wales ("The PSA").

"Work Team" means the structure of Teams before the SMTS are accredited.

"Work at Home" means work at home available for up to 10 days in any one calendar year.

Statement of Intent:

The State Mail Service and the Public Service Association of New South Wales have jointly developed this clause as partners in the future of this Enterprise.

The State Mail Service and the Public Service Association intend that this clause will lead to a workforce dedicated to:

Commercial success

Quality service

Increased productivity

Competitiveness.

This will be achieved by a commitment to:

Development of a career path

Increased job satisfaction

A coherent strategic plan

Increased business loyalty

Working together with the PSA as partners to achieve workplace reforms and better working conditions within the framework of this Award

Bargaining in good faith between SMS and PSA.

Hours of Duty:

The working week for sorting, delivery, administration, finance and marketing will be 35 hours a week (Monday to Friday).

The working week for Police Night Run Drivers will be a rotating working week of 140 hours per 4-weekly period.

The SMSO Mechanic will work a 38-hour week (Monday to Friday) and work under the Flexible Working Hours Arrangements of the Crown Employees (Public Service Conditions of Employment) Award 2002.

Increased Productivity:

One of the intentions of this clause is to encourage staff members to increase productivity by both improved performance and the creative performance of duties.

SMS accepts commitment to safe and equitable working practices.

Self-Managed Teams:

The SMS Self-Managed Team concept has been developed as an integral part of the business structure of SMS and will remain so.  The roles of the Team Facilitators and the Team Co-ordinators will be formalised through the Team Structures.  Team Co-ordinators will liaise with the Teams.

Additionally, the role of SMTs in increasing productivity will continue to be an integral part of commercial activity.

The Self-Managed Team will have an agreed structure and responsibilities and SMS will provide an integrated training program to build team skills.

Total Quality Service will be a commitment of the business and a total commitment of staff.

The end result will be a skilled, committed, efficient and dedicated mail service working with Government Departments and agencies to providing a quality service.

Training:

SMS will develop a training program, which will prepare Work Teams to become SMTs.

Windows:

As the State Mail Service is a Business Unit of the Department and its survival depends on its successful operation in a commercial environment, the role of productivity in its affairs is of paramount importance.  It is the intention of this clause to incorporate a number of "windows" of opportunity for change.

1.00
Incidence

This Award applies in lieu of the following Awards and Agreements in full:

Clerical Officers Agreement No. 2515 of 1988

Crown Employees (Administrative and Clerical Officers - Salaries) Award

NSW Government Courier Service, Department of Services, General Division Staff Salaries Agreement No. 2386 of 1982.

Crown Employees (Skilled Tradesmen) Award.

In addition, the Flexible Working Hours Arrangements of the Crown Employees (Public Service Conditions of Employment) Award 2002 will be expanded to encompass SMS requirements as outlined at subclause 3.00.

2.00
General Conditions of Employment

2.01
The general conditions of employment for SMS0s (Teams) 1‑4 and SMS0s 1-11, with the exception of the matters contained herein at subclauses 1.00, 3.00, 8.00, 14.00, 17.00 and 18.00, will be those covered under the Public Sector Employment & Management Act 2002, the Regulation and conditions as described in the Personnel Handbook.

3.00
Flex Time

3.01
It is intended that the general conditions of the Flexible Working Hours Arrangements of the Crown Employees (Public Service Conditions of Employment) Award 2002 will apply with the following exceptions for Delivery and Sorting SMSOs of SMS.

3.02
The General Manager will set core times and bandwidths for all positions at SMS.

3.03
Nothing above removes the right of the General Manager of SMS to consider accumulation of flex time above the amount set out in the Flexible Working Hours Arrangements of the Crown Employees (Public Service Conditions of Employment) Award 2002.

3.04
Small site SMSOs currently working fixed and regular hours will continue to operate as before without flex time provisions as defined under paragraph 16.04.

3.05
SMSOs (Teams) who work sufficient hours in addition to their contact hours in a 4-week flex period, and who are unable to take flex days in that period, will be eligible to accrue flex time to a total of 35 hours.

3.06
Hours accumulated in excess of 35 hours will be forfeited.

3.07
SMS Officers will be eligible to take a minimum of half-day flex day per period to a maximum of 5 flex days in a flex period.  Eligibility will be subject to Team or Management approval.

3.08
Administrative, Finance, Marketing staff will continue to operate under the general conditions of flex time and will not be entitled to the above variation of accumulated flex leave.

4.00
General

4.01
The State Mail Service intends that this clause will bring cohesion and commitment to the State Mail Service Officers for whom it is written and will lead to a workforce dedicated to commercial success and quality service.

4.02
The key focus for the clause will be the Self-Managed Team.  Self-Managed Teams will eventually exist throughout SMS and at all levels of the Business Unit.

4.03
The parties to this Award will develop a highly skilled workforce able to understand and apply new technology in the workplace within the requirements of the Occupational Health & Safety Act 2000 and the Occupational health and Safety Regulation 2001 in order to extend career paths and develop potential skills.  A multi-skilled workforce will result, as will:

Efficient work performance

The development needs of individuals

Personal considerations.

4.04
Staff members will undertake work without demarcations and restrictions, subject only to limitation imposed by individual skill levels, safe working practices and legal requirements.

4.05
The process described above does not include those functions or tasks where the staff members, in order to safely perform the functions or tasks, need specific skills or where an essential requirement for a formal qualification limits the process.

5.00
Hours of Duty

5.01
State Mail Service Officers 1-11 in the Sorting, Delivery, Administrative, Finance and Marketing branches will work a 35-hour week.

5.02
The SMSO Level 3 Motor Mechanic will work a 38-hour week.

6.00
Incentives

6.01
There will be Incentive Bonuses for SMS0s.

Incentive (General)

6.02
There will be Incentive Schemes for additional and separate work performed by staff, which will be paid at a job rate and in addition to salary.  The percentage of 75% payment to staff members will be set for the life of this Award.  It is intended that the percentage payment will be reviewed during the Award by the Team Structure and Review Committee to ascertain whether the nominated percentage should be increased or decreased in the next Award.

Incentive 1

6.03
Staff will be paid for insertion, labelling and packaging work performed outside normal working hours where such work would normally be contracted to an external provider.

6.04
This work will be available on a first-in/first-served basis.  Allocation of the work will rest with the Marketing Manager.

6.05
The Marketing Manager and Manager Sorting Service will notify SMS0s when this work is available.

6.06
Payment will be divided among staff working at insertion on a job rate.

6.07
Staff may complete this work by working at home.

6.08
Delivery and administrative staff may also undertake inserting work.

Incentive (Delivery Service) 2

6.10
A Delivery Service Incentive is based on fuel usage and is therefore available to delivery staff only.

6.11
New averages for fuel consumption will be reviewed annually.

7.00
Long-term Leave Arrangements

7.01
The following leave arrangements will be made by the Team in joint agreement with the Team Co-ordinators: extended leave and leave without pay for an extended period.  Since these forms of leave will require relief to cover the leave periods, the Team Co-ordinators will be involved in the decision-making process.

7.02
Extended sick leave and workers' compensation periods will attract relief also.

7.03
Relief will be provided by Management to cover these extended periods of leave.

7.04
Nothing above removes the right of the General Manager to allow relief to be provided on another basis

8.00
Operations

8.01
State Mail Service will be regarded as a continuous 24-hour service working on a full-year basis.  The parties agree that no change in working hours will occur without prior consultation with the Public Service Association over a 3-monthly period during the life of the Award.

9.00
Performance Management

9.01
A Performance Management System will operate within SMS.

9.02
All SMS0s shall participate in the Performance Management System.

9.03
A module on the Performance Management System will be part of the general training program for SMT's

9.04
All other staff will take part in the Performance Management System.

10.00
Self-Managed Teams/Work Teams

10.01
The Management of SMS is committed to Self-Managed Teams.

10.02
Management accepts that Self-Managed Teams (SMTs) will be developed over a period of time by the implementation of the training program and that it will take a considerable training commitment to help achieve this.  In the interim, Teams will initially be called Work Teams, which will have a similar structure to SMTs, until a Team has been trained and developed with the ultimate aim of becoming a Self-Managed Accredited Team.

10.03
Management accepts the need to train and develop Teams sequentially.

10.04
SMS0s working in the Sorting and Delivery areas will become members of the first SMTs.

10.05
During the life of this Award, Administration, Finance and Marketing SMS0s will work together to develop SMTs.

Structure of a Self-Managed Team

10.06
A Self-Managed Team will consist of up to 10 members.

10.07
 A Self-Managed Team will consist of Team Members and an elected Team Facilitator.

10.08
Nothing constrains the General Manager from forming teams of more than 10 members where business needs arise.

Team Members

10.09
Each Team will encompass the following matters:

1.
Team structure

2.
Roles and responsibilities

3.
Quality improvements to processes

4.
Performance appraisal

5.
Key performance indicators

6.
Information systems.

10.10
Teams will be responsible for the application of Performance Management to the Teams and the development of Total Quality Service.  Each Team will commence operating as an SMT only upon review and certification that the above criteria have been agreed by all Team Members and the Team Structure Committee.

10.11
The Team Structure and Review Committee will also be a Review Committee for the implementation and ongoing monitoring of the Award.

10.12
The Team Structure and Review Committee will consist of:

The General Manager

Nominated Managerial Representative

Team Training Coordinator

Nominated Team Facilitator

Union Representative

Equity & Diversity Co-ordinator

Responsibilities of the Self-Managed Work Teams:

To report on breaches of work practices by Team Members to the Team Co-ordinator and will inform Team Co-ordinator by report on matters that have caused disciplinary problems within their Teams

To have regular meetings to reach consensus about Team decisions

To make leave arrangements within the prescribed limits of Regulations and the Public Sector Employment & Management Act 2002, with the exception of leave specified in subclause 7, and co-ordinate the use of the relief provided

To assist in the recruitment of Team Members

To participate in reviewing transfer requests

To continually improve the quality of service offered

To have agreed Performance Levels for each Team

To arrange effective working of SMTs by training and accreditation.

11.00
Team Co-ordinator

11.01
Team Co-ordinators will be paid up to a maximum salary of SMSO (Teams) Level 3, Year 2.

11.02
The Team Co-ordinators will work with the Team Facilitators and the Team Members to improve quality service within SMS within the framework of (TQS.)

11.03
The Team Co-ordinator will co-ordinate, liaise and facilitate the work of the individual Teams.

11.04
The position of Team Co-ordinators will be open to merit appointment.  Initial appointments will be made either by transfer of excess officers that are in receipt of the equivalent substantive salary or through existing recruitment procedures.  A Team Facilitator will be on the selection panel.

Responsibilities:

11.05
The Team Co-ordinator will be responsible for coaching and assisting the Team Facilitators and the Team Members.

11.06
The Team Co-ordinator will assist Teams experiencing difficulties to find solutions.

11.07
The Team Co-ordinator will be responsible for assisting the development and implementation of the training program for Team Facilitators, including courses on Co-operative Negotiations, Health and Safety Programs, Work Strategies, Performance Management, Selection Techniques.

11.08
The Team Co-ordinator will be the second referral for disputes or grievances.

11.09
The Team Co-ordinator will provide assistance to the Teams in spreading relief days throughout the Teams on an equitable basis.

11.10
The Team Co-ordinators will work with the Team Facilitators to assist the smooth implementation of the SMS Performance Management System and the involvement of the Teams in the process and assure that individual Team Members become familiar and fully understand the system.

11.11
The Team Co-ordinator will work with the Team Facilitator and Team Members to implement and maintain TQS throughout SMS.

11.12
The Team Co-ordinator will ensure that processes will be adopted to facilitate the skills enhancement and career development opportunities of staff whilst improving the effectiveness of the Service.

12.00
Team Facilitator

12.01
The Team Facilitator is not a supervisor of the SMT.  The role is one of facilitation of the Team processes.

12.02
Election of Team Facilitator will be conducted by nomination of interested persons and a secret ballot.  A self-nomination is acceptable.

12.03
The process of election will be:

(1)
Nominations for individual Teams will be called.

(2)
Team Members of individual Teams will vote for their Team Facilitators.

(3)
The process will be restarted with fresh nominations being called.

12.04
The Team Facilitator will be paid an allowance of $1,800.00 per annum paid on a fortnightly basis as an annual allowance.

12.05
This allowance will be paid as a staged allowance.  The first allowance of $600.00 per annum will be paid upon election.

12.06
The second allowance of $600.00 per annum will be paid upon successful completion of the first 5 modules of the Training Programme.

12.07
The third allowance of $600.00 per annum will be paid upon successful completion of the remaining modules.  This will bring the total allowance to $1800.00 per annum.

12.08
The Team Facilitators role will be to facilitate the work of the Team.

12.09
This allowance will cease if a facilitator proceeds on leave for over 5 continuous working days.

12.10
On resumption of duty the allowance will recommence.

12.11
The Team Facilitator will initially hold the position for a period of up to 18 months.

12.12
The Team Facilitator will be responsible for arranging regular meetings on a fortnightly basis for Team Members.

12.13
The Team Facilitator may hold the position on a continuous basis if the SMT accepts the position holder and performance through the Performance Management System is satisfactory.

Responsibilities

12.14
If the Team Facilitator is absent, the Team will make a decision as to covering the absence of the Facilitator.  An allowance will be payable if the role is assumed for 5 days or more.  A Team Member assuming the responsibility of Team Facilitator for a period over 5 days will be paid a percentage allowance to be determined by the appropriate Co-ordinator.

12.15
The Team Facilitator will assist in co-ordinating the work of the Team by providing administrative material such as sick leave forms, leave requests or workers' compensation forms to the relevant Administrative Teams and be responsible for their collection and processing.

12.16
The Team Facilitator will assist in arranging the training program for the SMT.

12.17
The Team Facilitator will work with the Team in the preliminary stages of a dispute or grievance to provide a workplace solution and be responsible for the passing of the dispute or grievance to the Team Co-ordinator if agreement cannot be reached.

12.18
The Team Facilitator will liaise with other Team Facilitators and the Team Co-ordinators on a regular basis.

12.19
The Team Facilitator will work with the Team and individual members of the Team to provide a safe working environment through OH&S and an equitable workplace through EEO.

12.20
The Team Facilitator will work with the Team Co-ordinator and the Team to continually improve the quality of the service within SMS through TQS.

12.21
Nothing in the above removes the right of the General Manager to remove the Team Facilitator if this becomes necessary as a result of economic circumstances or disciplinary action or complaints from members of the Team which have been substantiated.

12.22
A former Team Facilitator will then revert to being a Team Member or move to another Team.

13.00
Salary System/Classifications

13.01
There will be an 11-level salary scale for all SMS0s other than SMSOs (Team).

13.02
Delivery and Sorting staff shall be SMSOs (Teams) and will operate under a 4-level salary scale as set out below:

Level 1 SMS01 Team Member - a Team Member

Team Facilitator - the facilitator of a Team paid by allowance

Level 2 Administrative Support Assistants to Team Co-ordinators

Level 3 SMS02 Team Co-ordinator - the Co-ordinator of 6/7 Teams

Level 4 SMS03 Managers - Service Provider Managers

13.03
SMS intends that SMS0s in the Finance, Administration and Marketing areas will continue work on developing Team Structures.

13.04
Movement to SMS02 and above will be subject to Merit Selection and in accordance with the Public Sector Employment and Management Act 2002

13.05
The salary rates payable to State Mail Service Officers shall be those set out in the following table:

	Description
	Level
	Year
	3.1.03
	4.7.03

	
	
	
	4% increase
	5% increase

	
	
	
	($ per annum)
	($ per annum)

	State Mail Service Officer
	
	
	
	

	
	1
	1
	
	30,558

	
	1
	2
	
	32,718

	
	1
	3
	
	33,314

	
	1
	4
	
	34,142

	
	1
	5
	
	36,688

	
	1
	6
	
	38,039

	
	2
	1
	
	36,027

	*38 hrs pw
	3*
	1
	
	38,706

	
	4
	1
	
	40,136

	
	4
	2
	
	41,314

	
	4
	3
	
	42,471

	
	4
	4
	
	43,633

	
	5
	1
	
	40,899

	
	5
	2
	
	41,715

	
	6
	1
	
	42,471

	
	6
	2
	
	43,633

	
	6
	3
	
	44,871

	
	6
	4
	
	46,224

	
	7
	1
	
	44,871

	
	7
	2
	
	46,224

	
	7
	3
	
	47,668

	
	7
	4
	
	49,130

	
	8
	1
	
	52,968

	
	8
	2
	
	54,642

	
	8
	3
	
	56,781

	
	8
	4
	
	58,443

	
	9
	1
	
	60,198

	
	9
	2
	
	61,999

	
	9
	3
	
	64,577

	
	9
	4
	
	66,634

	
	10
	1
	
	64,577

	
	10
	2
	
	66,634

	
	11
	1
	
	68,618

	
	11
	2
	
	70,547

	
	11
	3
	
	73,430

	
	11
	4
	
	75,615

	SMSO (Teams)
	
	
	
	

	
	1
	1
	
	33,314

	
	1
	2
	
	34,142

	
	2
	1
	
	41,715

	
	3
	1
	
	46,224

	
	3
	2
	
	47,668

	
	4
	1
	
	60,198

	
	4
	2
	
	61,999

	
	4
	3
	
	64,577

	
	4
	4
	
	66,634

	Process Operator
	1
	1
	
	30,558

	
	1
	2
	
	32,718

	
	1
	3
	
	33,314

	
	1
	4
	
	34,142

	
	1
	5
	
	36,688

	
	1
	6
	
	38,039

	
	2
	1
	
	36,027

	
	2
	2
	
	38,706


14.00
Saturday Training

14.01
The Saturday Training Program will only be conducted if all staff involved is in agreement.

14.02
The SMS and the PSA are committed to ensuring that no employee, or potential employee, will be disadvantaged by the provision of Saturday Training.  All options for training will be explored during the life of this Award to ensure that all staff has equal access to training.

14.03
SMS0s will be encouraged to continually develop their various skills.

14.04
Training may need to take place on a Saturday and SMS0s will have the opportunity to take part in Saturday Training Programs as part of ongoing staff development.  If this is not appropriate, alternative training opportunities may be made available during the week.

14.05
Entitlements relating to training on Saturday will attract a time-in-lieu benefit.  The Team Structure and Review Committee will determine the standard rate of entitlement.

14.06
Time-in-lieu accrued through Saturday Training must be taken within 3 months of accrual.

14.07
The taking of this leave will be during periods of school holidays.  In special cases, the General Manager may approve the taking of this leave at another time.

14.08
Nothing above removes the right of the General Manager to allow accrual of time-in-lieu past 3 months.

14.09
No SMSO will be required to undertake more than 5 Saturday Training Sessions in any 12-month period during the life of this Award.

15.00
Shift Allowance

15.01
Shift allowance will be at a flat 12.5% for shifts containing the following designated core times.

5.30 a.m. to 11.30 a.m.

11.00 a.m. to 5.00 p.m.

2.00 p.m. to 8.00 p.m.

15.02
Shift allowance will be calculated less the 4-week recreation leave accrual and will be paid on a fortnightly basis over the 52 weeks.

15.03
Shift allowances will not be paid to an SMSO receiving shift allowance while the SMSO is on recreation leave.

15.04
Shift allowances will not be paid to an SMSO receiving shift allowance while the SMSO is on extended leave.

15.05
Shift allowance will not be paid while an SMSO is on sick leave if the sick leave extends past 3 working days.

15.06
Shift allowance to Police Night Run Drivers will be calculated less 6 weeks' recreation leave accrual and will be paid on a fortnightly basis over the 52 weeks at the rate of 12.5%

16.00
Small Site SMSO's

16.01
This Award recognises that some small SMS Offices involve small operations and will be staffed by one or two individuals.  These SMSO's work in country offices in Newcastle, Wollongong, Dubbo, Bathurst, Gosford, Orange and, in particular, units at Chester Hill, i.e. the Police Night Run Drivers.

16.02
Single Operator Sites SMSO's Level 2 will retain salaries at current levels (Bathurst, Dubbo, Newcastle and Orange).

16.03
Small Site SMSO's will be covered by this Award generally.

16.04
The following conditions of work will, however, define the limits of certain conditions to SMSO's working in these areas:

Flex time conditions will not apply.

Regular starting and finishing hours will apply.

16.05
All other conditions contained in this Award and other entitlements under the Public Sector Employment & Management Act 2002 will apply to Small Site SMSO's.

17.00
Training

17.01
Training will be an integral part of the Team Structures of SMS and part of the integral business philosophy of SMS.

17.02
All SMS0s will receive regular training to enable them to function effectively as Team Members.

17.03
Saturday Training will form part of the training program for developing Team Structures in conjunction with paragraph 14.02 of this subclause.

18.00
Team Structure and Review Committee

18.01
The Team Structure and Review Committee will be responsible for accrediting the SMTs and monitoring the process of implementing this Award.  The monitoring process will be on a regular basis.  In particular, the process of electing Team Facilitators will be monitored to ensure equity.

19.00
Working at Home

19.01
Circumstances may arise where a staff member is required, or requests, to work from home rather than attend at the normal place of work.  If it is convenient for the Department to grant such approval, it will be given.

19.02
Work at home will be with the approval of the General Manager of SMS.

19.03
SMSO's will be able to work at home to a total of 10 days in any single year.

19.04
Approval may be given for such arrangements when it is effective to work at home, when appropriate outcomes are mutually agreed and workers' compensation requirements are complied with.

19.05
Nothing in this clause prevents the General Manager extending the number of days worked at home.

19.06
The SMS acknowledges that the PSA has developed a draft policy on telework/home-based work/off-site work and further discussions will take place between SMS and PSA (through the Team Structure and Review Committee) on the arrangements and conditions to apply when working at home.

20.00
Workplace Structure

20.01
SMSO's (Teams) will be in the following structure:

20.02
The first layer of the Team's structure will be the Team Members.

20.03
The Teams in Sorting and Delivery services will be organised with up to 10 persons in each Team and will form the first layer of the work structure.

20.04
The Team Facilitator will be a member of the Team.

20.05
The Team Co-ordinators will form the second level of the structure.

20.06
The Managers (Delivery and Sorting) will form the third level of the structure.

20.07
SMSO's other than those in SMTs will have coverage within an 11-level structure from SMSO 1 to SMSO 11.

27.  State Valuation Office

This clause shall be read in conjunction with clause 2, Incidence and Period of Operation,.  Where there is any inconsistency between this clause and the clauses named in clause 2, the named clauses shall prevail to the extent of the inconsistency.
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1.
Definitions

(i)
"Act" means the Public Sector Employment & Management Act 2002.

(ii)
"Assessment Appeals Panel" means a panel consisting of a Cost Centre Manager, a person nominated by the General Manager and 2 Association representatives.  The panel reports to the General Manager.

(iii)
"Association" means the Public Service Association of New South Wales.

(iv)
"Competency Assessment Panel" means a panel of persons established for the purpose of assessing an officer for progression from the position of Valuer to Senior Valuer.  A panel shall consist of a Regional Valuer, a Principal Valuer and an agreed person nominated by the officer undergoing assessment.  The panel members shall have participated in the relevant competency based assessor course.  The panel reports to the General Manager.

(v)
"Department" means the Department of Commerce.

(vi)
"Department Head" means the Director General of the Department of Commerce.

(vii)
"OGB" means the Office of Government Business.

(viii)
"Job Evaluation" means an accredited system agreed between the parties to this clause, used to grade officers classified under the clause.

(ix)
"Normal Work" as defined in clause 12, Dispute Resolution, means the responsibilities relevant to the position description of an officer, or officers, at the time of a grievance, dispute or difficulty is notified within the Office or the Department.

(x)
"Officer" means and includes all persons permanently employed under the provisions of the Public Sector Employment & Management Act 2002 on or after the date this Award was entered into who occupy a position classified as Regional Valuer, Principal Valuer, Area Manager, Senior Manager, Valuer and Trainee Valuer.

(xi)
"PEO" means the Public Employment Office.

(xii)
Position" means a position as dealt with in section 8 of the Public Sector Employment & Management Act 2002.

(xiii)
"Qualifications":

(a)
Completed an approved course of study for registration and be registered as a Valuer under the Valuers Registration Act as amended;

(b)
Satisfied the requirements of the Australian Property Institute (API) for admission to that body as a Technical Associate or Associate.

(xiv)
"Regulation" means the Public Sector Management (General) Regulation 1996, as amended.

(xv)
"Salary Rates" means the ordinary-time rate of pay for the Officer’s grading excluding shift allowances, weekend penalties and all other allowances not regarded as salary.

(xvi)
"State Valuation Office" is a Business Unit of the Office of Government Business of the Department 

(xvii)
"General Manager" means the Executive Officer in charge of the State Valuation Office of the department

(xviii)
"DPWS Committee" means a panel of persons trained in Job Evaluation procedures.

2.
Parties to the Clause

The parties to this clause are the PEO, the Public Service Association and the Professional Officers’ Association Amalgamated Union of New South Wales.

3.
Salaries

(i)
The following rates of salary shall be paid to Officers appointed to the positions specified.

	Classification
	
	Salary ($ per annum)

	
	
	Effective Dates

	
	
	3.1.03
	4.7. 03

	Regional Valuer
	Year 1
	75,584
	79,363

	
	Year 2
	78,790
	82,730

	
	Year3
	83,726
	87,912

	
	Year 4
	87,413
	91,784

	Principal Valuer
	Year 1
	69,933
	73,430

	
	Year 2
	72,014
	75,615

	
	Year 3
	75,584
	79,363

	
	Year 4
	78,790
	82,730

	Senior Valuer (New)
	Level 1
	67,188
	70,547

	Senior Valuer **
	Level 4
	60,213
	63,224

	
	Level 5
	63,461
	66,634

	
	Level 6
	68,553
	71,981

	Valuer
	Level 1
	45,398
	47,668

	
	Level 2
	50,446
	52,968

	
	Level 3
	54,077
	56,781

	Trainee Valuer
	Level 1
	25,299
	26,564

	
	Level 2
	29,103
	30,558

	
	Level 3
	31,160
	32,718

	
	Level 4
	32,516
	34,142

	
	Level5
	34,941
	36,688

	
	Level 6
	37,294
	39,159

	
	Level 7
	39,347
	41,314


** Senior Valuer, Level 6

This position only applies to existing (i.e. under Public Service Board Agreement 1014 of 1981) Senior Valuers who were in receipt of a substantive salary of $57,763.00 on 10 July 1998 and will be entitled to continue to receive that salary.

4.
Saving Rights

At the time of making this Award, no officer covered by this Award will suffer a reduction in his or her salary or any loss or diminution in his or her conditions of employment as a consequence of the making of this Award.

5.
Scope of Employment

(i)
Employment will be either on a permanent full-time, or permanent part-time basis.  Temporary Employees may be appointed should the need arise.

(ii)
Trainee Valuers may be appointed as Temporary Employees in terms of the Public Sector Employment & Management Act 2002 for a period of up to 3 years from their date of appointment.  If in that period they have not qualified as a Valuer, then their employment may be extended for a further period or terminated.

(iii)
Officers may be required to participate in the full range of related work activities within their classification and grading.

6.
Performance and Competency Standard Development

The parties to this clause will participate in ongoing discussions to further develop the staff covered by the clause and the performance of the State Valuation Office.  The General Manager will provide training and work opportunities for staff development.

The parties will participate in:

(a)
Discussion and review of the State Valuation Office Performance Development Scheme; and

(b)
Discussion and review of the competencies detailed in subclause 7, Appointment and Progression, and Schedule 1, which form part of the appointment and progression scheme within the State Valuation Office to ensure that they conform with National Standards.  These discussions will continue as a matter of priority.

7.
Appointment and Progression

(i)
Trainee Valuers

(a)
These are staff members who do not meet the qualifications criteria in paragraph (xii) of subclause 1, Definitions.

(b)
Progression

Trainee Valuers may progress to the next level based on a report from their Principal Valuer that they are making satisfactory progress with their studies and that they are increasing in knowledge and ability to perform their duties in a satisfactory manner.

(c)
A Trainee Valuer, upon supplying proof of attainment of the qualifications for a Valuer, may automatically progress to Valuer Level 1 from the date of receipt of that proof by the General Manager.

(ii)
Valuers

(a)
These are staff members who meet the qualifications criteria set out in paragraph (xii) of subclause 1, Definitions, and are employed as Valuers.

(b)
Progression

Progression, i.e. to a higher rate than they would under the relevant schedule in the Crown Employees (Public Sector Salaries - January 2002) Award, is dependent upon the officer’s Principal Valuer submitting a Progression Report indicating progress in attaining the competencies set out in Schedule 1.

(c)
Subject to subparagraph (k) of this paragraph, the minimum period on any one level before becoming eligible for progression shall be 12 months.

(d)
Officers who have been refused advancement to the next level may appeal to the "Assessment Appeals Panel".  The fact that an Officer has been on a level for 12 months or more is not a ground for appeal.

(e)
Valuers on Level 1 must have unrestricted registration referred to in subparagraph (xii)(a) of subclause 1, Definitions, to progress to Level 2 in addition to the above requirements.

(f)
A Valuer, Level 3, may apply for progression to a position of Senior Valuer, Level 4; however, the officer will not be eligible for progression until the officer has completed a minimum of 12 months' satisfactory service on Level 3 subject to subparagraph (k) of this paragraph, as well as satisfying a Competency Assessment Panel in the requirements on the Competencies for progression from Valuer to Senior Valuer as set out in Schedule 1.

(g)
Officers requiring assessment for progression to a position of Senior Valuer must apply to the General Manager in writing to be considered for progression.

(h)
A Competency Assessment Panel shall be convened by the General Manager within 20 working days of receipt of an application from an officer to progress from a position of Valuer to Senior Valuer.  The General Manager shall advise the officer of the decision within 5 working days of the Panel’s completion of the assessment of the officer applying for progression.

(i)
An officer who fails to satisfy the requirements of a Competency Assessment Panel may appeal against the panel’s decision in accordance with the provisions of subclause 8, Appeals.

(j)
Officers who are unsuccessful in their application for progression from Valuer to Senior Valuer may apply for progression every 12 months from the date of receipt by the General Manager of their initial application for progression.

(k)
The General Manager may, subject to a report and recommendation from an Officer’s Principal Valuer and Regional Valuer, take into account relevant experience (consistent with Schedule 1 of this clause) and advance that officer to another level, notwithstanding the fact that the officer may not have been on a particular level for 12 months including subparagraph (f) of this paragraph.

(l)
The date of progression to Senior Valuer shall be from the date of receipt by the General Manager of a completed application from the officer.  A completed application means:

12 months' satisfactory service on Level 3, subject to subparagraph (k) of this paragraph;

compliance with subclauses (i), (ii) and (iii) of Schedule 1.

(iii)
Senior Valuer

(a)
Progression

Progression from Level 4 to Level 5 shall be dependent upon a minimum of 12 months' satisfactory service and demonstrated ability on Level 4.

(iv)
Officers may only be promoted to the positions of Regional Valuer, Principal Valuer and Area Manager if a position at one of these grades becomes vacant.  Vacancies at the above-mentioned classifications which occur during the term of this Award shall be filled by way of competitive selection in accordance with the Act.

(v)
The General Manager will determine the number of staff positions for each Area and will make the necessary transfers to meet the requirements of the SVO.

8.
Appeals

(i)
An officer who fails to satisfy the requirements of the competencies for progression from Valuer to Senior Valuer, as determined by the Competency Assessment Panel, may appeal the decision of that panel.

(ii)
The officer, following the decision of the Competency Assessment Panel, may lodge an appeal in writing with the General Manager within 10 working days of the panel advising the officer of their decision.  The appeal must set out the grounds for the appeal.

(iii)
The General Manager shall convene an Assessment Appeals Panel (paragraph (ii) of subclause 1, Definitions) within 10 working days of an appeal being lodged and advise the officer of the members of the panel.

(iv)
In determining the appeal, the Assessment Appeals Panel shall allow the appellant officer, who so requests, to appear before the panel during the panel’s determination of the appeal.

(v)
The General Manager shall advise the officer of the decision of the appellant officer’s appeal within 5 working days of the appeal being heard.

9.
Grading and Evaluation of Positions

(i)
Positions classified under this clause will be graded in accordance with the accredited job evaluation system.

(ii)
The grading of positions will be carried out in consultation with the Department’s Classification Committee.

(iii)
Positions will be evaluated and graded from time to time in the following circumstances:

(a)
where the nature of a position is significantly changed or where a new position is created;

(b)
where a position falls vacant, the General Manager can determine whether it is necessary to evaluate the position prior to advertising the vacancy;

(c)
at the request of any party to this clause, or an officer under the clause, provided that the provision(s) have not been reviewed for grading for at least 12 months prior to the request.

(iv)
Where the position is evaluated as falling within a lower or higher grading than that to which the officer is presently appointed, then the Department shall act in accordance with the Public Sector Employment & Management Act 2002 or as agreed by the parties to this clause.

10.
Valuers Registration and API Membership Fees

The State Valuation Office will reimburse valuers the cost of Valuer Registration and API Membership Fees.

11.
Area, Incidence and Duration

(i)
This clause rescinds and replaces the following Agreement and Award, in so far as they apply to the Officers classified in accordance with this clause and employed at the State Valuation Office:

Crown Employees (Department of Public Works and Services) Reviewed Award 1998

(ii)
This clause shall apply to all officers as defined in paragraph (ix) of subclause 1, Definitions.  It took affect on and from the first pay period to commence on or after 28 October 1998.

Schedule 1 - Competencies for Progression
The following are the competencies for progression to be satisfied by an officer wishing to advance from Valuer Level 3 to Senior Valuer Level 4 (subclause 7, Appointment and Progression):

(i)
Valuers must be also able to demonstrate that they have the experience; and:

Ability to determine Statutory Land Valuers for Residential, Business, Industrial and Rural lands where these land uses are available within the area of operation of the valuation unit;

Ability to exercise quality control over statutory valuations made by the Valuer and issued by the SVO;

Ability to write and issue Valuation Reports which meet client and SVO standards;

Ability to defend objections to Land Values which have been referred to an Assessor at the Land and Environment Court, where such opportunity has been available;

Ability to satisfactorily handle negotiations involving objections, leasing, purchasing, selling or acquisitions;

Ability to operate within the SVO Performance Development System.

(ii)
In addition, Valuers must present proof of membership of the API and Continuing Professional Development attainment.  They must also demonstrate knowledge and commitment to uphold the Department of Commerce Code of Conduct and maintain Equal Employment Opportunity and Occupational Health and Safety principles and such other (relevant) legislative requirements as advised from time to time.

(iii)
Officers must include with their application a Performance Report from their Principal Valuer.

(iv)
The Competency Assessment Panel may determine the application on the information supplied and may, if considered warranted, require an interview with the officer and/or the officer’s Principal Valuer.

R. W. HARRISON  D.P.

____________________
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