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	Before Commissioner Sloan
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Clause No.	Subject Matter

1.	Title
2.	Statement of Intent
3.	Definitions
4.	Area, Incidence and Duration
5.	Anti-Discrimination
6.	Hours of Work - General Provisions
7.	Ordinary Hours of Work For Employees Engaged Prior to 21 December 2015
7A.	Saturday and Sunday Work for Employees Engaged Prior to 21 December 2015
8.	Ordinary Hours for Employees Engaged On or After 21 December 2015
8A.	Saturday and Sunday Work for Employees Engaged on or After 21 December 2015
9.	Shift Work
10.	Starting Point
11.	Garaging
12.	Part Time Employees
13.	Casual Employees
14.	Overtime
14A.	On Call Allowance
14B.	Remote Response
14C.	Call Back
14D.	Quick Shift
14E.	Broken Shift
14F.	Project Work
15.	Meal Breaks
16.	Annualised Salary Agreements (ASA)
17.	Council Agreements
18.	Trainees
19.	Skills Based System of Pay and Rates of Pay
20.	Skill Descriptors
20.	Annual Assessment and Progression Rules
21.	Allowances and Reimbursements
22.	Use of Skills
23.	Salary Packaging and Sacrifice
24.	Superannuation
25.	Payment of Employees
26.	Annual Leave - General Provisions
27.	Annual Leave
28.	Annual Leave – Waste Services Employees Engaged prior to 1 July 2022
29.	Long Service Leave
30.	Sick Leave
31.	Carer’s Leave
32.	Bereavement Leave
33.	Parental Leave
34.	Paid Maternity Leave
35.	Leave Without Pay
36.	Family and Domestic Violence Leave
37.	Flexibility for Work and Family Responsibilities
38.	Public Holidays
39.	Trade Union Training Leave
40.	Trade Union Conference Leave
41.	Jury Service Leave
42.	Army Reserve Training
43.	Consultative Committee Aim
44.	Disciplinary Procedures
45.	Dispute Resolution Procedure
46.	Workplace Change
47.	Termination of Employment
48.	Redundancy - General Application, Process and Consultation
49.	Redundancy - Employees Engaged Prior to 21 December 2015
50.	Redundancy - Employees Engaged on Or After 21 December 2015
51.	Work, Health and Safety
52.	Labour Hire and Contract Businesses
53.	Outsourcing
54.	Accident Pay
55.	Further Education
56.	Leave Reserved and No Further Claims

SCHEDULES

Schedule 1 - Weekly Rates of pay
Schedule 2 - Allowances
Schedule 3 - Progression guidelines
 \

PART 1

APPLICATION AND OPERATION OF THIS AWARD

1.  Title

This Award is the Broken Hill City Council Consent Award 2022.

2.  Statement.  of Intent

The parties to the Award are committed to cooperate in a positive manner to increase the productivity, structural efficiency, financial sustainability and competitiveness of Local Government service provision within Broken Hill and to provide employees with access to fulfilling and varied work by providing measures to, for instance:
 
Ensure the efficient delivery of quality services to the community;

Improve knowledge and skill levels;

Establish skill related career paths;
Eliminate impediments to multiskilling and broaden the range of tasks which an employee may be required to perform;

Eliminate discrimination;

Maintain rates of pay, conditions and hours which are fair, equitable and competitive;

Ensure and facilitate flexible work practices;

Encourage innovation and continuous improvement; and

Promote cooperation and open communication and change management

3.  Definitions

In this Award, unless the contrary intention appears:

"Act" means the Industrial Relations Act 1996 (NSW) as amended.

"ASA" means Annualised Salary Agreement and operates in accordance with Clause 16 of this Award.

"Award" means the Broken Hill City Council Consent Award 2018.

"Council" means the Broken Hill City Council.

"Employee" means a person employed by Broken Hill City Council.

"Ordinary pay" means remuneration for the employee's normal weekly number of hours of work calculated at the ordinary time rate of pay. Ordinary pay will include, and not be limited to the following penalties and allowances where they are regularly received.

Saturday, Sunday and shift penalties;
 
Tool allowances;

On call allowance;

First Aid allowance; and

Community language and signing work allowances.

[bookmark: _Toc114280454][bookmark: _Toc114280913][bookmark: _Toc114281380]Overtime payments and all other allowances will be excluded from the composition of ordinary pay.

"Salaried Office Employee" means an employee engaged in one of the following functions:

Administration;

Building Surveying;

Engineering (Professional);

Executive Band;

Finance;

Health Surveying;

Library;

Public Relations;

Technical Services;

Tourism; and

Town Planning.

"Union" means the Barrier Industrial Council (BIC) and its affiliated unions.

"Wages Employee" means an employee engaged in any functions not otherwise specified in the definition of salaried office employee.

4.  Area, Incidence and Duration

[bookmark: _Toc526243613]4.1	This Award will apply to all employees of Broken Hill City Council, excluding those employees defined as senior staff by the Local Government Act 1993 (NSW).

[bookmark: _Toc526243614]4.2	This Award will rescind and replace the Broken Hill City Council Consent Award 2018 which was last amended by the Commission on 16 August 2022 (392 I.G. 729) and all variations of that Award.

[bookmark: _Toc526243615]4.3	This Award will take effect from 1 July 2022 and will remain in force until the end of the calendar day of 30 June 2025.

[bookmark: _Toc526243616]4.4	In Schedule 1 the Award provides for a 4.00% increase in rates of pay to operate from the first full pay period to commence on or after 1 July 2022. 

[bookmark: _Toc526243617]4.5	In Schedule 1 the Award provides for a 3.25% increase in rates of pay to operate from the first full pay period to commence on or after 1 July 2023.

4.6	In Schedule 1 the Award provides for a 3.25% increase in rates of pay to operate from the first full pay period to commence on or after 1 July 2024.

[bookmark: _Toc526243619]4.7	This award will be made by the Industrial Relations Commission of New South Wales and be known as the Broken Hill City Council Consent Award 2022. The parties to the Award are as follows:
Broken Hill City Council;

The Barrier Industrial Council;

The United Services Union.

5.  Anti-Discrimination

[bookmark: _Toc526243621]5.1	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.

[bookmark: _Toc526243622]5.2	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.

[bookmark: _Toc526243623]5.3	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.

[bookmark: _Toc526243624]5.4	Nothing in this clause is to be taken to affect:

[bookmark: _Toc526243625](a)	any conduct or act which is specifically exempted from anti-discrimination legislation;

[bookmark: _Toc526243626](b)	offering or providing junior rates of pay to persons under 21 years of age;

[bookmark: _Toc526243627](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;

[bookmark: _Toc526243628](d)	a party to this award from pursuing matters of unlawful discrimination in any State or federal jurisdiction.

[bookmark: _Toc526243629]5.5	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.

[bookmark: _Toc114280452][bookmark: _Toc114280911][bookmark: _Toc114281378]NOTES

[bookmark: _Toc526243630](a)	Employers and employees may also be subject to Commonwealth anti-discrimination legislation.

[bookmark: _Toc526243631](b)	Section 56(d) of the Anti-Discrimination Act 1977 (NSW) 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."

PART 2

HOURS OF WORK, OVERTIME AND RELATED MATTERS

6.  Hours.  of Work - General Provisions

[bookmark: _Toc526243633]6.1	Employment with Council is subject to the satisfactory completion of a probationary period.

[bookmark: _Toc526243634](a)	The probationary period will be for three (3) months duration; however Council may require a maximum period of six (6) months for employees above Grade 16 (Band 3 Level 2).

[bookmark: _Toc526243635](b)	During the probation period, employees will be provided with the appropriate training and instruction to enable them to perform the duties and functions of the position.

[bookmark: _Toc526243636](c)	During the probation period the employee will be advised of any areas of concern and expected performance outcomes.

[bookmark: _Toc526243637](d)	At the successful conclusion of the probation period, the employee will be offered a permanent position by Council in accordance with the employee’s original appointment status, i.e. in a full-time or part-time capacity.

[bookmark: _Toc526243638]6.2	The ordinary hours of work for full time Salaried Office Employee will be 70 per fortnight.

[bookmark: _Toc526243639]6.3	The ordinary hours of work for full time Wages employees will be no more than 76 hours per fortnight.

[bookmark: _Toc526243640]6.4	Where operational requirements permit, employees are entitled to receive a rostered day off once in every two (2) week period, or once in any other period as may be mutually agreed between the employee and Council. 

[bookmark: _Toc526243641](a)	It is essential that all employees working a nine (9) day fortnight be aware that the first priority is the maintenance of acceptable work flows.  Accordingly, there will need to be co-operation between Council employees and managers in the planning of rostered working days so that adequate staff resources are available to all time to service public needs as well as providing interdepartmental office communication and services.

(b)	The rostered day off may be altered by mutual consent or by the employer with two weeks’ notice where there are genuine operational or safety reasons. 

[bookmark: _Toc526243642](c)	Rosters are to be prepared by managers and/or departmental heads at least two weeks in advance.

[bookmark: _Toc526243643](d)	When a public holiday clashes with a rostered day off, the general rule will be to take the next working day as a rostered day off.

[bookmark: _Toc526243644](e)	Approval to accumulate rostered days off may be granted in special circumstances by the employee’s manager and/or departmental head.

(f)	Approval to accumulate rostered days off may be granted in special circumstances by the employee’s manager and/or departmental head.

6.5	Notwithstanding clause 6.4, all employees receiving a rostered day off prior to 1 July 2022 are entitled to retain that arrangement as long as they remain in the same position with Council. 

7.  Ordinary Hours of Work for Employees Engaged Prior to 21 December 2015

[bookmark: _Toc526243646]7.1	A Salaried Office employee engaged prior to 21 December 2015 will continue to commence at 8.30am and finish at 5.00pm and work for 7 hours and 46 minutes exclusive of a 44 minute unpaid meal break.

[bookmark: _Toc526243647]7.2	A Wages employee engaged prior to 21 December 2015 will continue to commence at 7.00am and finish at 3.26pm and work for 8 hours and 26 minutes inclusive of a paid meal break.

[bookmark: _Toc526243649]7.3	Notwithstanding subclauses 7.1 and 7.2, an employee engaged prior to 21 December 2015 may alter their commencement and/or finishing times by agreement. 

7.4	Notwithstanding subclauses 7.1, 7.2 and 7.3, Council may vary an employee’s commencement and finishing times where it has engaged in reasonable consultation before doing so. 

[bookmark: _Toc526243650]7.5	Where Council seeks to vary an employee’s commencement and finishing times outside the span of hours of 6am to 6pm there must be prior agreement with the employee and Council, in consultation with the union.

[bookmark: _Toc526243651]7.6	Except as otherwise provided, the ordinary hours for all employees will be between Monday and Friday.

7A.  Saturday and Sunday Work for Employees Engaged Prior to 21 December 2015

[bookmark: _Toc526243653]7.7	The ordinary hours for employees engaged in the following functions and positions will be between Monday and Sunday:

[bookmark: _Toc526243654](a)	Council’s Visitor Information Centre;

[bookmark: _Toc526243655](b)	The Library;

[bookmark: _Toc526243656](c)	The Civic Centre;

[bookmark: _Toc526243657](d)	The Geo Centre;

[bookmark: _Toc526243658](e)	The Art Gallery;

[bookmark: _Toc526243659](f)	Waste Services including Street sweeping;

[bookmark: _Toc526243660](h)	Pool Attendants;

[bookmark: _Toc526243661](i)	Pool Cleaners;

[bookmark: _Toc526243662](j)	Airport Reporting Officers;
[bookmark: _Toc526243663](k)	Community Safety Officer/Ranger; and

(l)	The Living Desert Rangers.

7.8	Except as otherwise provided, ordinary hours worked by a full time or permanent part time employee at the Visitors Information Centre, Library, Entertainment Centre, Geo Centre and Art Gallery on a Saturday will attract a 25% penalty in addition to the ordinary hourly rate of pay. Ordinary hours worked on a Sunday will attract a 50% penalty in addition to the ordinary hourly rate of pay.

[bookmark: _Toc526243666]7.9	Ordinary hours worked on a Saturday or a Sunday by Waste Service Employees will attract a 50% penalty for work between midnight on Friday and midnight Saturday, and a 100% penalty for work between midnight on Saturday and midnight on Sunday. Where a full time or part time Waste Service employee who works ordinary hours on the weekends is in receipt of an over-award payment, they will not receive the penalty.

[bookmark: _Toc526243667]7.10	An employee may request to work ordinary hours on a Saturday and/or Sunday in lieu of ordinary hours the employee would otherwise be rostered to work.

[bookmark: _Toc526243668](a)	An employee’s request must be in writing and be forwarded to Council and the Union. In addition the request must outline a period within which the arrangement is to be reviewed by Council and the Union;

[bookmark: _Toc526243669](b)	Council and the Union will not unreasonably withhold agreement to such a request;

[bookmark: _Toc526243670](c)	Any such agreement will not apply to new or vacant positions;

[bookmark: _Toc526243671](d)	Where an employee requests to work ordinary hours on a Saturday and/or a Sunday under the provisions of this sub-clause, Council will not be required to pay the penalty rate prescribed by sub-clauses 7.8, and 7.9

[bookmark: _Toc526243672]7.11	Where an employee and Council agree, an employee engaged prior to 1 November 2015 may request to be permanently transferred to a Monday to Sunday spread and where such a request is agreed, the employee will be entitled to receive the penalties in accordance with clause 7.8 and 7.9.

[bookmark: _Toc526243673]7.12	Where an employee engaged prior to 21 December 2015 applies for and is successful in a vacant or new position in any of the functions listed in 8.7, they will receive the penalties in accordance with subclauses 8.8, 8.9 and 8.10.

8.  Ordinary Hours for Employees Engaged On Or After 21 December 2015

8.1	The ordinary hours of work for full time Salaried Office Employee will be 70 per fortnight.

8.2	The ordinary hours of work for full time Wages employees will be no more than 76 hours per fortnight.

8.3	A salaried office employee will be entitled to an unpaid meal break of 44 minutes.

8.4	A wages employee will be entitled to a paid 30 minute meal break.

8.5	The ordinary hours will not exceed 10 in any one day inclusive of paid/unpaid meal breaks and will, except as otherwise provided, be worked between 6am and 6pm.
 
8.6	 Except as otherwise provided, the ordinary hours for all employees will be between Monday and Friday.

8.7	The ordinary hours for employees engaged in the following functions will be between Monday and Sunday:
 
(a)	Tourism Services, including the Visitor Information Centre;
 
(b)	Entertainment Services, including Civic Centre operations, Hospitality;
 
(c)	Cultural Services, including Geo Centre employees, Art Gallery employees, Library and Living Desert Ranger;
 
(d)	Waste Services;
 
(e)	Aquatic facilities, including pool attendants/cleaners;
 
(f)	Airport staff including Airport reporting officer;

(g)	 Rangers/ Enforcement Officers;

(h)	Parks and Open Spaces;
 
(i)	 Crematorium and Cemetery;
 
(j)	Trade functions;
 
(k)	Road construction and maintenance;

(l)	Cleaning.
 
8A.  Saturday and Sunday Work for Employees Engaged on or after 21 December 2015

8.8	Except as otherwise provided, ordinary hours worked by full time and permanent part time employees employed in Tourism and Cultural services, Aquatic facilities, Ranger/ Enforcement Officers and Entertainment Services on a Saturday will attract a 25% penalty in addition to the ordinary hourly rate of pay and ordinary hours worked on a Sunday will attract a 50% penalty in addition to the ordinary hourly rate of pay.
 
8.9	Ordinary hours worked on a Saturday or a Sunday by Waste Services, Parks and Open Spaces, Crematorium and Cemetery, Trade Functions, Road Construction and Maintenance; Airport Staff and Cleaning employees will attract a 50% penalty for work between midnight Friday and midnight Saturday and a 100% penalty for work between midnight Saturday and midnight Sunday.

8.11	An employee may request to work ordinary hours on a Saturday and/or Sunday in lieu of ordinary hours the employee would otherwise be rostered to work.

(a)	An employee’s request must be in writing and be forwarded to Council and the Union. In addition the request must outline a period within which the arrangement is to be reviewed by Council and the Union;

(b)	Council and the Union will not unreasonably withhold agreement to such a request;

(c)	Any such agreement will not apply to new or vacant positions;

(d)	Where an employee requests to work ordinary hours on a Saturday and/or a Sunday under the provisions of this sub-clause, Council will not be required to pay the penalty rate prescribed by sub-clauses 8.8, 8.9 and 8.10
 
9.  Shift Work
 
9.1	Except as otherwise provided ordinary hours worked by employees, outside the span referred to in subclause 7.5 will attract a 20% shift penalty in addition to the ordinary hourly rate of pay for the actual time worked outside the span.

9.3	Employees engaged in the following functions will be entitled to a 20% shift penalty in addition to the ordinary hourly rate of pay for the actual time worked outside the following times:
	Cleaners
	5.00am to 9.00pm

	Entertainment Services (including Civic Centre Operations, Hospitality)
	6.00am to 11.00pm

	Libraries
	8.00am to 9.00pm

	Aquatic facilities
	5.00am to 9.00pm

	Living Desert Ranger
	6.00am to 9.00pm



9.4	Shift penalties will be payable for ordinary work performed between Monday and Friday and will not be paid on weekends.
 
9.5	An employee may request to work ordinary hours outside the span of 6:00am and 6:00pm or any of the other spans detailed in sub-clauses 9.1, 9.2 and 9.3 in lieu of the ordinary hours the employee would otherwise be rostered to work.
 
(a)	An employee’s request must be in writing and be forwarded to Council and the Union.  In addition the request must outline a period within which the arrangement is to be reviewed by Council and the Union;

(b)	Council and the Union will not unreasonably withhold agreement to such a request;

(c)	Any such agreement will not then apply to new or vacant positions;

(d)	Where an employee requests to work ordinary hours outside the relevant span of hours under the provisions of this sub-clause, Council will not be required to pay a shift penalty for the actual time worked.
 
10.  Starting Point

10.1	All employees will start and finish at the various council depots and facilities. Employees may be required to start and finish at the work site if practical.
 
11.  Garaging

11.1	All time necessary in garaging of machines will be included in Council’s time.
 
12.  Part Time Employees
 
12.1	A part-time employee will mean an employee who is engaged on the basis of a regular number of hours which are less than the full-time ordinary hours in accordance with subclauses 6.2 and 6.3 of the Award.

12.2	Prior to commencing part-time work Council and the employee will agree upon the conditions of work including:
 
(a)	The hours to be worked by the employee, the days upon which they will be worked and the commencing times for the work.

(b)	The nature of the work to be performed.

(c)	The rate of pay as paid in accordance with this Award.
 
12.3	The conditions may also stipulate the period of part-time employment and may be varied by consent.
 
12.4	The conditions or any variation to them must be in writing and retained by Council. A copy of the conditions and any variations to them must be provided to the employee by Council.
 
12.5	Unless otherwise provided where a public holiday falls on a day where a part-time employee would have regularly worked the employee will be paid for the hours normally worked on that day.
 
12.6	By agreement a part-time employee may work more than their regular number of hours at the ordinary hourly rate.  The maximum amount of hours that a part-time employee may work at the ordinary hourly rate is the hours prescribed by sub-clauses 6.2 and 6.3.
 
12.7	Part-time employees will receive all conditions prescribed by the Award on a pro rata basis of the regular hours worked. An adjustment to the accrued leave entitlements may be required at the conclusion of each service year based on the proportion of actual hours worked.
 
13.  Casual Employees
 
13.1	A casual employee will mean an employee engaged on a day to day basis.
 
13.2	 A casual employee will be paid for a minimum of three hours, for each engagement, except for attendance at scheduled employee or team meetings, for which payment will be made at the appropriate rate for time actually worked, with a minimum of one (1) hour.

13.3	Notwithstanding clause 13.2, casual employees may be engaged for less than three (3) hours but no less than two (2) hours in the following functions:

(a)	after school employment;

(b)	events; and

(c)	training sessions, and to back up staff participating in training. 

13.4	A casual employee will be paid the hourly rate for ordinary hours worked.
 
13.5	A casual employee will be entitled to a 25 per cent loading, calculated on the ordinary hourly rate. This loading will not attract any penalty. This loading will be paid in lieu of all leave and severance pay, except paid maternity leave. Casual loading is not payable on overtime.

13.6	A casual employee may work a maximum amount of hours as prescribed by sub-clauses 6.2 and 6.3 at ordinary time.  Overtime will be paid where a casual employee works outside the ordinary hours for the position.  In cases where there are no ordinary hours for the position, overtime will be paid for the hours worked in excess of those prescribed in sub-clauses 6.2 and 6.3
 
13.7	Subject to the reasonable overtime provisions of sub-clause14.1, a casual employee will not be offered to work overtime in a position held by an employee of Council, if the employee of Council is available to work that overtime.
 
13.8	Casual employees who work on Saturday and/or Sunday are entitled to the penalty rates prescribed by the relevant subclauses 7.8, 7.9, 8.8 or 8.9.  The penalties are calculated on the ordinary hourly rate.

13.9	Casual employees who work outside the relevant span of hours are entitled to the relevant shift penalties prescribed by the relevant subclauses 7.8, 7.9, 8.8 or 8.9.  The shift penalty is calculated on the ordinary hourly rate.
 
13.10	Casual employees engaged on a regular and systematic basis will:
 
(a)	Have access to annual assessment under council's salary system
 
(b)	Have their service as a casual counted as service for the purpose of calculating long service leave where the service as a casual employee is continuous with their appointment to a permanent position on council's structure. In calculating the long service leave entitlement of casual employees, there will be a deduction of the long service leave accrued whilst the employee was employed as a casual and paid the loading identified in sub-clause 13.4.
 
13.11	A casual employee will not replace an employee of council on a permanent basis.
 
13.12	Carer’s entitlements will be available for casual employees as set out in sub-clause 31.9 of this Award.
 
13.13	Bereavement entitlements will be available for casual employees as set out in sub-clause 31.2 of this Award.
 
13.14	Parental leave entitlements will be available for casual employees in accordance with Clause 34 and Part 4, Parental Leave, of the Industrial Relations Act 1996 (NSW).
 
14.  Overtime
 
14.1	Except where otherwise provided Council may require an employee to work reasonable overtime.
 
(a)	An employee may refuse to work overtime in circumstances where the working of such overtime would result in the employee working hours which are unreasonable.
 
(b)	What constitutes unreasonable working hours will be determined having regard to:
 
any risk to the employee;
 
the employee’s personal circumstances including any family and carer’s responsibilities;
 
the needs of the workplace;
 
the notice, if any, given by Council of the overtime and by the employee of their intention to refuse it; and any other matter.
 
14.2	Overtime will be paid at double time, inclusive of the days pay.
 
14.3	Any employee who has completed normal and regular hours of work and is on the premises at the time of the request, and is called to work overtime, other than planned overtime, of less than four (4) hours, will be paid for the time worked.
 
14.4	Where an employee is required to work after finishing time for a period in excess of 1 ½ hours, then the employee will be provided with a meal, or alternatively, the employee will be paid the allowance set out in the Table in Schedule 2.

If overtime continues beyond 1 ½ hours then, for each additional four hours worked an additional meal will be provided or, alternatively, the employee will be paid the allowance set out in the Table in Schedule 2.
 
14.5	Except as otherwise provided, where a meal is due and overtime is to extend beyond that time, a paid break of twenty (20) minutes will be allowed in which to eat the meal.
 
14.6	Transport will be provided for all employees required to work on other than planned work which is outside their normal working time.
 
14.7	A wages employee will receive a paid thirty (30) minute meal break or in lieu, an allowance, as set out in the Table in Schedule 2, after four (4) continuous hours on any or all overtime worked on Saturdays and Sundays.
 
14.8	Council will keep a record of all overtime worked and will pay for authorised overtime.
 
14.9	For the purposes of calculating overtime each day will stand alone, provided however that where any period is continuous and extends beyond midnight, all overtime hours in this period will be regarded as if they had occurred within the day first occurring.
 
14.10	Consistent with Council’s travel policy, the above provisions do not apply to those employees required to travel for work.
 
14A.  On Call Allowance
 
14.11	An employee will be deemed to be on-call if required by Council to be available for duty outside of ordinary hours at all times in order to attend emergency and/or breakdown work.
 
14.12	Employees who are required to be on-call are not required to remain at their usual place of residence or other place appointed by Council.  However, an on-call employee must be able to be contacted and be able to respond within a reasonable time.
 
14.13	Employees required to be on-call on days when they would ordinarily work, or would have ordinarily worked but for a public holiday, will be paid an allowance in accordance with Schedule 2.
 
14.14	Employees required to be on-call on days other than their ordinary working days will be paid an on-call allowance in accordance with Schedule 2
 
14.15	The on-call allowances in sub-clauses 14.13 and 14.14 will not total more than the amount as stated in Schedule 2, in any one week.
 
14.16	Employees on-call who are required to work outside their ordinary hours will be entitled to be paid overtime at the appropriate rate for hours worked and such rate will be paid from the time that the employee departs for work.  On-call employees are not subject to the minimum payment provisions of sub-clause 38.5 on a public holiday.
 
14B.  Remote Response
 
14.17	An employee who is in receipt of an on call allowance and available to immediately:
 
(a)	respond to phone calls or messages;
 
(b)	provide advice (‘phone fixes’);
 
(c)	arrange call out/rosters of other employees; and
 
(d)	remotely monitor and/or address issues by remote telephone and/or computer access,
 
will be paid the applicable overtime rate for the time actually taken in dealing with each particular matter, except where the employee is recalled to work (NOTE: subclause14.16 applies where an on-call employee is recalled to work)
 
14.18	An employee remotely responding will be required to maintain and provide the employer a time sheet of the length of time taken in dealing with each matter remotely for each day commencing from the first remote response. The total overtime paid to an employee for all time remotely responding in any day commencing from the first response will be rounded up to the nearest 15 minutes.
 
14.19	The employer, may be agreement, make an average payment equivalent to an agreed period of time per week where the employee is regularly required to remotely respond as defined in subclause 14.17.
 
14C.  Call Back
 
14.20	Any employee of Council who has completed their normal and regular hours of work and is off the premises at the time of request, is called to work overtime, other than planned overtime, of less than four hours, will be paid the appropriate overtime rate for a minimum of four (4) hours.
 
14D.  Quick Shift
 
14.21	An employee who works so much overtime between the completion of ordinary work on one shift and the commencement of ordinary work on the next shift that they have not had at least eight consecutive hours off duty between will be paid double time if instructed to resume work or released from work and entitled to an eight hour break without loss of pay.
14E.  Broken Shift
 
14.22	A permanent employee called upon to work a broken shift will be paid the indexed allowance based upon that currently applicable per shift in addition to their ordinary pay.  A broken shift will not exceed a span of twelve (12) hours.

14F.  Project Work

14.23	Project staff who work additional hours outside their ordinary hours Monday to Friday will be paid the first two (2) hours of any day Monday to Friday at time and a half or at time in lieu on an hour for hour basis at the employee’s request. Any hours worked over two (2) hours on any Monday to Friday will be paid at double time.

15.  Meal Breaks
 
15.1	Council must not require an employee to work for more than 5 hours continuously without an interval of at least 30 minutes for a meal.
 
15.2	Except as otherwise provided, a meal allowance as set out in the Table in Schedule 2 will be paid to employees instructed to work overtime:
 
(a)	for 1½ hours or more prior to their agreed commencing time
 
(b)	for 1½ hours immediately after their agreed finishing time and after subsequent periods of four hours
 
(c)	after each four hours on days other than ordinary working days.
 
16.  Annualised Salary Agreements (Asa)
 
16.1	Notwithstanding any other provision of this Award, the Council and an employee may agree that the Council may pay the employee an annual salary in satisfaction of any or all payments arising under the following provisions of the Award:
 
(a)	Rates of pay - clause 19
 
(b)	Use of Skills - clause 22
 
(c)	Salary Packaging and sacrifice - clause 24
 
(d)	Allowances and reimbursements - clause 21
 
(e)	Hours of Work - clause 6 and 7
 
(f)	Overtime - clause 14
 
(g)	Public Holidays - clause 38
 
16.2	Where an employee and Council seek to enter into an ASA, the employee is entitled to seek industrial/ legal advice prior to entering into such an arrangement.
 
16.3	Where an employee and Council enter into an ASA, the annual salary will not disadvantage the employees:
 
(a)	The annual salary must be no less than the amount the employee would have received under this Award for the work performed over the year for which the salary is paid (or if the employment ceases earlier over such less period as has been worked);
 
(b)	The annual salary of the employee must be reviewed by Council at least annually to ensure that the compensation is appropriate having regard to the award provisions which are satisfied by the payment of the annual salary;
 
(c)	Employees will not be denied the opportunity to apply for new or vacant positions as a result of the operation of this clause.
 
16.4	An annual salary agreement must:
 
(a)	be in writing and signed by the employee and Council;
 
(b)	state the date upon which the arrangement commences;
 
(c) 	be provided to the employee;
 
(d) 	contain a provision that the employee will receive no less under the arrangement than the employee would have been entitled to if all award obligations had been met, taking account of the value of the provision of matters not comprehended by the award;
 
(e)	be subject to annual review;
 
(f)	contain details of any salary package arrangements, including the annual salary that is payable;
 
(g)	contain details of any other non-salary benefits provided to the employee such as an employer provided motor vehicle.
 
(h)	contain details of performance pay arrangements and performance measurement indicators;
 
(i)	contain the salary for the purposes of accident make up pay; and
 
(j)	contain the award band and level for the role.

16.5	An Annualised salary agreement may be terminated:
 
(a)	by Council or the employee giving four weeks’ notice of termination, in writing, to the other party and the agreement ceasing to operate at the end of the notice period; or
 
(b)	at any time, by written agreement between Council and the employee.
 
16.6	On termination of an annualised salary agreement, the employee will revert to the Award entitlements unless a new annualised salary agreement is reached.
 
16.7	Notwithstanding the above, annualised salary arrangements entered into prior to 1 November 2015 may continue to operate in accordance with their terms.
 
17.  Council Agreements
 
17.1	The parties may enter into a council agreement, which may apply to parts of Council’s workforce.
 
17.2	The terms of any agreement reached between the parties will substitute for the provisions of the award provided that:
 
(a)	the extent of the council agreement will be limited to:
 
Payment of employees;
 
Hours of work;
 
Overtime;
Holidays;
 
Part-time employment;
 
Job share employment;
 
Performance, evaluation and reward
 
(b)	the agreement does not provide less than the entry level rates of pay;
 
(c)	the agreement is consistent with the Industrial Relations Act 1996 (NSW) and current wage fixing principles; and
 
(d)	the agreement will be processed in accordance with subclause 17.3 of this clause. Provided further that, where the agreement proposes to vary award provisions other than those nominated in paragraph (a) above, the agreement will be processed in accordance with the Enterprise Arrangement Principle.
 
17.3	A Council Agreement will be processed as follows:
 
(a)	the unions will be notified prior to the commencement of negotiations;

(b)	the agreement has been genuinely arrived at by negotiation between the Council and the Union;

(c)	the agreement will be committed to writing and will include a date of operation and a date of expiration;
 
(d)	the council and the appropriate union(s) will sign the agreement; and
 
(e)	Any party to a Council Agreement may at any stage during the above process refer the matter to the Industrial Relations Commission of NSW.

17.4	Council agreements can be terminated in the following manner:
 
(a)	Section 44 of the Industrial Relations Act 1996 (NSW) relating to the termination of enterprise agreements will apply to the termination of a council agreement made in accordance with this clause and a council agreement may be terminated in the same manner as an enterprise agreement.
 
(b)	Where a council agreement it terminated at or after the end of its nominal term by the giving of written notice to each other party to the agreement, at least three (3) months’ written notice will be given. The notice may be served before the end of the nominal term.
 
(c)	Termination of a council agreement is not effective until all of the parties to the agreement have been given written notice of the approval to terminate or of service of the notice of intention to terminate.
 
18.  Trainees

A.	General
 
18.1	Trainee, Apprentice or Cadet employees may be required to possess a Provisional or Class C Drivers Licence.
 
18.2	In the circumstances as to which a FTE position be filled with a Trainee, Apprentice or Cadet formal consultation practices will be followed in line with the consultation practices of Clause 43 of this Award.
 
18.3	Upon cessation of an apprenticeship, traineeship, or cadetship and the incumbent is not employed on a permanent ongoing basis, council will fill the position with another apprenticeship, traineeship or cadetship, or that of a full time position maintaining organisational FTE. If council intends to not fill the position formal consultation practices under Clause 43.

B.	School Based Trainees and School Based Apprentices

18.4	The objective of this clause is to assist persons who are undertaking a traineeship or apprenticeship under a training contract while also enrolled in the Higher School Certificate. Such school based traineeships/apprenticeships are undertaken at a minimum Certificate II Australian Qualifications Framework (AQF) qualification for traineeship level and a minimum Certificate III AQF qualification for apprenticeship level as specified in the relevant Vocational Training Order pursuant to the Apprenticeship and Traineeship Act 2001.
 
18.5	The hourly rate for apprentices/trainees including time deemed to be spent in off the job training will be calculated by dividing the applicable weekly rate for the full time apprentices as set out in Table 2 by 38 or 35 in accordance with clause 6, Hours of Work.
 
18.6	The purpose of clause 18.12, where a school based trainee/apprentice is a full time school student, the time spent in off the job training for which the school based trainee/apprentice is paid deemed to be 25% of the actual hours worked on the job each week. The wages paid for training time may be averaged over the school term or year.
 
18.7	School based trainees/ school based apprentices progress through the rates of pay subject to successful completion of appropriate training modules and satisfactory service.
 
C.	Trainee employment and apprenticeships

18.8	This clause relates to employees considered trainees or apprentices
 
18.9	Employees within this clause may undertake specific government funded programs under a recognised Training Agreement that is registered with the relevant training authority. Employees within this clause may undertake programs funded by the Council.
 
18.10	The rates of pay as provided for in table two and table three are payable to employees undertaking entry level training
 
18.11	Apprentices are paid according to their educational qualification and experience.
 
18.12	Trainees are paid according to the time agreed to be taken complete their study in annual increments.
 
18.13	Progression along the scale is not automatic, but is subject to successful completion of appropriate training modules and satisfactory service.
 
18.14	If the employment is to be continued beyond the training period upon the successful completion of training, the employee will proceed to the appropriate band and level in the structure.
 
18.15	In addition to the vocational training direction, the employer will provide an apprentice and/or trainee with the conditions of the apprenticeship/traineeship in writing and these conditions will include:
 
(a)	the term of the apprentice and/or trainee;
 
(b)	the course of studies to be undertaken by the apprentice and/or trainee;
 
(c)	the course of on the job training to be undertaken by the apprentice and/or trainee.
 
(d)	A government funded apprentice and/or trainee will not commence until the relevant Training Agreement has been registered with the relevant State Training Authority.
 
18.16	Except as herein provided, all other terms and conditions of this Award will apply.
 
18.17	The apprentice and/or trainee will attend approved training courses or training programs prescribed in the Training Agreement or as notified to the trainee by the relevant State Training Authority in accredited and relevant Traineeship Schemes.
 
18.18	Council will ensure that the trainee is permitted to attend the training courses or programs provided for in the Training Agreement and will ensure that the trainee received the appropriate on-the-job training in accordance with the Training Agreement.
 
18.19	Council will provide a level of supervision in accordance with the Training Agreement during the traineeship/apprenticeship period.
 
18.20	The apprentice and/or trainee will be permitted to be absent from work without loss of continuity of employment and/or waged to attend the training in accordance with the Training Agreement.
 
18.21	A full time trainee will be engaged for a maximum of one year’s duration, except in respect of AQF III and AQF IV traineeships which may extend up to two years full time, provided that a trainee will be subject to a satisfactory probation period of up to one month which may be reduced at the discretion of Council. By agreement in writing, and with the consent of the relevant State Training Authority, Council 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 Scheme.
 
18.22	A full time Apprentice will be engaged for a period up to 4 years depending on their level of achievement and skills when entering employment; inline with AQF IIII
 
18.23	Where the apprentice and/or trainee completes the qualification in the Training Agreement earlier than the time specified in the Training Agreement, then the Apprenticeship and/or Traineeship may be concluded by mutual agreement.
 
18.24
 
(a)	Council will not terminate the trainee’s or apprentice’s service without providing written notice of the termination in accordance with the training agreement and subsequently to the relevant State Training Authority as appropriate.
 
(b)	Where Council decides to terminate a Council funded apprentice and/or trainee notice will be provided in accordance with this Award.
 
(c)	Where Council chooses not to continue the employment of a apprentice and/or trainee upon the completion of the traineeship or apprenticeship, it will notify the relevant State Training Authority as appropriate, of its decision.
 
18.25	A trainee/apprentice who fails to complete the traineeship or apprenticeship or who cannot for any reason be placed in full-time employment on the successful completion of the traineeship, will not be entitled to any severance payments payable pursuant to clause 50.2 or provisions similar thereto.
 
D.	Other Trainee employment (cadetships)

18.26	A trainee under this clause is employed as a cadet; where by full time work is supplemented with the acquisition of qualifications (government funded or council funded) that are aligned the development of professional qualifications.
 
18.27	Unless otherwise agreed, the maximum term of the cadetship is in accordance with table three.
 
18.28	Payment is made in line with table three and the required amount of time  to complete the recognised study.
 
18.29	Recognised study pertains to a minimum level of qualification of AQF IV or as required for the role.
18.30	Progression along the scale is not automatic, but is subject to successful completion of appropriate training modules and satisfactory service.
 
18.31	If the employment is to be continued beyond the training period upon the successful completion of training, the employee will proceed to the appropriate band and level in the structure.
 
PART 3
 
RATES OF PAY AND RELATED MATTERS
 
19.	Skills Based System of Pay and Rates of Pay
 
19.1	This Award has adopted a skills based structure consisting of four overlapped bands within which classifications have been broad banded into levels according to six key skill descriptors as defined within clause 20 Skill Descriptors.

The four bands are:

	No.
	Band
	Levels

	1
	Operational
	4

	2
	Administrative/Technical/Trades
	3

	3
	Professional/Specialist
	4

	4
	Executive
	4



19.2.	The Skills Based Salary Structure Described Above is Supported By a 24 Grade Salary System With Each Grade Comprising of an Entry Level and Three Progression Steps that Are Over and Above the Entry Level Rates of Pay for the Grade.
 
19.3	The salary system determines how employees at Council are paid.  An employee will be paid the salary system rate of pay that recognises the skills the employee is required to apply on the job.  In relation to employees at Grade 14 and above, when moving from step 3 to step 4, the salary system rate of pay also recognises a performance rating of competent or above. 
 
19.4	Positions are assigned a salary grade(s) within the structure. A position may extend across more than one grade in Council’s salary system.  The rates of pay for each grade are set out in the Table 1 of Schedule 1.  The rates of pay in Table 1 of Schedule 1 are rates that have historically absorbed the defunct extra over award payments and the Broken Hill Allowance for all employees, Annual Leave loading for Salaried Office Employees and Wages Employees and the following allowances for Wages Employees:
 
Ceiling;
 
Chainsaw;
 
Confined Space;
 
Dead Animal;
 
Dirt;
 
Early Start;
 
Early Start - Pool;
 
Jack Hammer;
 
Laundry;
 
Lead Bonus;
 
Milk;
 
Mowing;
 
Noxious Weeds;
 
Power Implement;
 
Painter’s spray;
 
Qualification;
 
Spreader;
 
Trade Certificate;
 
Toilet;
 
Towing;
 
Wet - General; and
 
Wet - Garbage.
 
19.5	Apprenticeships
 
(a)	The rates of pay set out in Table 2 of Schedule 1 are payable to employees of Council undertaking apprenticeships.
 
(b)	Upon reaching the age of 21 years and not having completed their apprenticeship, apprentices will be paid the minimum rate for adults provided under this Award.
 
(c)	Upon successful completion of the apprenticeship, an employee will proceed to the appropriate grade in the structure, if the employment is to be continued beyond the apprenticeship period.
 
(d)	In addition to the vocational training direction, Council will provide an apprentice with the conditions of the apprenticeship in writing and these conditions will include:
 
(i)	the terms of the apprenticeship;
 
(ii)	the course of studies to be undertaken by the apprentice;
 
(iii)	the course of on the job training to be undertaken by the apprentice.
 
(e)	On the production of a letter from the Principal of the TAFE College stating that they have satisfactorily completed a year’s work in the trade course appropriate to their apprenticeship, an apprentice will be refunded the amount of fees paid in respect of that year.
 
(f)	On the production of a letter from the Principal of the TAFE College stating that they have satisfactorily completed a year’s work in the trade course appropriate to their apprenticeship, and receipts for text books prescribed for that year’s work, an apprentice will be paid the cost of the prescribed text books or one hundred and fifty dollars ($150.00) whichever is the lesser amount.
 
19.6	Government funded traineeships
 
(a)	A government funded traineeship is subject to a Traineeship Agreement registered with the relevant State Training Authority.
 (b)	The rates of pay payable to a government funded trainee will be as provided in Table 3 in Schedule 1.
 
(c)	The rates of pay in Table 3 in Schedule 1 are actual rates and will only apply to government funded trainees while they are undertaking an approved traineeship.
 
(d)	Council will ensure that government funded trainees are permitted to attend the training course or program provided for in the Traineeship Agreement and will ensure that trainees receive the appropriate on-the-job training in accordance with the Traineeship Agreement.
 
(e)	A government funded trainee will be permitted to be absent from work without loss of continuity of employment and/or wages to attend training in accordance with the Traineeship Agreement.
 
20.  Skill Descriptors
 
The award’s skills based bands, levels and grades are defined according to the following skill descriptors:
 
OPERATION BAND
 
Operational Band 1, Level 1
 
Authority and accountability:
 
Completion of basic tasks with work closely monitored by the team leader or supervisor.
 
Judgement and problem solving:
 
Judgement is limited and coordinated by other workers.
 
Specialist knowledge and skills:
 
Specialist knowledge and skills are obtained through on-the-job training and council-based induction training. Off-the-job training may lead to trade, technical or professional qualifications.
 
Management skills:
 
Not required.
 
Interpersonal skills:
 
Limited to communications with other staff and possibly, with the public.
 
Qualifications and experience:
 
Completion of School Certificate or the Higher School Certificate may be sought. Completion of an appropriate labour market program or similar short-term work / skills experience is desirable.
 
Operational Band 1, Level 2 (Grades 1 to 4)
 
Authority and accountability:
 
Responsible for completion of basic tasks with individual guidance or in a team.
 
Judgement and problem solving:
 
Applies standard procedures with normally few if any options in the application of skills.
 
Specialist knowledge and skills:
 
Job specific skills and knowledge would normally be gained through on-the-job training and experience. Short courses may be completed at TAFE.
 
Management skills:
 
Not required.
 
Interpersonal skills:
 
Frequent communication with other staff and/or the public common but normally at a routine level.
 
Qualifications and experience:
 
Incumbents may have attended short courses in specific work areas or be undertaking a technical college certificate as completion of structured training program in work-related area.
 
Operational Band 1, Level 3 (Grades 5 to 7)
 
Authority and accountability:
 
Responsible for completion of regularly occurring tasks with general guidance on a daily basis.
 
Judgement and problem solving:
 
Judgement is required to follow predetermined procedures where a choice between more than two options are present.
 
Specialist knowledge and skills:
 
Application of skills, including machine-operation skills, following training "on the job" or accredited external training over a number of months.
 
Management skills:
 
Some guidance/supervision may be required. May assist a co-ordinator / trainer with on-the-job training.
 
Interpersonal skills:
 
Skills required for exchange of information on straightforward matters.
 
Qualifications and experience:
 
Suitable experience or qualifications in a number of defined skill areas.
 
Operational Band 1, Level 4 (Grades 8 to 10)
 
Authority and accountability:
 
Responsible for supervising staff in operational duties or for work requiring independence in the application of skills, subject to routine supervision. Responsible for quality of work function.
 
Judgement and problem solving:
 
Option on how to approach tasks requires interpretation of problems and may involve precise judgement in operational areas.
Specialist knowledge and skills:
 
The number of work areas in which the position operates makes the work complicated and a variety of skills are required in its completion. Position may require competence in operation of complex machinery.
 
Management skills:
 
Supervisory skills in the communication of instructions, training and the checking of work may be required.
 
Interpersonal skills:
 
Skills are required to convince and explain specific points of view or information to others and to reconcile differences between parties.
 
Qualifications and Experience:
 
Experience to adapt procedures to suit situations and a thorough knowledge of the most complex operational work procedures to achieve work objectives.
 
ADMINISTRATIVE / TECHNICAL / TRADES BAND
 
Administrative / Technical / Trades Band 2, Level 1 (Grades 8 to 10)
 
Authority and accountability:
 
Responsible for the completion of work requiring the application of trades, administrative or technical skills.
 
Judgement and problem solving:
 
Skills in assessing situations and in determining processes, tools and solutions to problems. Guidance is available.
 
Specialist knowledge and skills:
 
Positions will have demonstrated competence in a number of key skill areas related to major elements of the job.
 
Management skills:
 
Positions may require skills in the supervision or co-ordination of small groups.
 
Interpersonal skills:
 
Communication skills to explain situations or advise others.
 
Qualifications and experience:
 
Appropriate work-related trade, technical or administrative qualifications or specialist skills training.
 
Administrative / Technical / Trades Band 2, Level 2 (Grades 11 to 13)
 
Authority and accountability:
 
Responsibility as a trainer/co-ordinator for the operation of a small section which uses staff and other resources, or the position completes tasks requiring specialised technical / administrative skills.
 
Judgement and problem solving:
 
Skills to solve problems which require assessment of options with freedom within procedural limits in changing the way work is done or in the delegation of work. Assistance may be readily available from others in solving problems.
 
Specialist knowledge and skills:
 
Positions will have specialised knowledge in a number of advanced skill areas relating to the more complex elements of the job.
 
Management skills:
 
May require skills in supervising a team of staff, to motivate and monitor performance against work outcomes.
 
Interpersonal skills:
 
In addition to interpersonal skills in managing others, the position may involve explaining issues/policy to the public or others and reconcile different points of view.
 
Qualifications and experience:
 
Thorough working knowledge and experience of all work procedures for the application of technical / trades or administrative skills, based upon suitable certificate or post-certificate-level qualifications.
 
Administrative/Technical/Trades Band 2, Level 3 (Grades 14 to 16)
 
Authority and accountability:
 
May be responsible to provide a specialised / technical service and to complete work which has some elements of complexity. Make recommendations within council and represent council to the public or other organisations.
 
Judgement and problem solving:
 
Problem solving and judgements are made where there is a lack of definition requiring analysis of a number of options. Typical judgements may require variation of work priorities and approaches.
 
Specialist knowledge and skills:
 
Positions have advanced knowledge and skills in a number of areas where analysis of complex options is involved.
 
Management skills:
 
May supervise groups of operational and / or other administrative /trades / technical employees. Employees supervised may be in a number of different work areas, requiring motivation, monitoring and co-ordination to achieve specific outputs.
 



Interpersonal skills:
 
Skills to communicate with subordinate staff and the public and/or negotiation / persuasive skills to resolve disputes with staff or the public.
 
Qualifications and experience:
 
An advanced certificate, associate diploma, appropriate in-house training or equivalent combined with extensive experience in the application of skills in the most complex areas of the job.
 
PROFESSIONAL / SPECIALIST BAND
 
Professional / Specialist Band 3, Level 1 (Grades 11 to 13)
 
Authority and accountability:
 
Provides specialised / technical services to complete assignments or projects in consultation with other professional staff. May work with a team of technical or administrative employees requiring the review and approval of more complex elements of the work performed by others.
 
Judgement and problem solving:
 
Problems require assessment of a range of options having elements of complexity in reaching decisions and making recommendations. Precedent is available from sources within the Council, and assistance is usually available from other professional / specialist staff in the work area.
 
Specialist knowledge and skills:
 
Positions require considerable knowledge in a specific area with a sufficient level of skills and knowledge to resolve issues having elements of complexity that may not be clearly defined.
 
Management skills:
 
Positions at this entry level to the Professional / Specialist Band are not required to possess management skills.
 
Interpersonal skills:
 
Persuasive skills are required to participate in technical discussions to resolve problems, explain policy and reconcile viewpoints.
 
Qualifications and experience:
 
Professional/specialist positions require professional qualifications to apply theoretical knowledge to practical situations.
 
Professional / Specialist Band 3, Level 2 (Grades 14 to 16)
 
Authority and accountability:
 
Provides a specialised/technical service in the completion of work and / or projects which have elements of complexity (composed of many parts that may be more conceptual than definite).
 
Judgement and problem solving:
 
Positions require the interpretation of information and development of suitable procedures to achieve agreed outcomes. Problem solving and decision making require analysis of data to reach decisions and / or determine progress.
Specialist knowledge and skills:
 
Experience in the application of technical concepts and practices requiring additional training are required at this level.
 
Management skills:
 
May manage a number of projects involving people and other resources requiring project control and monitoring as well as motivation and co-ordination skills.
 
Interpersonal skills:
 
Interpersonal skills in leading and motivating staff in different teams / locations may be required, as well as persuasive skills to resolve problems or provide specialised advice.
 
Qualifications and experience:
 
Positions at this level would have supplemented base level professional qualifications with additional skills training. Considerable practical experience or skills training would be required to effectively control key elements of the job.
 
Professional / Specialist Band 3, Level 3 (Grades 17 to 19)
 
Authority and accountability:
 
Provides a professional advisory role to people within or outside council. Such advice may commit the Council and have significant impact upon external parties dealing with council. The position may manage several major projects or sections within a department of the Council.
 
Judgement and problem solving:
 
Positions have a high level of independence in solving problems and using judgement. Problems can be multi-faceted requiring detailed analysis of available options to solve operational, technical or service problems.
 
Specialist knowledge and skills:
 
The skills and knowledge to resolve problems where a number of complex alternatives need to be addressed.
 
Management skills:
 
May be required to manage staff, resolve operational problems and participate in a management team to resolve key problems.
 
Interpersonal skills:
 
Interpersonal skills in leading and motivating staff may be required. Persuasive skills are used in seeking agreement and discussing issues to resolve problems with people at all levels. Communication skills are required to enable provision of key advice both within and outside council and to liaise with external bodies.
 
Qualifications and experience:
 
Tertiary qualifications combined with a high level of practical experience and an in-depth knowledge of work.
 
Professional / Specialist Band 3, Level 4 (Grades 20 to 21)
 
Authority and accountability:
 
Accountable for the effective management of major sections or projects within their area of expertise. As a specialist, advice would be provided to executive level and to council on major areas of policy or on key issues of significance to the organisation. The position's influence would have an important role in the overall performance of the function.
 
Judgement and problem solving:
 
Positions would determine the framework for problem solving or set strategic plans with minimal review by senior management. At this level, the position may represent senior management or council in the resolution of problems. The oversight of problem solving and assessment of the quality of judgements made by less qualified staff will apply at this level.
 
Specialist knowledge and skills:
 
Positions require knowledge and skills for the direction and control of a key function of council or major functions within a department. Positions require expert knowledge and skills involving elements of creativity and innovation in addressing and resolving major issues.
 
Management skills:
 
Positions may direct professional or other staff in the planning, implementation and review of major programs, as well as participating as a key member of a functional team.
 
Interpersonal skills:
 
Interpersonal skills in leading and motivating staff will be required at this level. Positions require the ability to negotiate on important matters with a high degree of independence. Positions are required to liaise with the public and external groups and organisations.
 
Qualifications and experience:
 
Specialist tertiary qualifications in an appropriate field of study combined with extensive practical experience in all relevant areas in order to plan, develop and control major elements of work.
 
EXECUTIVE BAND
 
Executive Band 4 (Grades 22 to 24)
 
Authority and accountability:
 
Accountable for the direction and control of council or a department or the like. Influence and commit council or a department or the like to long-term strategic directions. Lead policy development and implementation.
 
Judgement and problem solving:
 
Positions solve problems through analytic reasoning and integration of wide-ranging and complex information, and have a high level of independence in determining direction and approach to issues.
 
Specialist knowledge and skills:
 
The position requires the application of a range of specialist knowledge and skills, including relevant legislation and policies and other areas of precedent. Ability to provide authoritative advice to council.
 
Management skills:
 
Application of corporate management skills in a diverse organisation to establish goals and objectives. Manage and control staff, budgets and work programs or major projects of council or a department or the like utilising leadership, evaluation and monitoring skills to facilitate achievement of objectives. Ability to generate innovative approaches to more effectively deploy resources, meet changing circumstances and improve service to the Council's clients.
 
Interpersonal skills:
 
Positions use persuasive skills with external parties on major items of critical importance to council. They motivate managers and staff at all levels by leading and influencing others to achieve complex objectives. They influence the development of the Council.
 
Qualifications and experience:
 
Positions will have a relevant degree or equivalent and management experience, combined with accredited management qualifications.
 
20A.  Annual Assessment and Progression Rules
 
20.1	Employees will be assessed for progression through the salary range for their position annually.
 
20.2	At the time of each annual assessment, Council will advise the employee of the skills and/or any performance objectives required for the employee to progress to the next salary step and will review the employee’s training needs.
 
20.3	An employee’s progression from the entry level (Step 1) to Step 2, Step 3 and Step 4 will be based upon the acquisition and use of core skills and knowledge as specified in the relevant position description and skills matrix.
 
20.4	Progression through the salary system will be based on the acquisition and use of skills. Where skills based progression is not reasonably available within the salary range for the position, employees will have access to progression based on the achievement of performance objectives relating to the position and communicated to the employee in accordance with subclause 20.2 above.
 
20.5	Progression will be subject to the employee achieving a skills/performance rating of competent or above, at the time of the annual assessment.
 
20.6	For employees at Grade 14 and above progression from Step 3 to Step 4 is subject to performance. Should an employee’s performance be evaluated as marginal or inadequate the employee will not be eligible to progress to the next salary point.
 
20.7	Employees may appeal against their skills assessment and/or performance evaluation.  Such appeals must be in writing to the General Manager within 10 days of the original assessment and/or evaluation.  The General Manager may consult with applicable staff members before making a final determination. Employees may access the Dispute Resolution Procedures of clause 44 as a means of resolving concerns in relating to skills assessments and/or performance evaluations.
 
20.8	Employees will have access to information regarding the grade, salary range and progression step of the position.  The guidelines found in Schedule 3 to this Award have been established to assist the parties to the Award in relation to the operation of Council’s Salary System and the progression of employees through Council’s Salary System.
 
21.  Allowances and Reimbursements
 
21.1	Expenses
 
(a)	All reasonable expenses, including out-of-pocket, accommodation and travelling expenses, incurred in connection with an employee’s duties will be paid by Council.
 
(b)	Where practical the reimbursement be included in the next pay period.
 
(c)	The method and mode of travelling or the vehicle to be supplied or to be used will be arranged mutually between the Council and the employee.
 
(d)	Travel arrangements will be agreed between the Council and the employee.
 
21.2	Tools Allowance
 
(a)	Tradespersons and apprentices will provide their own tools.
 
(b)	Tools will be replaced by Council or the cost to replace tools made by Council where:
 
tools are worn through proper use;
 
tools are stolen and such theft has been reported to the proper local police authority by the employee; and
 
where tools are damaged and the employees supervisor has authorised their replacement.
 
(c)	Otherwise, lost tools will be replaced by employees at their own expense.
 
(d)	Tradespersons who are required to work in a second trade will be supplied with the necessary tools for the second trade.
 
21.3    Community Language and Signing Work
 
(a)	Employees using a community language skill as an adjunct to their normal duties to provide services to speakers of a language other than English or to provide signing services to those with hearing difficulties, will be paid an allowance in addition to the weekly pay.  The quantum of the allowance is set out in the Table in Schedule 2. 
 
(b)	The allowance may be paid on a regular or irregular basis, according to when the skills are used.
 
(c)	Such work involves an employee acting as a first point of contact for non-English speaking residents or residents hearing difficulty.  In this regard the employee is limited to identifying the resident’s area of concern or inquiry and then providing basic assistance, which may include face-to-face discussion and/or telephone inquiry.
 
(d)	Such employees convey straightforward information relating to Council services, to the best of their ability.  The Employees do not replace or substitute for the role of a professional interpreter or translator.
 
(e)	Such employees will record their use of a community language.
 
21.4	First Aid Work
 
(a)	Where an employee is required by Council to be a designated first aid officer, Council will pay the fees associated with the attainment of such certificate.
 
(b)	Council will provide a sufficient number of properly equipped first aid boxes and one will be provided for use in cases of accident or sudden illness at each and every workplace where two or more persons are employed.
 
(c)	Where an employee is required by Council to be in charge of a first aid kit and/or to administer first aid and the use of such adjunct skills are not paid for in accordance with the salary system then the employee will be paid an allowance as set out in the Table in Schedule 2.
 
(d)	Employees required by Council to relieve a first aid attendant will receive an allowance as set out in the Table in Schedule 2.
 
21.5	Licence fees
 
(a)	For employees employed prior to 21 December 2015, Council will pay licence fees for all employees who as a requirement of the job must drive motor vehicles or are required by the Council to obtain a specific licence to enable them to do work required by the Council, up to 30 June 2018, after which time, they will be reimbursed in accordance with sub-clause 21.5(b), below.
 
(b)	For employees employed post 21 December 2015, where Council requires them to hold a drivers’ licence other than a Class C (car) or Class R (Rider) licence, Council will reimburse the employee the difference between the cost of the licence and the cost of the Class C (car) licence.
 
22.  Use of Skills
 
22.1	The use of skills provisions of this clause will only apply when Council direct an employee to carry out such duties as are within the limits of the employee’s skill, competence and training.  This may result in an employee being required to the perform duties which may extend beyond those identified in their position description. 
 
22.2	An employee directed to relieve in a position which is at a higher level within the salary system will be paid for that relief. The rate to be paid will be determined by considering the skills / experience applied by the employee relieving in the position but will be at least the minimum rate for that position in accordance with the salary system except where the higher level skills have been taken into account within the salary of the relieving employee.
 
22.3	Except as otherwise provided in sub-clause 22.4 payment for use of skills relieving in a higher paid position will be made for the time actually spent relieving in the higher position and is not payable when the relieving employee is absent on paid leave or an award holiday.  The higher rate is however payable when the employee is directed to relieve during a period which incorporates rostered days off and/or a public holiday.
 
22.4	Where an employee receives a varying rate of pay for 6 months or more in the aggregate in the preceding 12 month period, the employee’s ordinary rate of pay will be deemed to be the average weekly rate of pay earned during the period actually worked over the 12 months immediately preceding the annual leave.
 
22.5	Where practicable, payment for relief work at a higher level must be authorised and determined in advance and the employee explicitly directed to relieve in the higher position.
 
23.  Salary Packaging and Sacrifice
 
Council and the employee may agree on salary packaging and salary sacrifice arrangements with employees. Such arrangements will be committed to writing and signed by the parties.





24.  Superannuation
 
24.1	In the absence of an employee electing a superannuation fund, employer superannuation contributions will be paid into the default fund being the Active Super Superannuation Scheme (previously known as the Local Government Superannuation Scheme).
 
24.2	Salary Sacrifice Arrangements specific to Superannuation:
 
(a)	For the purpose of this sub-clause:
 
(i)	"Eligible employee" means an employee with at least five (5) years continuous service with the employer who has an accrued entitlement to long service leave under the Award that is in excess of the long service leave entitlement that the employee would have accrued if covered by section4 of the Long Service Leave Act 1955 (NSW). For the purpose of this subclause, long service leave is deemed to accrue under the LSL Act at the rate of 0.867 weeks per year of service.
 
(ii)	"Excess LSL" means the long service leave that an employee has accrued under the Award that is in excess of the long service leave that the employee would have accrued if covered by section 4 of the Long Service Leave Act 1955 (NSW).
 
(iii)	"LSL" means Long Service Leave.
 
(iv)	"LSL Act" means Long Service Leave Act 1955 (NSW).
 
(v)	"Ordinary Time Earnings" has the same meaning as in section 6(1) of the Superannuation Guarantee (Administration) Act 1992 (Cth).
 
(vi)	‘Superannuation Fund" means the Local Government Superannuation Scheme.
 
(b)	Subject to this clause, eligible employees may, with the consent of the employer, cash out some or all of their Excess LSL.

(c)	Any Excess LSL cashed out in accordance with this clause will be paid to the employee at the employee’s ordinary rate of pay.
 
Example: A full time employee with 10 years’ continuous service with the employer accrues 13 weeks LSL under the Award, whereas they would have only accrued 8 weeks LSL if covered by s4 of the LSL Act. After 10 years’ service, the employee would have up to 5 weeks Excess LSL which may, with the consent of the employer, be cashed out.
 
(d)	Eligible employees who have Excess LSL cashed out under this clause must enter into a Salary Sacrifice Arrangement for the equivalent amount to be paid into the Superannuation Fund as Ordinary Time Earnings, unless the employee has reached their concessional contribution cap.
 
(e)	Any Salary Sacrifice Arrangement made under this clause will not be treated as an approved benefit for superannuation purposes.
 
25.  Payment of Employees
 
25.1	Employees will be paid fortnightly.
 
25.2	Council will be entitled to deduct from the employee’s pay such amounts as the employee authorises in writing.
 
25.3	An employee’s ordinary pay will not be reduced when the employee is prevented from attending work due to bushfire or other climatic circumstances beyond their control.


PART 4
 
LEAVE PROVISIONS
 
26.  Annual Leave - General Provisions
 
26.1	Unless otherwise provided, paid annual leave may be taken for a period agreed between the employee and Council, having regard to operational requirements. Council must not unreasonably refuse to agree to a request by the employee to take paid annual leave.
 
26.2	Council may direct an employee to take annual leave by giving at least four weeks’ notice where the employee has accumulated in excess of ten weeks annual leave.
 
26.3	Council may direct an employee to take annual leave during a shut-down period by giving at least four weeks’ notice prior to the proposed shut-down.  The direction to take annual leave is conditional upon the employee having at least the equivalent amount of annual leave credited to them as the shut-down period. This clause should be read in conjunction with the provisions of the Annual Holidays Act 1944 (NSW).
 
Option to cash out
 
26.4	An employee and an employer may agree to a payment in lieu of a period of annual leave to which the employee is entitled only if: 

(i)	after the payment the employee will have an accrued annual leave entitlement of not less than four weeks; and 

(ii)	the payment in lieu of a period of annual leave is not less than the employee’s ordinary pay; and 

(iii)	Where the request has been authorised, Council will deduct the equivalent amount of annual leave.

26.5	Periods of annual leave that are cashed out will not attract accruals.

26.6	Employees that are paid in lieu of annual leave will not be disadvantaged nor obtain a windfall gain in relation windfall gain in relation to superannuation contributions
 
26.7	The employee will make a written application to Council.

Annual leave at full pay, half pay or double pay:

26.8	An employee who is entitled to annual leave may, with the consent of the employer, take annual leave:

(i)	on full pay; or

(ii)	on half pay; or

(iii)	on double pay.

26.9	When an employee takes annual leave, the leave entitlement will be deducted on the following basis:

(i)	a period of leave on full pay – the number of days so taken; or

(ii)	a period of leave on half pay – half the number of days so taken; or

(iii)	a period of leave on double pay – twice the number of days so taken.



26.10	When an employee takes annual leave, the period of service for the purpose of leave accruals will be:

(i)	a period of leave on full pay – the number of days so taken; or

(ii)	a period of leave on half pay – half the number of days so taken; or

(iii)	a period of leave on double pay – the number of days so taken.

26.11	The entitlement to take annual leave at double pay is only available to an employee if, after taking the period of leave, the employee will have an accrued annual leave entitlement of not less than four (4) weeks. 

26.12	Employees that take annual leave at half pay or double pay will not be disadvantaged nor obtain a windfall gain in relation to superannuation contributions.
 
27.  Annual Leave
 
27.1	Employees engaged prior to 21 December 2015 accrue annual leave in a twelve-month period as follows,
 
(a)	 Salaried office employees accrue annual leave at the rate of six (6) weeks per annum;
 
(b)	Wages employees accrue annual leave at the rate of five (5) weeks per annum. 
 
27.2	Employees engaged on or after 21 December 2015 accrue annual leave in a twelve-month period as follows:
 
(a)	salaried office employees accrue annual leave at the rate of five (5) weeks per annum;

(b)	Wages employees accrue annual leave at the rate of five (5) weeks per annum.

28.  Annual Leave - Waste Services Employees Engaged Prior to 1 July 2022

28.1	Waste Services employees engaged prior to 1 July 2022 accrue annual leave in a twelve-month period as follows as long as they remain employed in the same position within Waste Services:
 
(a)	Five (5) weeks annual;

(b)	A further two weeks in recognition of one weeks’ worth of time worked on public holidays. The time worked for this period is to be paid at the employees’ ordinary rate of pay;
 
(c)A total period in the aggregate will not exceed seven (7) weeks in all but this seven (7) weeks if the employee so desires is to be taken at the one time;
 
(d)	As to other time worked on holidays, the employee will be entitled to be paid for such time pursuant to the provisions of sub-clause 38.3 of this Award; and

(e)	Notwithstanding this clause, Council and an employee affected by this clause may agree for the employee to receive their annual leave pursuant to clause 27 rather than this clause. 

29.  Long Service Leave
 
29.1	An employee of council will be entitled to Long Service Leave at ordinary pay as follows: -

	[bookmark: OLE_LINK4][bookmark: OLE_LINK5]Length of Service
	Entitlement

	After 5 years' service
	6.5 weeks

	After 10 years' service
	13 weeks

	After 15 years' service
	19.5 weeks

	After 20 years' service
	30.5 weeks

	For every completed period of 5 years' service thereafter
	11 weeks



29.2	Where an employee has completed more than five years’ service with Council and is terminated for any cause, long service leave will be deemed to have accrued for the employee's total length of service and an amount equivalent to such long service leave, less such leave already taken, computed in monthly periods and equivalent to 1.3 weeks for each year of service up to 15 years and 2.2 weeks for each year of service from 15 years onwards.
 
29.3	Where an employee has completed more than five (5) years’ service with the employer, the employee will be entitled to apply for long service leave accrued between each completed five (5) years of service on a pro rata basis calculated monthly. Such an application will not be unreasonably refused.
 
29.4
 
(a)	An employee who is entitled to long service leave may, with the consent of the council, take long service leave:
 
(1)	on full pay; or
 
(2)	on half pay; or
 
(3)	on double pay.
 
(b)	When an employee takes long service leave, the leave entitlement will be deducted on the following basis:
 
(1)	a period of leave on full pay - the number of days so taken; or
 
(2)	a period of leave on half pay - half the number of days so taken; or
 
(3)	a period of leave on double pay - twice the number of days so taken.
 
(c)	When an employee takes long service leave, the period of service for the purpose of leave accruals will be as follows:
 
(1)	a period of leave on full pay - the number of days so taken; or
 
(2)	a period of leave on half pay - half the number of days so taken; or
 
(3)	a period of leave on double pay - the number of days so taken.
 
(d)	Employees that take long service leave at half pay or double pay will not be disadvantaged nor obtain a windfall gain in relation to superannuation contributions.
 
29.5	Employees who were in the Council’s employ as at 1st January 1964 and who had at that date completed less than fifteen (15) years’ service:
 
(a)	For the period between 1st January 1964 and the date on which they completed or will complete a total of 15 years’ service in all, their long service leave will be calculated on the basis of 13 weeks’ long service leave for ten (10) years’ service;
 
(b)	Thereafter long service leave is to be calculated on the basis of 22 weeks for ten years’ service.
 
29.6	Long service leave will be taken at a time mutually convenient to Council and the employee in minimum periods of one week provided that all long service leave accruing on or after the first pay period commencing on or after 16 March 2010 will be taken within five years of it falling due.
 
29.7	Payment to an employee proceeding on long service leave will be made by Council at the employee’s ordinary pay for the period of long service leave either before the commencement of the employee’s long service leave, or by agreement through the usual pay periods.
 
29.8	An employee who has become entitled to a period of leave and the employee's employment is terminated by resignation, death or dismissal for any cause will be deemed to have entered upon leave at the date of termination of the employment and will be entitled to payment accordingly.
 
29.9	An employee who is entitled to long service leave, may, with the consent of the employer, cash out a particular amount of Excess Long Service Leave. Excess Long Service Leave means the long service leave that an employee has accrued under the Award that is on excess of the long service leave that the employee would have accrued if covered by section 4 of the Long Service Leave Act 1955 (NSW). For the purpose of this subclause, long service leave is deemed to accrue under the LSL Act at the rate of .0867 weeks per year of service.
 
Each cashing out of a particular amount of Excess Long Service Leave must be by separate agreement between the employer and the employee.
 
29.10	There will be deducted in the calculation of the employee's service all leave of absence without payment not specifically acknowledged and accepted by Council as service at the time leave was taken.
 
29.11	Long service leave will be exclusive of annual leave and any other holidays as prescribed by this Award, occurring during the taking of any period of long service leave.
 
29.12	When the service of an employee is terminated by death the council will pay to the employee's estate the monetary equivalent of any untaken long service leave standing to the employee's credit at the time of the employee's decease.
 
29.13	Where an employee's service is terminated through shortage of work, material or finance or through illness certified by a duly qualified medical practitioner and such employee is re-employed by Broken Hill City Council within 12 months of termination of service, prior service will be counted for the purpose of this clause.
 
29.14	In calculating the entitlement to long service leave; this Agreement must be read in conjunction with Regulation 406A of the Local Government (General) Regulation 2005 as amended.
 
29.15	In special circumstances Council may dispense with the requirements of subclause 29.6 and allow periods of less than one (1) week.
 
30.  Sick Leave
 
30.1	An employee is entitled to three (3) weeks’ paid sick leave for each year of service, ay the ordinary rate of pay. Sick leave is cumulative in that it will accumulate from year to year and may be taken in any subsequent year.
 
30.2	Employees who are absent from work due to a personal illness/injury will have access to sick leave with pay subject to the following:
 
(i)	An employee will notify their immediate supervisor by way of telephone call, within one (1) hour, where possible, of the employee’s usual start time, of the employee’s inability to attend on account of personal illness/injury. The employee will provide the supervisor with the estimated duration of the absence.
 
(ii)	An employee will be required to provide a medical certificate or statutory declaration of the illness/injury where the period of absence is for more than two (2) consecutive working days and/or where Council identifies that there is a pattern of absence and/or where Council has reason to believe that the employee’s absence is not consistent with the appropriate use of personal leave.

(iii)	In each year of service, proof of illness or injury to justify payment will not be required for the first five (5) separate periods of absence, provided such periods are not more than two (2) working days unless:

(a)	It is reasonable for the employer to require the employee to provide proof of illness or injury having regard to the employee’s pattern of sick leave and/or amount of sick leave taken by the employee, and

(b)	The employer has provided the employee with prior written notice of the requirement to provide proof of illness or injury.

(iv)	Following five (5) separate periods of absence, proof of illness to justify payment will be required.  Proof of illness will require the provision of a medical certificate. In the circumstances where it is unpracticable to obtain a medical certificate, a statutory declaration will be required.

30.3	Employees who are absent from work due to personal illness/injury and who submit a medical certificate to that effect, will be entitled to all benefits of this Award until their accumulated sick leave is exhausted. For a period of three months after that they will be entitled to payment of any public holidays which fall due but after the elapse of such period of three months they will cease to be entitled to any benefits under this Award until they return to work.
 
30.4	All employees who have accrued untaken sick leave at the time of retirement or termination of employment will be paid for such accrued leave, such payment to be calculated at the wage rate applicable at the date of retirement or on termination of employment in accordance with the following:
 
(a)	One half (1/2) of sick leave accrued between 1 January 1960 and 19 March 1973;
 
(b)	Three quarters (3/4) of sick leave accrued between 20 March 1973 and 31 March 1980;
 
(c)	The whole of sick leave accrued between 1 April 1980 and 31 January 1985; and
 
(d)	The whole of two (2) of the three (3) weeks per annum of the sick leave accrued from 1 February 1985 up until 31 March 1994.

The benefits accruing from this subsection will be applied to persons employed on a full-time basis by Council as at 31 March 1994 but not to persons employed subsequent to that date.
 
30.5
 
(a)	Any employee who becomes sick or is injured whilst on annual leave and produces within a reasonable time, no later than the conclusion of the annual leave, a doctor’s certificate which satisfactorily indicates to Council that the employee was unable to derive benefit from their annual leave, may be granted, at a time convenient to Council, additional leave equivalent to the period of sickness or injury.
 
(b)	The re-crediting of annual leave will only apply in cases where the period which Council is satisfied that the employee was unable to derive benefit from the annual leave was at least seven (7) consecutive days.
31.  Carer’s Leave
 
31.1	Use of Sick Leave: an employee, other than a casual employee, with responsibilities in relation to a class of person set out in sub-clause 31.6 below who needs the employee's care and support will be entitled to use, in accordance with this subclause, any current or accrued sick leave entitlement, provided for at clause 30 of this Award, for absences to provide care and support for such persons when they are ill, or who require care due to an unexpected emergency. Such leave may be taken for part of a single day.

31.2	Carer’s leave is not intended to be used for long term, ongoing care. In such cases, the employee is obligated to investigate appropriate care arrangements where these are reasonably available.
 
31.3	Where more than ten days sick leave in any year is to be used for caring purposes the council and employee will discuss appropriate arrangements which, as far as practicable, take account of Council’s and the employee’s requirements.
 
31.4	Where the parties are unable to reach agreement the grievance and disputes procedures at clause 45 of this Award should be followed.
 
31.5	The employee will, if required,
 
(a)	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 and support by another person; or
 
(b)	establish by production of documentation acceptable to the council or a statutory declaration, the nature of the emergency and that such emergency resulted in the person concerned requiring care by the employee.
 
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.
 
31.6	The entitlement to use sick leave in accordance with this subclause is subject to:
 
(a)	the employee being responsible for the care 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, a step child, foster child or an ex nuptial child), parent (including a foster parent, step parent and legal guardian), parents of spouse, grandparent, grandchild or sibling (including half, foster and step 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:
 
(a)	'relative' means a person related by blood, marriage or affinity;
 
(b)	'affinity' means a relationship that one spouse because of marriage has to blood relatives of the other; and
 
(c)	'household' means a family group living in the same domestic dwelling.
 
31.7	An employee may elect, with the consent of Council, to take unpaid leave for the purpose of providing care and support to a class of person set out in sub-clause 31.6(b) above who is ill or who requires care due to an unexpected emergency.
 
31.8	An employee will, wherever practicable, give Council 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 absence, the employee will notify the employee’s supervisor by telephone of such absence at the first opportunity on the day of absence.
 
31.9	Carer’s Entitlement for Casual Employees
 
(a)	Subject to the evidentiary and notice requirements in sub-clauses 31.5 and 31.8 casual employees are entitled to not be available to attend work, or to leave work if they need to care for a person prescribed in sub-clause 31.6(b) of this clause who are sick and require care and support, or who require care due to an unexpected emergency, or the birth of a child.
 
(b)	Council and the employee will agree on the period for which the employee will be entitled to not be available to attend work. The casual employee is not entitled to any payment for the period of non-attendance.
 
(c)	Council must not fail to re-engage a casual employee because the employee accessed the entitlements provided for in this clause. The rights of Council to engage or not to engage a casual employee are otherwise not affected.
 
31.10	Time off in Lieu of Payment for Overtime: An employee may, with the consent of Council, elect to take time in lieu of payment of overtime accumulated in accordance with the provisions of clause14 of this Award for the purpose of providing care and support for a person in accordance with subclause 31.6 above.
 
31.11	Make-up time: An employee may elect, with the consent of Council, to work 'make-up time', under which the employee takes time off during ordinary hours, and works those hours at a later time, within the spread of ordinary hours provided in this Award, at the ordinary rate of pay for the purpose of providing care and support for a person in accordance with subclause 31.6 above.
 
31.12	Annual Leave and Leave Without Pay: An employee may elect with the consent of Council to take annual leave or leave without pay for the purpose of providing care and support for a person in accordance with subclause 31.6 above. Such leave will be taken in accordance with clauses 27, 28 and 29, Annual Leave and clause 35 Leave Without Pay of this Award.
 
32.  Bereavement Leave
 
32.1	Where an employee is absent from duty because of the death of a person in accordance with paragraphs (a)-(e) below and provides satisfactory evidence to Council of such, the employee will be granted two days leave with pay upon application. Persons in respect of whom bereavement leave may be claimed  include:
 
(a)	a spouse of the employee; or
 
(b)	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
 
(c)	a child or an adult child (including an adopted child, a step child, foster child or an ex nuptial child), parent (including a foster parent, step parent and legal guardian), parents of spouse, grandparent, grandchild or sibling (including half, foster and step sibling) of the employee or spouse or de facto spouse of the employee; or
 
(d)	a same sex partner who lives with the employee as the de facto partner of that employee on a bona fide domestic basis; or
 
(e)	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.
 
32.2	Bereavement Entitlements for Casual Employees
 
(a)	Casual employees who are rostered to work will provide satisfactory evidence to Council that they are unavailable to attend work as a result of the death in Australia of a person prescribed in subclause 32.1 paragraphs (a)-(e) above.
 
(b)	Council and the employee will agree on the period for which the employee will be entitled to not be available to attend work.  The casual employee is not entitled to any payment for the period of non-attendance.
 
(c)	Council must not fail to re-engage a casual employee because the employee accessed the entitlements provided for in this clause. The rights of Council to engage or not engage a casual employee are otherwise not affected.
 
32.3	Representation at Funeral
 
(a)	Council will permit two employees selected by the Union of which the deceased was a member to attend an employee’s funeral and the two employees will be entitled to receive payment for reasonable time lost in attending the funeral.
 
32.4	Employees on a period of annual leave, who would have otherwise qualified for bereavement leave prescribed by this Award, will be paid bereavement leave in accordance with Clause 32of this Award and have up to a maximum of two days annual leave re-credited to their accruals.
 
32.5	In the event that an employee finds it necessary to travel a distance exceeding 200 kilometres from Broken Hill to attend the funeral of person prescribed in subclause 32.1 paragraphs (a)-(e) above, then the two days paid leave provided by sub-clause 32.1 will be increased to three days.
 
32.6	Upon receipt of an application by an employee to attend the funeral of a person who is not a person prescribed in sub-clause 32.1 paragraphs (a)-(e) above, Council will grant two (2) hours leave without pay to the employee to attend the funeral, provided that the leave granted will commence and terminate at the site of the job upon which the employee is employed.
 
33.  Parental Leave
 
33.1	General
 
Relationship with federal legislation - Clauses 33.1, 33.2, 33.3, and 33.5 of this award will apply in addition to:
 
(a)	Chapter 2, Part 2-2, Division 5 - ‘Parental leave and related entitlements’ of the National Employment Standard (NES) under the Fair Work Act 2009 (Cth); and
 
(b)	the Paid Parental Leave Act 2010 (Cth).

	Note: Division 5 of the Fair Work Act 2009 (Cth) relates to:

unpaid parental leave, including unpaid adoption leave

unpaid special maternity leave

transfer to a safe job and no safe job leave



Requests for Flexible Working Arrangements
 
Chapter 2, Part 2-2, Division 4, Requests for Flexible Working Arrangements of the Fair Work Act 2009, will apply.
33.2	Paid Parental Leave
 
(a)	Definitions - in this clause:
 
(i)	PPL instalments will mean instalments paid during the paid parental leave period under the Paid Parental Leave Act 2010 (Cth).

(ii)	Dad and Partner Pay will mean instalments paid under Chapter 3A of the Paid Parental Leave Act 2010 (Cth).
 
(iii)	parental leave make-up pay will mean the employee’s ordinary pay, inclusive of PPL instalments. Where an employee works a varying number of ordinary hours for 6 months or more in the aggregate in the 12 month period immediately preceding leave associated with the birth of a child, the employee’s ordinary hours will be deemed to be the average weekly number of ordinary hours worked during the 12 month period.
 
(b)	Eligibility
 
This clause will apply to an employee who is receiving PPL instalments as a primary or secondary claimant under the Paid Parental Leave Act 2010 (Cth), and who has had 12 months continuous service with the Council immediately prior to the commencement of paid parental leave.
 
(c)	Entitlement to parental leave make-up pay
 
(i)	An employee will be entitled to parental leave make-up pay for the period that they are receiving PPL instalments, up to a maximum of 18 weeks.
 
(ii)	Parental leave make-up pay will be counted as service for the purposes of long service, annual and sick leave accruals and superannuation. Superannuation is calculated on the employee’s ordinary rate of pay.
 
(iii)	Re-qualification period - An employee will not be entitled to a further period of parental leave make up pay unless the employee has returned to work for the council for at least 3 months since their previous period of parental leave.
 
(d)	Employee’s right to choose
 
(i)	An employee who satisfies the eligibility criteria for paid maternity leave or paid special maternity leave under clause 33 of this Award may elect to receive paid maternity leave and /or paid special maternity leave in accordance with the provisions of this Award in lieu of the entitlement to parental leave make-up pay under this award, provided the re-qualification period in subclause (iii) above will apply.
 
(ii)	This subclause will not apply where another employee of council receives parental leave make-up pay in connection with the pregnancy or birth of the child.

33.3	Dad and Partner Pay Make-Up Pay

(a)	An employee will be entitled to Dad and Partner Pay make-up pay for the period that they are receiving Dad and Partner Pay instalments, up to a maximum of 2 weeks. 

(b)	Dad and Partner Pay make-up pay will be counted as service for the purposes of long service, annual and sick leave accruals and superannuation. Superannuation is calculated on the employee’s ordinary rate of pay.

(c)	Re-qualification period - An employee will not be entitled to a further period of parental leave make up pay unless the employee has returned to work for the council for at least 9 months since their previous period of Dad and Partner Pay make-up pay.
33.4	Adoption Leave
 
(a)	Eligibility
 
This clause applies to an employee who is entitled to adoption-related leave under the Fair Work Act 2009 (Cth).
 
(b)	Pre-adoption Leave
 
(i)	An employee, other than a casual, who is entitled to unpaid pre-adoption leave under the Fair Work Act 2009 (Cth) is entitled to up to 2 days paid pre-adoption leave at ordinary pay for the period of such leave.
 
(ii)	An employee who is entitled to a period of paid pre adoption leave is entitled to take the leave as:
 
(1)	single continuous period of up to 2 days; or
 
(2)	any separate periods to which the employee and council agree.
 
(c)	Adoption Leave
 
(i)	An employee, other than a casual, who has or will have primary responsibility for the care of an adopted child is entitled to up to 4 weeks paid adoption leave at ordinary pay from the date the child is placed with the employee for adoption.
 
(ii)	Paid adoption leave must not extend beyond 4 weeks of the date of placement of the child.
 
(iii)	This subclause will not apply where an employee of council receives parental leave make-up pay in connection with the adoption of the child.
 
33.5	Casual Re-engagement
 
(a)	Council must not fail to re-engage a regular casual employee as defined in section 53(2) of the Industrial Relations Act 1996 (NSW) because:
 
(i)	the employee or employee's spouse is pregnant; or
 
(ii)	the employee is or has been immediately absent on parental leave.
 
(b)	The rights of Council in relation to engagement and re-engagement of casual employees are not affected, other than in accordance with this sub-clause.
 
34.  Paid Maternity Leave
 
34.1	This clause applies to all full time and part time female employees who have had 12 months continuous service with council immediately prior to the commencement of maternity leave or special maternity leave and to female casual employees who have worked on a regular and systematic basis with council for at least 12 months prior to the commencement of maternity leave or special maternity leave.
 
34.2	Paid maternity leave will mean leave taken by a female employee in connection with the pregnancy or the birth of a child of the employee. Paid maternity leave consists of an unbroken period of leave.
 
34.3	Paid special maternity leave will mean leave taken by an employee where the pregnancy of the employee terminates before the expected date of birth (other than by the birth of a living child), or where she suffers illness related to her pregnancy, and she is not then on paid maternity leave; provided that a medical practitioner certifies such leave to be necessary before her return to work.
 
34.4	An employee will be entitled to a total of 9 weeks paid maternity leave or special maternity leave on full pay; or 18 weeks maternity leave or special maternity leave on half pay; or maternity leave or special maternity leave on a combination of full pay or half pay provided the leave does not exceed the equivalent of 9 weeks on full pay.
 
34.5	The employee may choose to commence paid maternity leave before the expected date of the birth.
 
34.6	Annual leave, long service leave, unpaid maternity leave and any accumulated time in lieu may be taken in conjunction with paid maternity leave and special maternity leave, subject to council approval, provided that the total period of leave does not exceed 104 weeks.
 
34.7	Employees may take periods of annual leave and long service leave during unpaid maternity leave at half pay, provided the total period of all leave does not exceed 104 weeks.
 
34.8	The period of paid maternity leave and special maternity leave is taken into account in calculating the employee's long service, annual and sick leave accruals.
 
34.9	Where an employee has completed ten years continuous service, the period of unpaid maternity or adoption leave will count as service for long service leave purposes, provided that the unpaid maternity or adoption leave does not exceed six months.  For employees with less than ten years continuous service periods of unpaid maternity or adoption leave do not count as service for long service leave purposes.
 
34.10	Paid maternity leave may not be extended beyond the first anniversary of the child's birth.
 
34.11	Payment for maternity leave and special maternity leave is at the ordinary rate applicable prior to the commencement of the leave period.  Employees working as permanent part time employees will be paid at their ordinary part time rate of pay calculated on the regular number of hours worked.  A casual employee's rate of pay will be calculated by averaging the employee's weekly wage in the 12 months immediately prior to the employee commencing paid maternity leave or special maternity leave.
 
34.12	Paid maternity leave and paid special maternity leave will be exclusive of public holidays. Where a public holiday falls during a period where the employee has taken either paid maternity leave or annual or  long service leave on half pay, the public holiday will also be paid at half pay. Further, all entitlements will accrue during periods of leave at half pay on a proportionate basis.
 
34.13	Notice of intention to take paid maternity leave the employee must:
 
provide council with certification of the expected date of confinement at least 10 weeks before the child is due.  This is known as the first notice.
 
advise council in writing of her intention to take paid maternity leave and the proposed start date at least 4 weeks prior to that date.  This is known as the second notice.
 
provide a signed statutory declaration that the employee will be the primary care giver to the child and that the paid maternity leave will not be taken in conjunction with any partner accessing paid parental leave entitlements.
 
34.14	The employee will not engage in any other form of paid work during the period of paid maternity leave without the approval of the general manager.
 
34.15	Subject to an application by the council and further order of the Industrial Relations Commission of New South Wales, a council may pay a lesser amount (or no amount) of maternity leave or special maternity leave than that contained in this clause where council can demonstrate economic hardship.
 
34.16	Unpaid adoption leave
 
(a)	An employee who qualifies for paid adoption leave pursuant to the provisions of sub-clause 33.4(c) is entitled to unpaid adoption leave as follows:
(i)	where the child is under the age of 12 months - a period of not more than 12 months from the date of taking custody;
 
(ii)	where the child is over the age of 12 months - a period of up to 12 months, such period however is to be agreed upon by the employee and the Council.
 
35.  Leave Without Pay
 
If an employee has exhausted all available relevant leave entitlements then approved leave without pay will be taken at a time convenient to Council and the employee and will not be counted as service for holidays, long service leave, sick leave and annual leave. However, leave without pay will not break continuity of service.
 
36.  Family and Domestic Violence Leave
 
The employer may grant special leave, either with or without pay, to an employee for a period as determined by the employer to cover specific matters approved by the General Manager in relation to leave for victims of family and domestic violence.
 
Any period of leave without pay will not be regarded as service for the purpose of computing entitlements under this award. Such periods of leave without pay will not however constitute as break in the employee’s continuity of service.
 
37.  Flexibility for Work and Family Responsibilities
 
37.1	An employee, other than a casual employee, may request flexible work and leave arrangements to enable the individual employee to attend to work and family responsibilities.
 
37.2	An employee’s request must be in writing and be forwarded to Council and the Union.  In addition the request must outline a period within which the arrangement is to be reviewed by Council and the Union.
 
37.3	Council and the Union will not unreasonably withhold agreement to flexible work and leave arrangements, provided Council’s operational needs are met.
 
37.4	Flexible work and leave arrangements include but are not limited to:
 
(a)	make up time;
 
(b)	flexi time;
 
(c)	time in lieu;
 
(d)	leave without pay;
 
(e)	annual leave;
 
(f)	part-time work;
 
(g)	job share arrangements, and
 
(h)	variations to ordinary hours and rosters.
 
(i)	purchased additional annual leave arrangements
 
37.5	The terms of a flexible work and leave arrangement will be in writing and may be varied from time to time, by agreement, to suit the specific needs of either party.
 
37.6	Any such agreement will not apply to new or vacant positions.

 
38.  Public Holidays
 
38.1	Employees will have holidays without loss of pay on New Years’ Day; Australia Day; Good Friday; Easter Saturday; Easter Sunday; Easter Monday; Anzac Day; Queen’s Birthday; Labour Day; Christmas Day; Boxing Day; Picnic Day (which will be held on Melbourne Cup day each year) and any other gazetted holiday.
 
38.2	In addition to the days provided for in sub-clause 38.1 above employees who are Aboriginal and Torres Straight Islanders will be entitled to one day during NAIDOC week so that they can participate in National Aboriginal and Islander Day celebrations. Eligible employees shall provide the employer with at least seven (7) days’ notice of their intention to take the holiday in accordance with this subclause, provided that if less than seven (7) days’ notice is given such leave shall not be unreasonably refused.
 
38.3	Payment for work that is rostered in advance on a public holiday will be paid at triple time, inclusive of the days pay.
 
38.4	If a holiday falls on an employee’s rostered day off under a seven day rotating roster, the employee will be paid an additional ordinary day’s pay, or Council may grant a day’s leave, without loss of pay, at a mutually convenient time.
 
38.5	Any employee who is called in to work on a public holiday or on Easter Saturday will be paid a minimum of four (4) hours at the rate of double time and a half, exclusive of payment for the public holiday.
 
38.6	An employee attending a Technical College as an approved student on a public holiday, picnic day or NAIDOC day will receive a day in lieu.
 
38.7	Where a holiday identified in subclause 37.1 falls on a Saturday or Sunday and the State Government does not gazette another day, the holiday will be observed on the day it falls. 
 
39.  Trade Union Training Leave
 
Council will agree to release employees to attend an accredited trade union training course with pay and such agreement will not be unreasonably withheld, provided that Council will not be required to pay in excess of 10 days leave per annum.
 
40.  Trade Union Conference Leave
 
An employee of Council who is an accredited delegate to the Union’s annual conference will be entitled to paid leave of absence for the duration of the conference and related travel, provided that should there be more than one accredited delegate per union, such leave with pay is at the discretion of Council.
 
41.  Jury Service Leave
 
41.1	An employee required to attend for jury service during the employee's ordinary working hours will be reimbursed by the Council an amount equal to the difference between the amount in respect of the employee's attendance for such jury service and the amount of wage the employee would have received in respect of the ordinary time the employee would have worked had the employee not been on jury service.
 
41.2	An employee will notify the Council as soon as possible of the date upon which the employee is required to attend for jury service. Further the employee will give council proof of attendance, the duration of such attendance and the amount received in respect of such jury service.
 
42.  Army Reserve Training
 
Where an employee as a consequence of a written application approved by the Council loses time as a result of attending the annual camp of the Army Reserve the employer will make up the difference between the payment receivable from the Department of Defence and their wages.
PART 5
 
CONSULTATIVE COMMITTEE
 
43.  Consultative Committee Aim
 
43.1	The parties to the award are committed to consultative and participative processes. There will be a consultative committee at Council which will:
 
(a)	provide a forum for consultation between Council and its employees;
 
(b)	positively co-operate in workplace reform to enhance the efficiency and productivity of Council and to provide employees with access to career opportunities and more fulfilling, varied and better paid work.
 
SIZE AND COMPOSITION
 
43.2	The size and composition of the consultative committee will be representative of Council’s workforce and agreed to by Council and the local representatives from the unions.
 
43.3	The consultative committee will include but not be limited to employee representatives of each of the unions that are parties to the Consent Award and who have members employed at Council.
 
43.4	Officers of the union(s) or Association(s) may attend and provide input to meetings of the consultative committee, at the invitation of the consultative committee or their respective members.
 
SCOPE OF CONSULTATIVE COMMITTEES
 
43.5	The functions of the consultative committee will include:
 
(a)	award implementation
 
(b)	training
 
(c)	consultation with regard to organisation restructure
 
(d)	job redesign
 
(e)	salary systems
 
(f)	communication and education mechanisms
 
(g)	performance management systems
 
(h)	changes to variable working hours arrangements for new or vacant positions
 
(i)	local government reform.
 
43.6	The consultative committee will not consider matters which are being or should be processed in accordance with clause 36 of the Award, Dispute Resolution Procedure.
 
MEETINGS AND SUPPORT SERVICES
 
43.7	The consultative committee will make recommendations based upon consensus. Where there is no consensus on a particular item, the recommendation to council should note the dissenting views.
 
43.8	The consultative committee will meet as required.


PART 6
 
DISCIPLINARY PROCEDURES
 
44.  Disciplinary Procedures

A.  EMPLOYEE'S RIGHTS

Notwithstanding the procedures contained below, an employee shall:

(i)	Have access to their personal files and may take notes and/or obtain copies of the contents of the file.

(ii)	Be entitled to sight, note and/or respond to any information placed on their personal file which may be regarded as adverse.

(iii)	Be entitled to make application to delete or amend any disciplinary or other record mentioned on their personal file which the employee believes is incorrect, out-of-date, incomplete or misleading.

(iv)	Be entitled to request the presence of a union representative and/or the involvement of their union at any stage.

(v)	Be entitled to make application for accrued leave for whole or part of any suspension during the investigation process.

B.  EMPLOYER'S RIGHTS AND OBLIGATIONS

Notwithstanding the procedures contained below, the employer shall:

(i)	Be entitled to suspend an employee with or without pay during the investigation process provided that:

(a)	the suspension shall not be for longer than is reasonably necessary to conduct a proper investigation.

(b)	the suspension shall be limited to circumstances where suspected unsatisfactory work performance or conduct, if substantiated, would constitute a serious breach of the employer’s code of conduct, policies, procedures, or the employee’s contract of employment.

(c)	suspension without pay during an investigation shall be for a period of not more than two weeks, except where the progress of the investigation is delayed due to the unavailability of the employee and/or their representative in which case the period of suspension without pay may be extended for a further period of up to 7 days or such greater period by agreement.

(d)	If, after investigation, the reasons for the suspension are found to be inappropriate, the employee shall not suffer any loss of pay for the period under suspension.

(e)	The suspension shall not affect the employee's continuity of service for the purposes of accruing leave entitlements.
(f)	The employer shall not unreasonably refuse an application for paid leave under this provision.

(g)	By agreement an employee may be transferred to another position or place of work.

(ii)	Be entitled to request the presence of an Association and/or union representative at any stage.

C. WORKPLACE INVESTIGATIONS

(i)	The parties to the Award have agreed on guidelines (“guidelines”) concerning workplace investigations.

(ii)	Failure to comply with the guidelines may be used as evidence that a person or employer has failed to properly conduct or speedily conclude a workplace investigation. However, a person or employer cannot be prosecuted only because of a failure to comply with the guidelines.

(iii)	Upon becoming aware of possible unsatisfactory work performance or conduct by an employee the employer may decide to investigate.

(iv)	Workplace investigations are a process by which employers gather information to assist the employer to make an informed decision.  Workplace investigations typically involve enquiring, collecting information and ascertaining facts. 

(v)	When deciding whether to investigate possible unsatisfactory work performance or conduct, factors that the employer should consider include:

The seriousness of the possible unsatisfactory work performance or conduct;

How recent the possible unsatisfactory work performance or conduct occurred;

Potential implications in not undertaking an investigation; 

Whether there have been concerns, threats or allegations made against the employee previously by any complainant; 

Whether the complaint itself has been copied to others, thereby indicating that any allegation about work performance or conduct may be vexatious, punitive or harassment; and

Whether there are any mitigating factors (for example drug/alcohol dependency, health issues including mental health issues, or family/domestic violence issues).

(vi)	Employers shall properly conduct and speedily conclude workplace investigations concerning possible unsatisfactory work performance or conduct.

D. DISCIPLINARY PROCEDURES

(i)	Where an employee's work performance or conduct is considered unsatisfactory, the employee and the employer will refer to and follow Councils Performance and Misconduct Policy, Discipline Procedure and associated documents. 

E. PENALTIES

(i)	After complying with the requirements above, the employer will refer to and follow Councils Performance and Misconduct Policy, Discipline Procedure and associated documents when determining if appropriate penalties may/may not be warranted.
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DISPUTE RESOLUTION
 
45.  Dispute Resolution Procedure
 
45.1	At any stage of the procedure, the employee(s) may be represented by their union or its local representative/delegate and the Council represented by the Association.
 
45.2	The union delegate will have reasonable time, without loss of pay, to discuss a grievance or dispute with management at the local level where prior approval is sought. Such approval will not be unreasonably withheld.
 
45.3	A grievance or dispute will be dealt with as follows:
 
(a)	The employee(s) will notify the supervisor, or other authorised officers of any grievance or dispute and the remedy sought, in writing.
 
(b)	A meeting will be held between the employee(s) and the supervisor to discuss the grievance or dispute and the remedy sought within two working days of notification.
 
(c)	If the matter remains unresolved, the employee(s) may request the matter be referred to the head of the department or other authorised officer for discussion. A further meeting between all parties will be held as soon as practicable.
 
(d)	If the matter remains unresolved the general manager will provide the employee(s) with a written response. The response will include the reasons for not implementing any proposed remedy.
 
(e)	Where the matter remains unresolved, it may be referred to the employee's union or representative and by the general manger or other authorised officer to the Association for further discussion between the parties.
 
(f)	If a dispute arises steps will be taken immediately to arrange a conference between Council and the Union or Unions concerned.  No further action on the matter will be taken until the conference has been held and at least two ordinary working days have elapsed subsequent to the holding of such a conference.
 
45.4	The Industrial Registrar may be advised of the existence of a dispute at any stage of this procedure.
 
45.5	During this procedure and while the matter is in the course of negotiation, conciliation and/or arbitration, the work practices existing prior to the dispute will as far as practicable proceed as normal.
 
PART 8

WORKPLACE CHANGE
 
46.  Workplace Change

46.1	Definitions
 
(a)	In this clause: “Significant effects” include: 

· termination of employment; or 
· major changes in the composition, operation or size of the employer's workforce or in the skills required; or 
· the loss of or reduction in, job or promotion opportunities or job tenure; or 
· the alteration of hours of work; or 
· the need for employees to be retrained or transferred to other work or locations; or 
· job restructuring. Provided that where the Award makes provision for the alteration of any of the matters referred to above such an alteration shall be deemed not to have significant effect.
 
46.2	Pre-Proposal Stage 

(a)	An employer may consult with relevant employees and/or unions, where appropriate, when developing options for proposed workplace change. 

(b)	Consultation under subclause (ii)(a) does not need to occur in writing. 

46.3	Proposal Stage 

(a)	Employer’s duty to notify a proposed workplace change that is likely to have significant effects – Subject to the exceptions identified at subclause (v) of this clause, where the employer proposes a workplace change that is likely to have significant effects, the employer shall provide notice in writing and transmitted electronically (where available), to the employees who may be affected by the proposed change and the unions to which they belong at least twenty-eight (28) days prior to making a definite decision. 

(b)	Notice of proposed workplace change under subclause (iii)(a) shall include: 

(1)	the nature of the proposed change; 

(2)	the reasons for the proposed change; 

(3)	the positions likely to be affected; and 

(4)	such other information as is reasonable in the circumstances. 

(c)	Employer’s duty to discuss proposed workplace change – The employer shall discuss with the employees likely to be affected and the unions to which they belong, what effects the proposed change is likely to have on the employees and any alternative proposals. The employer shall give prompt consideration to matters raised by the employees and their unions in relation to the proposed change. These discussions shall commence as early as practicable. 

(d)	The employer shall provide all relevant information to the employees and the union to which they belong. 

(e)	The employer may reconsider the original proposed workplace change. 

(f)	Competitive tendering – Where employees who are adversely affected by the proposed changes request the employer’s assistance to submit an in-house bid and the employer refuses that request, the employer shall provide the reasons in writing. 

46.4	Decision and Implementation Stage 

(a)	Employer’s duty to notify a definite decision that has significant effects – Subject to the exceptions identified at subclause (v) of this clause, where the employer has made a definite decision to introduce major workplace change that has significant effects on employees, the employer shall provide notice in writing and transmitted electronically (where available), to the employees who will be affected by the change and the unions to which they belong at least seven (7) days before a definite decision is implemented. 

(b)	The purpose of the Decision and Implementation Stage is for the employer to discuss with affected employees and the unions to which they belong, measures to minimise or mitigate the adverse effects of the definite decision. At this Stage the employer is not bound to give any further consideration to matters raised by the employees and their unions in relation to the proposed workplace change. 

(c)	Notice of a definite decision under subclause (iv)(a) shall include (where applicable):
 
(1)	the nature of the definite change; 

(2)	the reasons for the definite change; 

(3)	the positions to be affected; 

(4)	in the case of termination of employment: 

· The number and category of employees whose employment is to be terminated; and 

· The period over which the terminations are likely to be carried out;

(5)	such other information as is reasonable in the circumstances. 

(d)	Employer’s duty to discuss – The employer shall discuss with the employees affected and the unions to which they belong, measures to avert or mitigate any adverse effects of the change on employees and shall give prompt consideration to matters raised by employees and their unions. 

(e)	The discussions shall take place as soon as practicable after the employer has made a definite decision and shall cover measures to avoid or minimise any adverse effects on the employees. Measures to mitigate adverse effects on employees may include, consideration of re-training opportunities; redeployment (including redeployment into positions occupied by casual and labour hire staff); recruitment advice; the payment of relocation allowances; provision of additional notice; access to an employee assistance program; financial advice and such other assistance as may be reasonably available. 

(f)	Implementation – Subject to subclause (v) of this clause, the employer shall not implement a definite decision to introduce major workplace change that has significant effects on employees until the obligations under subclauses (iv)(a) and (iv)(d) of this clause have been met. 

46.5	Exceptional circumstances

(a)	Notwithstanding the provisions of subclauses (iii) and (iv) of this clause, workplace change may be implemented in accordance with the timelines in column B that relate to the circumstances set out in column A in the table below: 

	A
	B

	If affected employees consent to workplace change
	Immediately

	If all unions with coverage of the affected employees consent to the workplace change
	Immediately

	Exceptional Circumstances
	14 days after the provision of Written Notice 



(b)	For the purpose of this subclause Exceptional Circumstances refers to workplace change that is the result of something that is unexpected and beyond the employer’s control that results in a significant loss of funding for positions or no useful work for employees in the foreseeable future. 

(c)	For the purpose of this subclause Written Notice means notification that is in writing and transmitted electronically (where available) to the employees affected by the change and the unions to which they belong. The Written Notice shall include (where applicable): 

(1)	the nature of the definite change; 

(2)	the reasons for the definite change; 

(3)	the positions to be affected; 

(4)	in the case of termination of employment: 

· The number and category of employees whose employment is to be terminated; and 
· The period over which the terminations are likely to be carried out; 

(5)	such other information as is reasonable in the circumstances.”
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TERMINATION OF EMPLOYMENT AND REDUNDANCY
 
47.  Termination of Employment
 
47.1	Council and/or the employee will give a period of notice of intention to terminate employment in accordance with the following scale or by payment in lieu thereof: 

	[bookmark: OLE_LINK6][bookmark: OLE_LINK7]Length of service
	Period of notice

	Less than 2 years
	2 weeks

	2 years and less than 3 years
	3 weeks

	3 years and less than 5 years
	4 weeks

	5 years and beyond
	5 weeks



47.2	The period of notice in the table in sub-clause 47.1 must be increased by one (1) week if the employee is over forty five (45) years old and has completed at least two (2) years of continuous service with Council. The employee is not required to provide an additional weeks notice.
 
47.3	In cases of serious misconduct, Council may summarily dismiss an employee following a proper investigation and provided the employee is afforded procedural fairness.  Where an employee is summarily dismissed clauses 47.1 and 47.2 will not apply.
 
47.4	Nothing in clause 47.1 prevents the Council and employee from agreeing to a lesser period of notice.
 
47.5	Except where otherwise provided, the above requirements do not apply when clauses 49 or 50 (Redundancy) apply.
 
48.  Redundancy - General Application, Process and Consultation
 
48.1	It is agreed that the inclusion of this clause in the Award does nothing whatsoever to vary or influence the understanding that the strongest endeavours of the Council and the relevant union(s) and the employees affected will be directed to ensuring that all employees are placed in alternative permanent employment and that the implementation of this clause will not in any manner be used to influence or encourage any employee to terminate employment before every practical effort has been made by all parties to have an employee who may otherwise be deemed redundant placed in an alternative job.
 
48.2	Notwithstanding anything contained elsewhere in this clause, this clause will not apply where employment is terminated as a consequent of conduct that justifies instant dismissal, including malingering, inefficiency or neglect of duty, or in the case of casual employees or employees engaged for a specific period of time, or for a specific task or tasks, or where employment is terminated due to the ordinary and customary turnover of labour.
 
48.3	Notwithstanding anything contained elsewhere in this clause, this clause will not apply to employees with less than one years’ continuous service and the general obligation on Council will be not 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.
 
48.4	Where Council has made a definite decision to introduce changes in production, program, organisation structure or technology that are likely to have significant effects on employees, Council will notify the employees who may be affected by the proposed changes and the union to which they belong.
 
48.5	Council’s duty to discuss change:
 
(i)	Council will discuss with the employees affected and the union to which they belong, inter alia, the introduction of the changes, 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 will give prompt consideration to matters raised by the employees and/or the union(s) in relation to the changes.
 
(ii)	The discussion will commence as early as practicable after a decision has been made by the employer to make the changes.
 
(iii)	For the purpose of such discussions, Council will 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 Council will not be required to disclose confidential information, the disclosure of which would adversely affect Council.
 
48.6	A "redundant employee" means a person who is employed on a permanent basis by Council whose services will become redundant on account of the introduction or proposed introduction by the Council of mechanisation or technological changes or the reorganisation of the Council’s structure, systems or methods of operation and when the Council concludes that in co-operation with the Unions and the employee that it has been unsuccessful in providing alternative employment.
 
This definition will not apply to any person engaged by the Council on a temporary, casual or short term basis or any person engaged to work on a special employment projects such as government funded unemployment relief programmes or the like.
 
48.7	In every case, potentially redundant employees will be retrained to fill permanent position which are available or about to become available in the Council’s work forces in any of the Council’s various departments.
 
48.8	The Council will retrain the employee for a reasonable period at all times receiving the earnest co-operation of the employee in acquiring the new skills intended to be achieved by the training.
 
48.9	Whenever practicable and in accordance with normal practice, the necessary retraining will be carried out by the Council in its time and at its expense. If the Council considers that "in house" training should be supplemented by training at an outside institution (e.g. the Broken Hill Technical College), all reasonable costs of such additional training will be met by the employer. If the training at the outside institution is available in "out of normal work hours", the employee will be required to attend that training in their own time without additional payment of time off in lieu. The costs of training will in such circumstances be met by the Council.
 
48.10	In the event of a potentially redundant employee transferring to new duties for which there is prescribed a rate of pay higher than that previously paid to them, such rate of pay will apply from the date of that employee’s transfer.
 
48.11	In the event of a potentially redundant employee transferring to new duties for which there is prescribed a rate of pay lower than that previously paid to them, such lower rate will not apply until 13 weeks after the date of the employee’s transfer. Where an employee is transferred to lower paid duties as a result of the introduction of changes in production, program, organisation, structure or technology, the employee will 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 Council may, at its own discretion make payment in lieu thereof, an amount equal to the difference between the former ordinary time rate of pay, and the new ordinary time rate for the number of weeks notice still owing.
 
48.12	Shift allowances will not be taken into account when comparing the rate of pay for the purposes of subclauses 48.10 and 48.11
 
48.13	Having regard to the intention of all parties that no person will become redundant, if it is not possible to retrain a potentially redundant employee to new duties, an employee will become redundant and the Council will give such employee four (4) weeks’ notice of the termination of their employment.
 
48.14	Council may summarily dismiss an employee without notice for neglect of duty or misconduct in which case wages will be paid up to the time of dismissal only. The rights of the Council will not be prejudiced by the fact that the employee has been given notice of the termination of their employment pursuant to clause 48.13
 
In the event of dispute arising over the Council’s action with regard to summary dismissal, the relevant union will on submission of a request to that effect in writing be entitled to seek a meeting with the Council at the earliest practicable date to discuss the matter.
48.15	This sub-clause will apply to redundant employees as defined in sub-clause 48.1 Nothing contained in this clause will be construed to mean that the Council will not be entitled to dismiss an employee in the ordinary course of its business without being required to give the notice mentioned in sub-clause 48.13 and 48.14, or to make the severance payments mentioned in the relevant subclauses 49.2 or 50.2.
 
48.16	If Council fails to give any such notice in full:
 
(a)	it will pay the employee at the ordinary rate of pay applicable to them for a period equal to the difference between the full period of notice and the period of notice actually given; and
 
(b)	the period of notice required by this sub-clause to be given will be deemed to be service with the Council for the purpose of calculating long service leave and annual leave entitlements (but not sick leave).
 
48.17	Where a decision has been made to terminate an employee due to redundancy, Council will provide the employee with an "Employment Separation Certificate" and a statement of service. Furthermore, where 15 or more employees are made redundant, Council will notify Centrelink as soon as possible, giving the 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.
 
48.18	Subject to an application by Council and further order of the Industrial Relations Commission, Council may pay a lesser amount (or no amount) of severance pay than that contained in the relevant sub-clause 49.2 or 50.2. The Industrial Relations Commission will have regard to such financial and other resources of Council as the Commission thinks relevant and the probable effect paying the amount of severance pay in the relevant subclause 49.2 or 50.2 will have on Council.
 
48.19	Subject to an application by Council and further order of the Industrial Relations Commission, Council may pay a lesser amount of severance pay than that contained in the relevant sub-clause 49.2 or 50.2 if Council obtains acceptable alternative employment for an employee.
 
48.20	Whenever a redundant employee whose services have been terminated will be re-employed by the Council, the period of their employment will thereafter be deemed for all purposes to have commenced on the date of their re-employment.
 
48.21	A redundant employee who is a contributor to the Local Government Superannuation Scheme may anticipate Council’s assistance in completing documentation for submissions to the Local Government Superannuation Board.
 
49.  Redundancy - Employees Engaged Prior to 21 December 2015
 
49.1	As of 16 March 2010 should the need arise to calculate the redundancy entitlements of aged and community care employees this will be done by referring to the entitlement identified at clause 49.2, that being the entitlement as of 16 March 2010 in addition to any further entitlements accrued from 16 March 2010 to the date of the proposed termination in accordance with the table at subclause 49.2.
 
49.2	A redundant employee will be entitled to severance allowances calculated as follows:
 
All such redundant employees will receive a minimum of six weeks’ pay.
 
All such redundant employees will receive an additional payment at the rate of three (3) weeks’ pay for each completed year of service, plus a pro-rata payment for each additional completed month of service. The number of weeks’ pay due to any such redundant employee in respect of completed years of service will be:

	Completed Year
of Service
	Scale of Payments
(Weeks)
	Completed Year of
Service
	Scale of Payments
(Weeks)

	1
	9
	26
	84

	2
	12
	27
	87

	3
	15
	28
	90

	4
	18
	29
	93

	5
	21
	30
	96

	6
	24
	31
	99

	7
	27
	32
	102

	8
	30
	33
	105

	9
	33
	34
	108

	10
	36
	35
	111

	11
	39
	36
	114

	12
	42
	37
	117

	13
	45
	38
	120

	14
	48
	39
	123

	15
	51
	40
	126

	16
	54
	41
	129

	17
	57
	42
	132

	18
	60
	43
	135

	19
	63
	44
	138

	20
	66
	45
	141

	21
	69
	46
	144

	22
	72
	47
	147

	23
	75
	48
	150

	24
	78
	49
	153

	25
	79
	50
	156


 
49.3	For the purposes of this sub-clause "a week’s pay" will be deemed to be the week’s pay presently used as the basis for calculation of annual leave entitlements.
 
49.4	All such redundant employees will be paid the value of their accrued sick leave calculated in accordance with the terms of this Award together with the value of all payments legally due to them in respect of annual leave and/or long service leave entitlements.
 
50.  Redundancy - Employees Engaged on or after 21 December 2015
 
50.1	This clause applies to all employees whose employment commenced with Council on or after 21 December 2015 and whose employment has been terminated due to redundancy.
 
50.2	In addition to any required period of notice, and subject to the provisions of clause 48, the employee will be entitled to the following severance payments in accordance with the table. ‘A week’s pay’ will have the same meaning as in clause 49.3 of this Award.

	Completed Year of Service
	Scale of Payments
(Weeks)

	1
	9

	2
	12

	3
	15

	4
	18

	5
	21

	6
	24

	7
	27

	8
	30

	9
	33

	10
	36

	11
	39

	12
	42

	13
	45

	14
	48

	15
	51

	16
	54

	17
	57

	18
	60

	19
	63

	20
	66

	21
	69

	22
	72

	23
	75

	24
	78

	25
	79

	26
	84

	27
	87

	28
	90

	29
	93

	30
	96

	31
	99

	32
	102

	33
	105



PART 10
 
MISCELLANEOUS
 
51.  Work, Health and Safety
 
51.1	Council will provide a safe place of work and work practices in accordance with the provisions of the Workplace Health and Safety Act 2011 (NSW).
 
51.2	Council will make appropriate provision for employees with regard to accommodation and shelter and will satisfy the provisions of the Workplace Health and Safety Act 2011 (NSW) and Regulations.
 
51.3	Council will supply employees with protective clothing and equipment suitable to the nature of the work performed and the work environment and that will satisfy the relevant legislation.  Safety footwear and leather boot laces will be replaced by Council on a sharp for blunt basis.
 
51.4	All new graders, loaders, backhoes, trucks and rollers will be fitted with air conditioning where practicable.
 
51.5	Vehicles and plant used in the collection, transportation and disposal of waste, tar patching, patrol grading or like duties will be of high visibility and fitted with a flashing light or a light visible from all points around the vehicle.
 
51.6	Council will provide oil or other suitable solvents to employees for the removal of creosote, tar, bitumen emulsions or similar preparations.
 
51.7	Where any acidic or caustic products are used by employees, adequate facilities will be provided to enable them to wash any affected areas and an adequate quantity of barrier cream will be provided.
 
51.8	Employees will be supplied cool drinking water throughout the day.
 
51.9	No employee will be required to work alone outside of built-up areas without all available communications to allow continuous contact in all conditions.
 
51.10	Where an employee during the course of work, sustains damage to clothing by fire, molten metal, tar or any corrosive substances which is not attributable to the employee's negligence, the employee will be compensated by Council to an agreed amount.



52.  Labour Hire and Contract Businesses
 
52.1	For the purposes of this subclause, the following definitions will apply:
 
(a)	A "labour hire business" is a business (whether an organisation, business enterprise, company, partnership, co-operative, sole trader, family trust or unit trust, corporation and/or person) which has as its business function, or one of its business functions, to supply staff employed or engaged by it to a council for the purpose of such staff performing work or services for that other council.

(b)	A "contract business" is a business (whether an organisation, business enterprise, company, partnership, co-operative, sole trader, family trust or unit trust, corporation and/or person) which is contracted by a council to provide a specified service or services or to produce a specific outcome or result for that council which might otherwise have been carried out by that council’s own employees.
 
52.2	If Council engages a labour hire business and/or a contract business to perform work wholly or partially on Council’s premises then Council will do the following (either directly, or through the agency of the labour hire or contract business):
 
(a)	consult with employees of the labour hire business and/or contract business regarding the workplace occupational health and safety consultative arrangements;
 
(b)	provide employees of the labour hire business and/or contract business with appropriate occupational health and safety induction training including the appropriate training required for such employees to perform their jobs safely;
 
(c)	provide employees of the labour hire business and/or contract business with appropriate personal protective equipment and/or clothing and all safe work method statements that they would otherwise supply to their own employees; and

(d)	ensure employees of the labour hire business and/or contract business are made aware of any risks identified in the workplace and the procedures to control those risks.
 
52.3	Nothing in this sub-clause of the Award is intended to affect or detract from any obligation or responsibility upon a labour hire business arising under the Work, Health and Safety Act 2011 or the Workplace Injury Management and Workers Compensation Act 1998.
 
52.4	Where a dispute arises as to the application or implementation of this clause, the matter will be dealt with pursuant to the disputes settlement procedure of this award.
 
52.5	This clause has no application in respect of organisations which are properly registered as Group Training Organisations under the Apprenticeship and Traineeship Act 2001 (or equivalent interstate legislation) and are deemed by the relevant State Training Authority to comply with the national standards for Group Training Organisations established by the ANTA Ministerial Council.
 
53.  Outsourcing
 
53.1	When considering contracting out or outsourcing, Council will take into account the following:
 
(a)	Whether there are insufficient overall resources available to meet the current Council work commitment and timetable; or
 
(b)	Whether the failure to complete work in a reasonable time jeopardises the safety of the public or adversely impacts upon system performance; or
 
(c)	Whether the use of outsourced or contract work is commercially the most advantageous option taking into account: the quality, safety, performance, cost and overall strategic direction of Council.
 
(d)	If after this process has been conducted a decision to outsource has been made, the Contractor engaged to perform the work must provide written undertakings to comply and conform with:
 
(i)	Council’s safety, environmental and quality standards; and
 
(ii)	all Acts, Awards and Agreements affecting the employees of the Contractor. 
 
54.  Further Education
 
54.1	Apprentices and employees deemed to be approved students undertaking trades courses or certificate courses, part-time diploma or degree courses (including librarians) will be allowed time off to attend during working hours.  The entitlement to time off is subject to the following conditions:
 
(a)	That period which are allowed will be limited to eight hours per week and will in no case exceed the lesson time needed to undertake the subjects set down in the syllabus for the course studied.
 
(b)	A time sheet signed by the lecturer or the instructor covering these attendances will be produced by the student.
 
(c)	All courses and awards required for continuing employment and advancement in career paths are to be paid for by Council upon successful completion.
 
54.2	On the production of a letter from the Principal of the institution concerned stating that they have satisfactorily completed a year’s work in any subject of an approved course which is appropriate to their work a clerical employee will be refunded the fees paid in respect of that year.
 
54.3	On the production of a letter from the Principal of the institution concerned stating that they have satisfactorily completed a year’s work in any subject of an approved course which is appropriate to their work, and receipts for text books prescribed for that year’s work, a clerical employee will be paid the cost of the prescribed text books or fifty dollars ($50.00), whichever is the lesser amount.
 
54.4	One set of the current S.A.A. Wiring Rules will be supplied to all electrical technicians.
 
54.5	Where, with the approval of Council, an employee undertakes a TAFE College, College of Advanced Education or University Course by correspondence and it is necessary in order to qualify under such course to undergo practical training or examination outside Broken Hill, the Council will reimburse travelling expenses incurred which do not exceed the cost of a first class return rail fare.
 
55.  Multiple Employment
 
55.1	Where an employee is employed in a second position with the employer the second position may, for all purposes of the Award, be regarded as a separate and distinct employment engagement from the original employment provided that:
 
(i)	the positions involve different duties or are in different work function areas; and
 
(ii)	the employee agreed to the employment in the second position.
 
Any existing agreements in place prior to 17 May 2018 will continue to operate unless varied by agreement.
 
PART 11
 
SAVINGS AND TRANSITIONAL
 
56.  Leave Reserved and No Further Claims
 
56.1	Leave is reserved for the parties to this Award to make application to the Industrial Relations Commission of New South Wales to amend this Award with provisions that facilitate:
A seven (7) day spread of hours for all employees;
 
Junior Rates of pay for persons less than 21 years of age.
 
Camping out provisions and allowance

56.2	The parties undertake to engage in further discussions regarding employees receiving additional leave pursuant to clause 28 of this Award, and to work together to find a solution that assists Council to reduce it’s leave liabilities. 

56.3	Except as otherwise provided in sub-clause 48.1, it is a term of this Award that the Union undertakes not to pursue any extra claims, Award or over Award, of a general nature, for the duration of the Award.
 
56.4	Following any adjustment to the federal Local Government Industry Award 2010, leave is reserved for the parties to apply to amend the meal allowance set out in Clause 14.4 to reflect such adjustment. The relevant adjustment factor for this purpose is the percentage movement in the index figure published by the Australian Bureau of Statistics for Eight Capitals, take away and fast food sub-group (Cat No 6401.0).

PART 12

SCHEDULES

Schedule 1 - Weekly Rates of Pay and Allowances

Table 1 - Weekly Rates of Pay for Entry Level

	Grade
	Step
	FFPP on or after
1/7/2020
(2.75%)
$
	FFPP on or after
1/7/2021
(2.75%)
$
	FFPP on or after
1/7/2022
(4.00%)
$
	FFPP on or after
1/7/2023
(3.25%)
$
	FFPP on or after
1/7/2024
(3.25%)
$

	1
	1
	1,060.68
	1,089.84
	1,133.43
	1170.27
	1208.30

	
	2
	1,079.80
	1,109.49
	1,153.87
	1191.37
	1230.09

	
	3
	1,099.41
	1,129.65
	1,174.84
	1213.02
	1252.44

	
	4
	1,119.50
	1,150.29
	1,196.30
	1235.18
	1275.32

	2
	1
	1,087.91
	1,117.83
	1,162.54
	1200.33
	1239.34

	
	2
	1,107.67
	1,138.13
	1,183.66
	1222.12
	1261.84

	
	3
	1,127.93
	1,158.95
	1,205.31
	1244.48
	1284.93

	
	4
	1,148.84
	1,180.44
	1,227.66
	1267.56
	1308.76

	3
	1
	1,114.80
	1,145.46
	1,191.28
	1229.99
	1269.96

	
	2
	1,135.23
	1,166.45
	1,213.11
	1252.53
	1293.24

	
	3
	1,156.46
	1,188.27
	1,235.80
	1275.96
	1317.43

	
	4
	1,178.73
	1,211.15
	1,259.60
	1300.53
	1342.80

	4
	1
	1,141.86
	1,173.26
	1,220.19
	1259.85
	1300.80

	
	2
	1,163.50
	1,195.49
	1,243.31
	1283.72
	1325.44

	
	3
	1,185.76
	1,218.37
	1,267.10
	1308.29
	1350.81

	
	4
	1,209.36
	1,242.62
	1,292.32
	1334.33
	1377.70

	5
	1
	1,173.55
	1,205.82
	1,254.05
	1294.81
	1336.89

	
	2
	1,196.39
	1,229.29
	1,278.46
	1320.01
	1362.91

	
	3
	1,220.43
	1,254.00
	1,304.16
	1346.55
	1390.31

	
	4
	1,245.54
	1,279.79
	1,330.98
	1374.24
	1418.90

	6
	1
	1,206.07
	1,239.24
	1,288.81
	1330.70
	1373.95

	
	2
	1,230.39
	1,264.22
	1,314.79
	1357.52
	1401.64

	
	3
	1,256.06
	1,290.61
	1,342.23
	1385.86
	1430.90

	
	4
	1,282.76
	1,318.04
	1,370.76
	1415.31
	1461.31

	7
	1
	1,239.30
	1,273.38
	1,324.32
	1367.36
	1411.80

	
	2
	1,265.17
	1,299.96
	1,351.96
	1395.90
	1441.27

	
	3
	1,292.32
	1,327.86
	1,380.97
	1425.86
	1472.20

	
	4
	1,320.82
	1,357.15
	1,411.44
	1457.31
	1504.67

	8
	1
	1,281.84
	1,317.09
	1,369.77
	1414.29
	1460.25

	
	2
	1,309.82
	1,345.84
	1,399.67
	1445.16
	1492.13

	
	3
	1,339.11
	1,375.94
	1,430.98
	1477.48
	1525.50

	
	4
	1,369.34
	1,406.96
	1,463.24
	1510.79
	1559.89

	9
	1
	1,325.97
	1,362.43
	1,416.93
	1462.98
	1510.53

	
	2
	1,355.82
	1,393.11
	1,448.83
	1495.92
	1544.54

	
	3
	1,386.24
	1,424.36
	1,481.33
	1529.48
	1579.19

	
	4
	1,417.64
	1,456.62
	1,514.88
	1564.12
	1614.95

	10
	1
	1,370.85
	1,408.54
	1,464.88
	1512.49
	1561.65

	
	2
	1,401.84
	1,440.39
	1,498.01
	1546.69
	1596.96

	
	3
	1,433.42
	1,472.84
	1,531.75
	1581.54
	1632.94

	
	4
	1,465.94
	1,506.25
	1,566.50
	1617.41
	1669.98

	11
	1
	1,445.77
	1,485.53
	1,544.95
	1595.16
	1647.00

	
	2
	1,478.50
	1,519.16
	1,579.93
	1631.27
	1684.29

	
	3
	1,512.13
	1,553.71
	1,615.86
	1668.37
	1722.59

	
	4
	1,546.57
	1,589.10
	1,652.66
	1706.38
	1761.84

	12
	1
	1,520.71
	1,562.53
	1,625.03
	1677.84
	1732.37

	
	2
	1,555.30
	1,598.07
	1,661.99
	1716.01
	1771.78

	
	3
	1,590.87
	1,634.62
	1,700.00
	1755.25
	1812.30

	
	4
	1,627.18
	1,671.93
	1,738.81
	1795.32
	1853.67

	13
	1
	1,595.64
	1,639.52
	1,705.10
	1760.52
	1817.74

	
	2
	1,632.15
	1,677.03
	1,744.11
	1800.79
	1859.32

	
	3
	1,669.59
	1,715.51
	1,784.13
	1842.11
	1901.98

	
	4
	1,708.00
	1,754.97
	1,825.17
	1884.49
	1945.74

	14
	1
	1,670.55
	1,716.50
	1,785.16
	1843.18
	1903.08

	
	2
	1,708.98
	1,755.98
	1,826.22
	1885.57
	1946.85

	
	3
	1,748.33
	1,796.41
	1,868.27
	1928.99
	1991.68

	
	4
	1,788.66
	1,837.85
	1,911.36
	1973.48
	2037.62

	15
	1
	1,745.49
	1,793.49
	1,865.23
	1925.85
	1988.44

	
	2
	1,785.81
	1,834.92
	1,908.32
	1970.34
	2034.38

	
	3
	1,827.08
	1,877.33
	1,952.42
	2015.88
	2081.40

	
	4
	1,869.29
	1,920.70
	1,997.53
	2062.45
	2129.48

	16
	1
	1,820.24
	1,870.30
	1,945.11
	2008.33
	2073.60

	
	2
	1,862.43
	1,913.64
	1,990.19
	2054.87
	2121.65

	
	3
	1,905.62
	1,958.02
	2,036.34
	2102.52
	2170.85

	
	4
	1,949.90
	2,003.52
	2,083.66
	2151.38
	2221.30

	17
	1
	1,932.60
	1,985.75
	2,065.18
	2132.30
	2201.60

	
	2
	1,977.51
	2,031.89
	2,113.17
	2181.84
	2252.75

	
	3
	2,023.73
	2,079.38
	2,162.56
	2232.84
	2305.41

	
	4
	2,070.89
	2,127.84
	2,212.95
	2284.87
	2359.13

	
	2
	$2,092.76
	2,150.31
	2,236.32
	2309.00
	2384.04

	
	3
	$2,141.78
	2,200.68
	2,288.71
	2363.09
	2439.89

	
	4
	2,191.84
	2,252.12
	2,342.20
	2418.33
	2496.93

	19
	1
	2,157.58
	2,216.91
	2,305.59
	2380.52
	2457.89

	
	2
	2,208.18
	2,268.90
	2,359.66
	2436.34
	2515.52

	
	3
	$2,259.90
	2,322.05
	2,414.93
	2493.42
	2574.46

	
	4
	$2,313.14
	2,376.75
	2,471.82
	2552.15
	2635.09

	20
	1
	$2,269.79
	2,332.21
	2,425.50
	2504.33
	2585.72

	
	2
	$2,323.22
	2,387.11
	2,482.59
	2563.28
	2646.59

	
	3
	$2,377.81
	2,443.20
	2,540.93
	2623.51
	2708.77

	
	4
	$2,433.91
	2,500.84
	2,600.87
	2685.40
	2772.68

	21
	1
	2,382.18
	2,447.69
	2,545.60
	2628.33
	2713.75

	
	2
	2,438.28
	2,505.33
	2,605.54
	2690.22
	2777.65

	
	3
	2,495.92
	2,564.56
	2,667.14
	2753.82
	2843.32

	
	4
	2,555.06
	2,625.32
	2,730.33
	2819.07
	2910.69

	22
	1
	2,494.56
	2,563.16
	2,665.69
	2752.32
	2841.77

	
	2
	2,553.50
	2,623.73
	2,728.68
	2817.36
	2908.92

	
	3
	2,614.00
	2,685.88
	2,793.32
	2884.10
	2977.83

	
	4
	2,675.99
	2,749.58
	2,859.56
	2952.50
	3048.46

	23
	1
	3,056.35
	3,140.40
	3,266.02
	3372.16
	3481.76

	
	2
	3,129.37
	3,215.42
	3,344.04
	3452.72
	3564.93

	
	3
	3,204.29
	3,292.41
	3,424.11
	3535.39
	3650.29

	
	4
	3,280.96
	3,371.19
	3,506.04
	3619.98
	3737.63

	24
	1
	3,617.75
	3,717.24
	3,865.93
	3991.57
	4121.30

	
	2
	3,704.84
	3,806.72
	3,958.99
	4087.66
	4220.51

	
	3
	3,794.03
	3,898.36
	4,054.29
	4186.06
	4322.11

	
	4
	3,885.50
	3,992.35
	4,152.04
	4286.99
	4426.32



[bookmark: _Toc526244186][bookmark: _Toc85955607][bookmark: _Toc487712328][bookmark: _Toc488146029]Table 2 - School based Trainees and Apprentices Weekly Rate of Pay

School Based Trainees

[bookmark: _Hlk118909804]School based trainees are entitled to payment in accordance with the rates of pay for Juniors and Trainees graded between “T1 at 15 years of age” and “T4 at 18 years of age or over or HSC” of Level 1 of Operational Band 1 of the Local Government (State) Award 2020 and its successors. The table below reflects the relevant rates of pay that are known at the time of this Award’s creation.
 
	Band/Level

	FFPP on or after
1/7/2021
$
	FFPP on or after
1/7/2022
$
	FFPP on or after
1/7/2023
$
	FFPP on or after
1/7/2024
$

	S1 at 15 years of age
	424.20
	432.70
	
	

	S2 at 16 years of age or School Certificate
	529.50
	540.10
	
	

	S3 at 17 years of age
	622.80
	635.30
	
	

	S4 at 18 years of age or over or HSC
	728.10
	742.70
	
	



Weekly Rates of Pay For Apprentices

	
	FFPP on or after
1/7/2020
(2.75%)
$
	FFPP on or after
1/7/2021
(2.75%)
$
	 FFPP on or after
1/7/2022
(4.00%)
$
	 FFPP on or after
1/7/2023
(3.25%)
$
	 FFPP on or after
1/7/2024
(3.25%)
$

	Electrical Fitters - Year 1
	925.22
	950.67
	988.70
	1020.83
	1054.01

	Year 2/HSC Year 1
	1,042.12
	1,070.77
	1113.60
	1149.79
	1187.16

	Year 3/HSC Year 2
	1,159.11
	1,190.99
	1238.63
	1278.89
	1320.45

	Year 4/ HSC Year 3
	1,285.14
	1,320.48
	1373.30
	1417.93
	1464.01

	HSC Year 4
	1,422.24
	1,461.35
	1519.80
	1569.19
	1620.19

	Plumbers - Year 1
	920.94
	946.26
	984.11
	1016.09
	1049.11

	Year 2/HSC Year 1
	1,036.90
	1,065.42
	1108.04
	1144.05
	1181.23

	Year 3/HSC Year 2
	1,152.74
	1,184.44
	1231.82
	1271.85
	1313.19

	Year 4/ HSC Year 3
	1,277.11
	1,312.23
	1364.72
	1409.07
	1454.86

	HSC Year 4
	1,412.37
	1,451.21
	1509.26
	1558.31
	1608.96

	Carpenters - Year 1
	920.94
	946.26
	984.11
	1016.09
	1049.11

	Year 2/HSC Year 1
	1,036.90
	1,065.42
	1108.04
	1144.05
	1181.23

	Year 3/HSC Year 2
	1,152.74
	1,184.44
	1231.82
	1271.85
	1313.19

	Year 4/ HSC Year 3
	1,277.11
	1,312.23
	1364.72
	1409.07
	1454.86

	HSC Year 4
	1,412.37
	1,451.21
	1509.26
	1558.31
	1608.96

	Motor Mechanics - Year 1
	921.49
	946.83
	984.70
	1016.70
	1049.74

	Year 2/HSC Year 1
	1,037.44
	1,065.97
	1108.61
	1144.64
	1181.84

	Year 3/HSC Year 2
	1,153.51
	1,185.23
	1232.64
	1272.70
	1314.06

	Year 4/ HSC Year 3
	1,277.95
	1,313.09
	1365.61
	1409.99
	1455.81

	HSC Year 4
	1,413.51
	1,452.38
	1510.48
	1559.57
	1610.26

	Gardeners - Year 1
	804.79
	826.92
	860.00
	887.95
	916.81

	Year 2/HSC Year 1
	901.27
	926.05
	963.09
	994.39
	1026.71

	Year 3/HSC Year 2
	997.73
	1,025.17
	1066.18
	1100.83
	1136.61

	Year 4/ HSC Year 3
	1,094.21
	1,124.30
	1169.27
	1207.27
	1246.51

	HSC Year 4
	1,192.10
	1,224.88
	1273.88
	1315.28
	1358.03



Table 3 - Traineeship Wage Rates

	Traineeship Wage Rates

	FFPP on or after
1/7/2020 (2.75%)
$
	FFPP on or after
1/7/2021 (2.75%)
$
	FFPP on or after
1/7/2022 (4.00%)
$
	FFPP on or after
1/7/2023 (3.25%)
$
	FFPP on or after
1/7/2024 (3.25%)
$

	Year 1
	953.54
	979.76
	1018.95
	1052.07
	1086.26

	Year 2
	1,044.95
	1,073.68
	1116.63
	1152.92
	1190.39

	Year 3
	1,102.66
	1,132.99
	1178.31
	1216.61
	1256.15

	Year 4
	1,141.22
	1,172.60
	1219.50
	1259.13
	1300.05

	Year 5
	1,181.60
	1,214.10
	1262.66
	1303.70
	1346.07

	Year 6
	1,223.35
	1,256.99
	1307.27
	1349.76
	1393.63

	Year 7
	1,267.12
	1,301.96
	1354.04
	1398.05
	1443.49



Schedule 2 - Allowances

	

	FFPP on or after 1/7/19
$
	FFPP on or after 1/7/20
$
	FFPP on or after 1/7/21
$
	FFPP on or after 1/07/22
$

	Meal Allowance (Clause 14.4)
	
	
	
	

	Community Language and Signing work (clause 21.3)
	22.13p.w.
	22.68p.w.
	23.25p.w
	

	First Aid Allowance (Clause 21.4(c)) p/w
	19.38p.w.
	19.87p.w.
	20.36p.w.
	

	Broken Shift allowance (Clause14.22) per shift
	6.48p.s.
	6.64p.s.
	6.81p.s.
	

	On call - on ordinary working day (Clause 14.13)
	19.29p.d.
	19.77p.d.
	20.27p.d.
	28.82p.d.

	On call - on other days, not ordinary working 
(Clause 14.14)
	38.57p.d.
	39.54p.d.
	40.52p.d.
	47.63p.d.

	On call - maximum per week (Clause 14.15)
	173.60p.w.
	177.94p.w.
	182.39p.w.
	239.36p.w.



Schedule 3 - Progression Guidelines
 
The progression rules detailed below have been established to assist the industry parties to the Broken Hill City Council Consent Award, regarding the operation of Council Salary Systems.  At the local level where significant issues are identified in relation to the operation of the Salary System the matter will be referred to Council’s Consultative Committee for consideration and where appropriate for recommendation to the General Manager for decision. In the event that a dispute arises the rules detailed below will be used by the industry parties to assist in the resolution of such disputes. 

1.	Banding

The appropriate Band for each position will be determined by reference to the Qualifications and Experience descriptor as provided by Clause 19, Rates of Pay and Related Matters and clause 20, Skill Descriptors of the Broken Hill City Council Award.

2.	Levelling and Grades

The Level and Grade of the position will be established through the evaluation of the position using the Council’s endorsed Job Evaluation System. This evaluation will occur consistent with the Job Evaluation Policy as adopted by Council.
Positions will be re-evaluated in the following circumstances:
 
If the position is newly created.
 
If a significant change has occurred in the duties and responsibilities of the position, which is confirmed by the relevant (Director/Officer).
 
If an evaluation has been conducted and has resulted in an apparent anomaly.
 
Where an existing position has been re-evaluated and where the outcome is a different grade, such re-evaluation will be referred to the consultative committee for consideration and the current positions incumbent will be advised accordingly.

3.	Position Descriptions

The position description identifies the range of skills, responsibilities, duties and qualifications in order of priority from the essential criteria to the most desirable.
 
These criteria are detailed in each of the skills steps to facilitate the assessment of skill at the time of the salary review, and to avoid disputes regarding the movement through the skill steps.
 
Position descriptions will not impose artificial barriers that will prohibit individual salary progression through the full range of skill steps.

4.	Skills Assessment
 
Council will adopt a consistent and objective method for assessing skills.
 
An assessment of the skills acquired and used will be undertaken on an annual basis and in those cases where the employee has acquired new skills that would lead to progression under the salary system. 
 
New employees will be paid at the Skill Level rate of pay consistent with the skills they bring to Council.  Placement at a Skill Level higher than the entry level will occur when the new employee meets the required skills for the position.

5.	Salary Review

Annual salary reviews will require the Manager of the position to determine whether the employee has acquired and is using the skills necessary to progress to the next step, or steps.
 
In the event that there is a dispute between the employee and the Manager on the outcome of the skills review the assessment will be referred to an appeal panel.  In the event that the employee does not agree with the decision of the appeal panel the matter will be referred to the Director.  The employee may have access to the grievance and disputes procedure at any point of the appeal process.

6.	Other matters relating to the Implementation of the Salary System.

(a)	Training
 
Employees will be provided with reasonable and equitable access to the training which will facilitate progression.

(b)	Allowances - (Former Award Allowances Only)
 
Except where allowances have been incorporated into rates of pay, award allowances will be paid in addition to the rates established within the salary ranges. 
(c)	Council’s Budget
 
Council will in considering the budget each year ensure that the skill progression detailed in these rules is properly funded and that employees will move through the skill steps based assessment against the criteria detailed in the position descriptions.
 
(d)	Award Variations
 
The Grades and Salary Steps, as contained within the salary structure of the salary system will be increased by the same quantum, and be operative from the same date as variations in the Broken Hill City Council Award.
 
(e)	Dispute Procedure
 
Disputes which arise through the operation of Council’s Salary System will be handled consistent with Clause 44, Dispute Resolution Procedures of the Broken Hill City Council Award.
 
(f)	Publication
 
Copies of the Salary System will be published by Council and made available to all employees.  The published document will contain copies of the current salary structure and the progression rules.  Each individual will be provided with a copy of their Position Description.



D. SLOAN, Commissioner.


____________________


Printed by the authority of the Industrial Registrar.
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CROWN EMPLOYEES (DEPARTMENT OF PLANNING, INDUSTRY AND ENVIRONMENT) SYDNEY OLYMPIC PARK AUTHORITY MANAGED SPORTS VENUES AWARD 2022

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES

Application by Department of Planning and Environment.

(Case No. 275886 of 2022)

	Before Commissioner Webster
	30 September 2022



AWARD

Arrangement

PART A

Clause No.	Subject Matter

1.	Title 
2.	Parties and Definitions
3.	Intention 
4.	Rates of Pay 
5.	Classification Levels
6.	Income Protection Plan 
7.	Hours of Work 
8.	Full-Time, Part-Time, Temporary and Casual Employees 
9.	Higher Duties 
10.	Meal Breaks 
11.	Overtime 
12.	Public Holidays 
13.	Sick Leave 
14.	Personal Carer’s Leave 
15.	Bereavement Leave 
16.	Parental Leave 
17.	Leave for Matters Arising from Domestic Violence
18.	Terms of Engagement 
19.	Training Wage 
20.	Payment of Wages 
21.	Annual Leave and Annual Leave Loading 
22.	Long Service Leave
23.	Consultation and Union Access 
24.	Labour Flexibility
25.	Uniforms and Protective Clothing 
26.	Tools and Equipment 
27.	Change Rooms 
28.	Redundancy 
29.	Major Interruption to Operations
30.	Grievance and Dispute Resolution Procedures 
31.	Secure Employment
32.	Work Health and Safety
33.	No Extra Claims
34.	Anti-Discrimination 
35.	Area, Incidence and Duration 
PART B 

Table 1 - Rates of Pay for Full Time Classifications under subclause 5.1
Table 2 - Hourly Rates of Pay for Casual Employees under subclause 5.2
Table 3 - Hourly Rates of Pay for Quaycentre Casual Event Staff Employees under subclause 5.3
Table 4 - Rates of Pay for full time classifications under subclause 5.4
Table 5 - Other Rates and Allowances for Classifications under subclause 5.4

PART A

1.  Title

This Award will be known as the Crown Employees (Department of Planning and Environment) Sydney Olympic Park Authority Managed Sports Venues Award 2022.

2.  Parties and Definitions

2.1	This award has been made between the following parties:

Industrial Relations Secretary

Department of Planning and Environment

The Australian Workers’ Union, New South Wales ("the AWU").

2.2	Industrial Relations Secretary means the person within the meaning of the Government Sector Employment Act 2013, who is for the purposes of any proceedings relating to Public Service employees held before a competent tribunal having jurisdiction to deal with industrial matters, taken to be the employer of public service employees.

2.3	Employee means a person employed by the Government of NSW in the service of the Crown under Division 1, Part 4 of the Government Sector Employment Act 2013 in the Sydney Olympic Park Authority, Department of Planning and Environment at the Aquatic, Athletic and Archery Centres or Satellite Sports Venues, or as a casual event staff employee or gymnastics program employee at the Quaycentre, in the classifications prescribed by this Award.

3.  Intention

3.1	The principal intentions of this award are:

(i)	To promote harmonious industrial relations for the Sydney Olympic Park Aquatic, Athletics, and Archery Centres, Satellite Sports Venues and Quaycentre; 

(ii)	To maximise standards of service to the public and centres users, measured against those applying in the leisure and recreation industry nationally and internationally; and 

(iii)	To provide a multi-skilled workforce.

4.  Rates of Pay

4.1	The minimum rates of pay for full time employees at the Aquatic, Athletics and Archery Centres and Satellite Sports Venues, employed in the classifications set out in subclause 5.1 of this award are contained in Table 1 of Part B of this award. A 30% penalty rate loading will be paid for hours worked on Saturday and 60% penalty rate loading for hours worked on Sunday as set out in Tables 2 and 3 in Part B.

4.2	A casual employee at the Aquatic, Athletics, and Archery Centres or Satellite Sports Venues, employed in the classifications set out in subclause 5.2, will be paid the appropriate hourly rate as set out in Table 2 of Part B

4.3	A casual event staff employee at the Quaycentre, employed in the classifications set out in subclause 5.3, will be paid the appropriate hourly rate as set out in Table 3 of Part B

4.4	The minimum rates of pay for full time gymnastics program employees employed in the classifications set out in subclause 5.4 are set out in Table 4 of Part B. 

4.4.1	Junior Rates - A junior employee engaged at level 1, 2 or 3 in the classifications set out in subclause 5.4 will be paid at the following for that level:

	Percentage of Appropriate Adult Rate
	%

	At sixteen years and under
	55

	At seventeen years
	65

	At eighteen years
	75

	At nineteen years
	85

	At twenty years
	100



Provided that employees who hold recognised industry-wide qualifications and are required to act upon them at 18 years or older with at least 12 months experience will be paid the full adult rate of pay.

4.5	A casual employed in the classifications set out in subclause 5.4 will be paid either on an ordinary or ‘all-up’ basis as detailed below

(i)	Ordinary Casual - An ordinary casual will be paid 1/38 of the appropriate weekly rate provided for in Table 4 of Part B plus:

(a)	a 15 per cent loading (except when Saturday, Sunday, public holiday or night work penalties are paid); and

(b)	the equivalent of one‑twelfth of the ordinary hourly rate of pay for a full-time employee for each hour worked.

An ordinary casual employee will be paid for a minimum engagement of three hours.

(ii)	All-up Casual - An all-up casual will be paid 1/38 of the appropriate weekly rate provided for in Table 4 of Part B plus a loading of 30 per cent for each hour worked.

This 30 per cent loading includes loadings applicable under this award for all work from Monday to Saturday including at night and increases to 60% for all work on Sundays and public holidays.

An all up casual employee will be paid for a minimum engagement of one hour.

4.6	Supervisory Loadings - an employee employed in the classifications set out in subclause 5.4 who is assigned by an employer to supervise other employees will be paid, in addition to the rates of pay prescribed in subclause 4.4 and 4.5 of this clause, the following amount per week specified in Table 5 - Other Rates and Allowances, of Part B as follows:

(a)	In charge of up to 5 employees - Item 1;

(b)	In charge of 6 and up to 10 employees - Item 2;

(c)	In charge of 11 or more employees - Item 3;
(d)	or pro rata amount per engagement for part‑time and casual employees

4.7	An employee employed in the classifications set out in subclause 5.4 who is assigned by an employer to perform first aid duties and who holds a first aid certificate will be paid, an additional amount per week, or per shift, as set out in Item 4 of Table 5 - Other Rates and Allowances, of Part B.

4.8	A part-time or fulltime employee employed in the classifications set out in subclause 5.4 who is required to work more than one shift on any day will be paid the additional allowance per day, as set out in Item 5 of Table 5 - Other Rates and Allowances, of Part B.

4.9	A 30% penalty rate loading will be paid when required to work on Saturday and 60% penalty rate loading when required to work on Sunday.

5.  Classification Levels

5.1	Classifications (Skill/Definitions) for full-time and part-time employees at the Aquatic, Athletic and Archery Centres and Satellite Sports Venues: 

5.1.1	Level 1 

Means an employee with no qualifications and who performs duties of a routine nature, requiring the use of minimum judgement and supervision. 

Employees at this level may include the initial recruit who may have limited relevant experience. 

(a)	An employee at this level will be able to: 

Communicate with the public in a courteous and tactful manner. 

(b)	Indicative of some of the tasks which an employee at this level may perform are: 

Exercises basic keyboard skills; 

General Attendant/Cashier duties which includes basic clerical, office assistance, kiosk duties involving customer turnover and cash handling, taking of bookings and tickets and general assistance in the day-to-day activities of the operation; 

Maintains simple records; 

Assists with administration of the Swim School Program; 

Is directly employed as Car Park Attendant, Usher or Door Attendant who is engaged in a non-security capacity; 

Receives, despatches, distributes, sorts, checks, documents, orders and records of goods and/or materials; 

Is employed as a General Hand; 

Assists in basic food preparation. Assists in taking orders and maintaining cleanliness of customer space and service areas. Serves basic foods and beverages; and

Undertakes duties peripheral and ancillary to the above as required. 

(c)	Progression to Level II will be dependent upon availability of role and successful application through comparative assessment. 



5.1.2	Level 2 

Means an employee who has undertaken structured training recognised by the industry as relevant and appropriate to perform work within the scope of this level. 

(a)	An employee at this level: 

Assists with the provision of on-the-job training to a limited degree;

Conducts individual or group activities/programs/sessions/tours, under supervision, only after commencing a recognised course or undergoing accredited training; 

Exercises Intermediate keyboard skills with instructions; 

Works in a team environment under routine supervision; 

Where appropriate, holds and maintains life saving and first aid qualifications recognised as being appropriate for the safe and effective conduct of duties involving public and employee health and safety; 

Works from instructions or procedures; 

Has an understanding of general office procedures; 

Co-ordinates duties under the direction of a Level III employee; 

Provides general supervision of and assistance to Level I employees; and 

Is capable of and may perform Level 1 duties. 

(b)	Indicative of some of the tasks which an employee at this level may perform:

Takes classes and directs leisure activities; 

Supervises public swimming; 

Attends to health and safety of the public; 

Sells programs/tickets and gives change; 

Co-ordinates events and bookings; 

Undertakes receptionist duties; 

Undertakes office administrative duties; 

Attends to equipment and displays e.g. pool attendant;

Safeguards individuals e.g. childcare attendants;

Undertakes cooking duties associated with basic foods e.g. snacks and grills. Takes orders and maintains cleanliness of customer space and service areas. Serves foods and beverages.

(c)	Progression to Level III will be dependent upon availability of role and successful application through comparative assessment.



5.1.3	Level 3 

Means an employee who has completed structured training recognised by the industry as relevant and appropriate to perform work within the scope of this level. 

(a)	An employee at this level: 

Assists in the provision of on-the-job training where applicable;

Exercises discretion within one’s own level of skill and training;

Takes responsibility for the quality of one’s work (subject to routine supervision);

Exercises good keyboard skills and knowledge of office procedures/equipment/systems; and 

Is capable of and may perform the Level II and level I duties. 

(b)	Indicative of some of the tasks which an employee at this level may perform: 

Is employed as a Gym Exercise Specialist;

Co-ordinates Swim School, Customer Services, Tours and Health and Fitness Activities;

Maintains machinery, plant and technical equipment;

Undertakes secretarial duties;

In the absence of line supervisors, acts in an appropriate way to supervise the work areas to ensure delivery of services;

Undertakes general cooking duties and assists with specialist cooking duties. Performs higher level waiting and customer service duties.

(c)	Progression to Level IV will be dependent upon availability of role and successful application through comparative assessment. 

5.1.4	Level 4 

Means an employee who is subject to broad guidance or direction and would report to more senior staff as required. 

An employee at this level would have worked or studied in a relevant field and/or have specialist knowledge, qualifications and experience sufficient to enable them to advise on a range of activities and features and contribute, as required, to the determination of objectives, within their delegated area of supervision.

(a)	An employee at this level: 

Takes responsibility for ensuring the quality of their own work and exercises initiative, discretion and judgement at times in the performance of their duties; 

Is directly responsible to the appropriate manager for the section or area of operation; 

Assists with the management of the section or area of operation; 

Has the delegated responsibility for the work under their control or supervision in terms of, inter alia, allocation of duties, co-ordinating workflows, checking progress, quality of work and resolving problems, as well as counselling staff for performance and work related problems where required; 

Trains employees at Level III, II and I as required; 

Is capable of and may perform the Level III, Level II and Level I duties.

(b)	Indicative of some of the tasks which an employee at this level may perform: 

Supervises Pool Attendants; 

Supervises Athletic Centre employees; 

Supervises Aquatic Centre employees;

Supervises Archery Centre Employees

Supervises Satellite Sports Venues employees

Supervises administrative and accounting operations;

Supervises information technology;

Supervises daily activities and operation of health and fitness activities;

Supervises maintenance employees;

Supervises café and concessions staff and operations

Undertakes specialist and higher level/more complex cooking duties and provides specialist input and advice into menu content and function operations.

5.2	Classifications (Skill/Definitions) for casual employees at the Aquatic, Athletic and Archery Centres: 

5.2.1	Casual Level A 

Means an employee with no qualifications who performs duties of a routine nature, requiring the use of minimum judgement and supervision. 

Employees at this level may include the initial recruit who may have limited relevant experience. 

(a)	An employee at this level will be able to: 

Communicate with the public in a courteous and tactful manner.

(b)	Indicative of some of the tasks which an employee at this level may perform are: 

Is employed as a Car Park Attendant;

Is employed as a Tour Guide;

Undertakes clerical duties including exercising basic keyboard skills, office assistance and maintenance of simple records;

Assists with the administration of the Swim School programme;

Receives, despatches, distributes, sorts, checks, documents, orders and records goods and/or materials;

Is employed as General Hand;

Assists in basic food preparation. Assists in taking orders and maintaining cleanliness of customer space and service areas. Serves basic foods and beverages.

Duties peripheral and ancillary to the above as required. 

5.2.2	Casual Level B 

Means an employee who has undertaken structured training recognised by the industry as relevant and appropriate to perform work within the scope of this level. 

(a)	An employee at this level: 

Assists with the provision of on-the-job training to a limited degree; 

Conducts individual or group activities/programs/sessions under supervision, only after commencing a recognised course or undergoing accredited training; 

Exercises intermediate keyboard skills with instructions; 

Works in a team environment under routine supervision;

Where appropriate holds and maintains lifesaving and first aid qualifications recognised as being appropriate for the safe and effective conduct of duties involving public and employee health and safety; 

Works from instructions or procedures; 

Has an understanding of general office procedures; 

Co-ordinates duties under the direction of a Level III employee; 

Provides general supervision and assistance of Level A employees; and 

Is capable of and may perform duties of a Level A - casual employee. 

(b)	Indicative of some of the tasks which an employee at this level may perform:

Is employed as a cashier involved in kiosk duties including customer turnover and cash handling, taking of bookings and tickets and assists generally in the day-to-day activities of the operation;

Takes classes and directs leisure activities;

Supervises public swimming;

Attends to health and safety of the public;

Sells programmes/tickets and gives change;

Co-ordinates events and bookings;

Undertakes receptionist duties;

Undertakes office administrative duties;

Attends to equipment and displays e.g., pool attendant, athletic track attendants; archery attendant.
Safeguards individuals e.g. childcare attendants. 

Undertakes cooking duties associated with basic foods e.g. snacks and grills. Takes orders and maintains cleanliness of customer space and service areas. Serves foods and beverages.

5.2.3	Casual Level C 

Means an employee who has completed structured training recognised by the industry as relevant and appropriate to perform work within the scope of this level. 

(a)	An employee at this level: 

Assists in the provision of on-the-job training where applicable; 

Exercises discretion within one’s own level of skill and training;

Takes responsibility for the quality of one’s work (subject to routine supervision);

Exercises good keyboard skills and knowledge of office procedures/equipment/systems; 

Is capable of and may perform Level A and Level B duties. 

(b)	Indicative of some of the tasks which an employee at this level may perform: 

Is employed as Gym Exercise Specialist;

Is employed as Head Coach;

Undertakes general cooking duties and assists with specialist cooking duties.  Performs higher level waiting and customer service duties.

In the absence of Line Supervisors, acts in an appropriate way to supervise the work Areas to ensure delivery of services.

5.3	Classifications (Skill/Definitions) for casual event staff employees at the Quaycentre: 

5.3.1	Level 1

(a)	An employee at this level: 

Has no qualifications and performs duties of a routine nature, requiring the use of minimum judgement and supervision.

Includes the initial recruit who may have limited relevant experience.

Communicates with the public in a courteous and tactful manner.

Works under close supervision and undergoes on-the-job training, 

(b)	Indicative of some of the tasks which an employee at this level may perform: 

would perform the function of car parking attendant, door attendant, door attendant or usher cashier (including basic clerical and office duties including answering the phone).

Upon completion of 400 hours of employment at Level 1, an employee will be reclassified to Level 2.


5.3.2	Level 2

(a)	An employee at this level: 
Has undertaken structured training recognised by the Centre's management as being relevant; or

Completed 400 hours employment at the level required of a Level 1 operative or equivalent work within the leisure and recreation or venue management sector.

works in a team environment under routine supervision and assists with the provision of on-the-job training to a limited degree.

Where appropriate, holds and maintain first-aid qualifications recognised as being in accord with the safe and effective conduct of duties involving public and employee health and safety.

(b)	Indicative of some of the tasks which an employee at this level may perform: 

Program selling/merchandise selling;

Processing ticket sales and bookings;

Conduct tours of the Centre or associated facilities;

Supervise uniform room.

5.3.3	Level 3

(a)	An employee at this level: 

exercises discretion within one's own level of skill and training and has delegated responsibility for work under their control or supervision in terms of allocation of duties, co-ordinating workflows, checking progress, quality of work and resolving problems, as well as counselling staff for performance and work-related problems where required.

(b)	Indicative of some of the tasks which an employee at this level may perform: 

trains new employees at Levels 1 and 2 and supervises a discrete section or group; 

acts as an assistant theatre manager or event co-ordinator/client liaison, audio visual technician.

5.3.4	Level 4

(a)	An employee at this level: 

is subject to broad guidance or direction, 

reports to more senior staff as required.

would have worked or studied in a relevant field and/or have specialist knowledge, qualifications and experience sufficient to enable them to advise on a range of activities and features and contribute, as required, to the determination of objectives, within their delegated area of supervision, including box office management, theatre craft, event management, publicity and promotion.




5.4	Classifications (Skill/Definitions) for gymnastics program employees at the Quaycentre: 

5.4.1	Level 1

(a)	An employee at this level: 

is an employee who is undertaking training which may include information on the employer’s business, conditions of employment, introduction of supervisors and fellow workers, training and career path opportunities, occupational health and safety, equity, and quality assurance.

An employee at this level performs routine duties essentially to the level of his/her training:

exercises minimal judgement;

works under direct supervision;

(b)	whilst undertaking structured training/learning the employee may be engaged in one or more of the following duties:

- undertakes basic safety checks of equipment and the floor area;

- provides gymnastic instruction to classes by following programmed lessons/activities;

- judges gymnastic performance for Industry Levels 1-3;

- undertakes set-ups and pull-downs, under supervision;

- prepares participant injury reports.

5.4.2	Level 2

(a)	An employee at this level: 

has completed the Industry recognised level of training so as to enable him/her to perform work within the scope of this level. An employee at this level performs work above and beyond the skills of an employee at Level 1 and to the level of his/her training.

works from instructions or procedures and works under direct supervision either individually or in a team environment.

(b)	is primarily engaged in one or more of the following duties:

- instructs classes up to Industry Level 3;

- develops lower level gymnastics programs/lessons;

- judges gymnastic performance for Industry Levels 1-6;

- attends external basic competitions with program participants;

- undertakes set ups and pull downs.






5.4.3	Level 3

(a)	An employee at this level: 

has completed structured training recognised by the industry as relevant and appropriate to perform within the scope of this level.

is responsible for the quality of their own work subject to routine supervision either individually or in a team environment;

exercises discretion within their level of skills and training;

assists in the provision of on-the-job training of employees at Levels 2 and 1 where applicable.

(b)	Indicative of some of the tasks which an employee at this level may perform: 

- instructs classes up to Industry Level 6;

- judges gymnastic performance for Industry Levels 1-6

- develops gymnastics programs/lessons of an intermediate nature;

- attends external higher level competitions with program participants;

- certifies completion of safety checks for equipment and the floor area;

- Undertakes set ups and pull downs; 

- discusses routine participant issues with parents.

5.4.4	Level 4

(a)	An employee at this level: 

Must be capable of performing the indicative skills of a Level 3 employee and must also be able to work from complex instructions:

(b)	Indicative of some of the tasks which an employee at this level may perform: 

- instructs classes up to Industry Level 10;

- coordinates activities across the gymnastics floor area.

- supervises set up and pull downs;

- assesses participant ability for progression and competition participation.

5.4.5	Level 5

(a)	An employee at this level: 

has an Advanced Industry qualification and is competent to perform work within the scope of this level.

An employee at this level is responsible for supervision, training and co-ordination of employees within their respective work area to ensure delivery of service.


(b)	Indicative of some of the tasks which an employee at this level may perform: 

- Instructs advanced and elite program classes;

- organises competition entry;

- develops gymnastics programs/lessons of an advanced and elite nature;

- makes decisions on participants’ progression;

- works with Levels 1 to 4 to address/correct participant technique/capability/progression issues;

- discusses program and participant matters with parents;

5.4.6	Level 6

(a)	An employee at this level: 

is engaged in supervising, training and co-ordinating staff and is responsible for the maintenance of service and operational standards and exercises substantial responsibility and independent initiative and judgement with a requisite knowledge of their specific field and of the employer’s business.

would hold formal technical qualifications relevant to the employer which are required by the employer to perform the job, and

would have worked in a relevant field and have specialist knowledge and experience, sufficient for them to give advice and/or guidance to their organisation and/or clients in relation to specific areas of their responsibility. 

(b)	Indicative of some of the tasks which an employee at this level may perform: 

- general supervision of gymnastics centre and program;

- Instruct elite program classes;

- develop gymnastics programs/lessons of an elite nature;

- centre administration involving supervision of staff and systems and co-ordinating competitions;

- develops in-house training programs for instructors

- prepares reports for management on program performance and program initiatives, 

- discusses a broad range of program/participant matters with parents.

- may represent the program or centre in external forums where requested and approved.

6.  Income Protection Plan

6.1	All full-time, part-time and casual employees at the Aquatic, Athletic and Archery Centres, and Satellite Sports Venues who are members of the AWU to whom this award applies will be covered by the Sickness and Accident Income Protection Plan approved and endorsed by the AWU (provided by Chifley Financial Services).  It is a term of this award that the employer will bear the costs of 1.55% of gross weekly pay per week per member towards providing income protection with a maximum payment of $4.55 per week for casuals.

6.2	All Quaycentre casual event staff and gymnastic program employees employed in classifications provided in Clause 5 who are members of the union to whom this award applies will be covered by the Sickness and Accident Income Protection Plan approved and endorsed by The Australian Workers' Union.  It is a term of this award that the employer will bear the costs of a daily premium of $1.00 per employee per day worked to cover employees who are members of the union

7.  Hours of Work

7.1	The Hours of Work for Aquatic, Athletic and Archery Centres’, Satellite Sports Venues and Gymnastics Program employees at the Quaycentre (excepting gymnastic program casual staff) are those outlined at subclauses 7.2 to 7.5 below. Hours of Work for Quaycentre casual event staff employees are outlined at clause 7.6. Hours of Work for Quaycentre casual gymnastic program employees are outlined at subclause 7.7.

7.2	The ordinary hours of work, exclusive of mealtimes, will not exceed an average of 38 hours per week, between the hours of 4.30 am and 11.00 pm. The ordinary hours of work may be extended to 2.00 am to cover special events, provided that management gives all employees involved seven clear days' notice of the extension of ordinary hours, or upon agreement between the employer and employee. 

7.3	The employer will arrange the working of the thirty-eight hour week in one of the following ways: 

7.3.1	by employees working less than eight hours per day; 

7.3.2	by employees working less than eight hours on one or more days in each week; or 

7.3.3	by working up to ten hours on one or more days in the week. 

7.4	Employees other than maintenance employees, pool attendants, and those employees employed in the gym will be entitled to receive 4 sets of 2 consecutive days off in each 28 day period.

7.5	Notwithstanding the provision of subclause 7.1 & 7.3 the employer and employee may agree to change the rostered time of ordinary hours by one week’s notice or with the consent of the employee at any time. 

7.6	The ordinary hours of work for Quaycentre casual event staff employees will be rostered, between the hours of 7.00 am and 11.30 pm.  The ordinary hours of work may be extended to 2.00 am to cover special events, provided that management gives all employees involved 7 clear days' notice of the extension of ordinary hours, or upon agreement between the employer and employee.

7.7	The ordinary hours of work for Quaycentre gymnastics program casual employees will be up to 8 hours on any shift

7.8	All ordinary work by a gymnastics program employee, including an ordinary casual, on a Saturday will be paid at the ordinary time classification rate of pay plus a penalty equal to 30 per cent of the employee’s ordinary time classification rate of pay. All ordinary work by a gymnastics program employee, including an ordinary casual on a Sunday will be paid at the ordinary time classification rate of pay plus a penalty equal to 60 per cent of the employee’s ordinary time classification rate of pay.

8.  Full-Time, Part-Time, Temporary and Casual Employees

8.1	An employee at the Aquatic, Athletic or Archery Centres or the Satellite Sports Venues, or an employee at the Quaycentre engaged in a classification under subclause 5.4 will be engaged as either a full-time, part-time, temporary or casual employee. Quaycentre event staff engaged under this Award will be engaged as casual employees.

8.2	A full-time employee is an employee who is engaged to work an average 38 hours per week. 

8.3	A part-time employee is an employee engaged to work a minimum of 10 hours work per week. A part-time employee will receive sick leave, annual leave and long service leave on a pro rata basis. 
8.4	A casual employee is an employee engaged and paid as such. A casual employee at the Aquatic, Athletic and Archery Centres or Satellite Sports Venues will be paid the appropriate hourly rate as set out in Table 2 of Part B. A casual event staff employee at the Quaycentre will be paid the hourly rate as set out in Table 3 of Part B. A casual employee at the Quaycentre engaged in a classification under Clause 5.4 will be paid either on an ordinary or ‘all-up’ basis as set out in subclause 4.5

8.5	The casual hourly rate contained in this award, contains a component in lieu of any entitlement to sick leave, paid bereavement leave, paid personal carer’s leave, annual leave and annual leave loading. 

8.6	A casual employee, except as provided for in subclauses 8.7 and 4.5 (ii) will receive a minimum payment of 3 hours for each engagement. 

8.7	Casual employees involved in the presentation or conducting of sports, games and training e.g. instructors, will receive a minimum payment of one hour, except those so engaged at the Sydney Athletic Centre, and casual event staff at the Quaycentre engaged in a classification under subclause 5.3, who will receive a minimum payment of 3 hours.

8.8	Casual rosters may be changed by management provided that shifts are not shortened to less than the minimums referred to in 8.7. 

8.9	A temporary employee is an employee who is employed on a full-time or part-time basis for a fixed period. An employee who is engaged on this basis will be notified in writing of the dates on which their engagement will commence and cease. The commencing and ceasing dates may be varied by agreement subject to the provisions of the Government Sector (GSE) Act 2013, GSE Regulation 2014 and the GSE Rules. 

9.  Higher Duties

9.1	An employee required to perform the entire function of a role attracting a higher level under the award will, on each occasion, be paid the entire difference between their own salary and the salary of the higher role on the fifth and subsequent days of acting up to the higher role. 

9.2	The parties to the Award agree that employees required to be in charge of the Pool Deck (that is employees who are rostered on to open and close the Aquatic Centre) will at all times be paid at Level 3 or above.

10.  Meal Breaks

10.1	The provisions of subclauses 10.2 to 10.6 apply to employees of the Aquatic, Athletic and Archery Centres and Satellite Sports Venues

10.2	Employees will be entitled to an unpaid meal break of 30 minutes which will be taken no more than five hours after commencing duty. 

10.3	Employees working more than six hours per day (excluding breaks) will also be entitled to two paid ten minutes rest breaks either side of the unpaid meal break. 

10.4	The employer and employee will determine the time at which a rest break will be taken. 

10.5	Where an employee is required to work in excess of ten ordinary hours, discussions will occur between the employee and his/her supervisor as to whether an additional unpaid meal break of 30 minutes is warranted and if so, the time at which that meal break should be taken. 

10.6	Staff engaged as casual pool attendants will be given a paid break of 10 minutes within three hours of commencing duty, with a further paid break of ten minutes should work be required after six hours, in lieu of the provisions outlined in subclause 10.2 above. 

10.7	Quaycentre casual event staff employees who are required to work on any shift for more than 5 hours will be entitled to a paid meal break of 30 minutes which should be taken no more than 5 hours after commencing duty. 

10.8	Quaycentre gymnastics program employees will be entitled to an unpaid meal break of not less than 30 minutes and not more than one hour not more than 5 hours after commencing duty. 

10.9	Notwithstanding the provisions of subclause 10.1 and 10.8 the employer and employee can determine the appropriate time to take a meal break by mutual agreement. 

11.  Overtime

11.1	The provisions of subclauses 11.2 to 11.6 apply to employees of the Aquatic, Athletic and Archery Centres, Satellite Sports Venues and Gymnastic Program staff at the Quaycentre, excluding casual gymnastic program employees.

11.2	All time worked in excess of an average of thirty-eight hours in any one week outside the spread of hours prescribed in subclause 7.1 of this award or in excess of ten hours in one day will be paid as overtime or given as time off in lieu. 

11.3	All excess hours must be authorised by the appropriate supervisor in each section, prior to any overtime being worked. 

11.4	By mutual agreement, excess hours will be paid as overtime or taken off, as time off in lieu.  Time off in lieu will be at the overtime rate of time and a half for the first two hours and double time thereafter. This means each excess hour worked will entitle an employee to either one and a half or two hours as time off in lieu. All accrued time off in lieu will be taken two months after it falls due unless there is mutual agreement between the employer and employee to do otherwise. The maximum number of hours to be accrued at any time is 38. 

11.5	Where it is impracticable for the excess hours to be taken off as time off in lieu, it will be paid for at the rate of time and one half for the first two hours and double time thereafter for overtime worked Monday to Saturday. All overtime worked on a Sunday will be paid at double time.

11.6	An employee (other than a casual employee) who works so many excess hours between the termination of ordinary work on one day and the commencement of ordinary work on the next day, that the employee has not had at least ten (10) consecutive hours off duty between those times, will be released after the completion of such overtime until ten (10) consecutive hours has been allowed without loss of pay for ordinary working time occurring during such absence. 

11.7	Overtime will be paid to Quaycentre casual event staff employees where

(a)	the hours of work exceed 10 in any day;

(b)	the hours of work extend beyond the time limits specified in subclause 7.6, 

(c)	the employee receives less than a 10-hour break between work on consecutive days

11.8	Overtime for Quaycentre casual event staff employees will be paid on the hourly rates contained in Table 3 of Part B, based on time and one half for the first 2 hours and double time for each hour worked thereafter calculated to the nearest quarter hour for overtime worked Monday to Saturday. All overtime worked on a Sunday will be paid at double time.

11.9	Overtime for casual gymnastic program staff will be paid on the loaded casual rate (i.e. 15 per cent or 30 per cent) based on time and one half for the first 2 hours and double time for each hour worked in excess of 8 hours, calculated to the nearest quarter hour for overtime worked Monday to Saturday. All overtime worked on a Sunday will be paid at double time.


12.  Public Holidays

12.1	The days on which New Year’s Day, Australia Day, Good Friday, Easter Saturday, Easter Sunday, Easter Monday, Anzac Day, Queen’s Birthday, Labour Day, Christmas Day, Boxing Day or any additional public holidays or substituted public holidays proclaimed for the State of New South Wales under the Public Holidays Act 2010, will be holidays and no deduction will be made in respect of such holidays from the wages due to any employee (except casuals) for the week in which such holiday or holidays occur. 

12.2	Provided that the abovementioned holiday may be substituted for another day off by agreement between the employer and employee(s) to be taken within one (1) month of the said holiday or adjacent to a period of annual leave. 

12.3	Any fulltime or part-time employee, including a temporary employee, who is required to work on a public holiday will be entitled to either time and one half hours pay for each hour worked as well as a day off in lieu at a time mutually agreed; or double time and one half for each hour worked on the public holiday. Casual employees (but not including Quaycentre casual event staff employees) who are required to work on a public holiday will be entitled to double time and one half of the base rate of pay for each hour work on the public holiday. Quaycentre casual event staff employees who are required to work on a public holiday will be paid at the hourly rate applicable in Table 3

12.4	Full time, part time and temporary employees who are absent from work on the day before or the day after a public holiday will provide the employer with proof of sickness (by way of a medical certificate) prior to receiving payment for those days. 

12.5	A shift worker rostered off duty on a Public Holiday will elect to be paid one day’s pay for that Public Holiday or to have one day added to his/her annual holidays for each such day;

12.6	A full-time, part-time or temporary employee, who presents proof of purchase of a ticket to the Union’s Picnic Day function, at least ten calendar days in advance of the event, will be entitled to paid leave to attend the function.  The Union will advise management at least three months prior to the event of any change of date to the Picnic, which will otherwise be held on the first Monday in December.

13.  Sick Leave

13.1	A fulltime employee who has been employed prior to 1 January 2019 will be entitled to ten days sick leave per year of service. Effective from 1 January 2019 a full-time employee is entitled to 15 days sick leave per year of service.  Part-time employees will be entitled to a proportionate amount of sick leave. 

13.2	If the full period of sick leave is not taken in any one year, the whole or untaken portion will accumulate from year to year. 

13.3	An employee will not be entitled to sick leave for any period in respect of which such employee is entitled to worker’s compensation. 

13.4	Where an employee is ill or incapacitated on a rostered day off or not rostered on a shift will not be entitled to sick pay on that day nor will his/her entitlement to sick leave be reduced as a result of such illness or incapacity. 

13.5	Where an employee is absent for more than one consecutive day, or more than five single days in a year, the employee will provide the employer with a doctor’s certificate. 

13.6	The employee, wherever possible, will, prior to the commencement of the absence on sick leave, inform the employer of their inability to attend for duty and as far as practicable, the estimated duration of the absence. 

14.  Personal Carer’s Leave

14.1	Use of Sick Leave: 
14.1.1	An employee, other than a casual employee, with responsibilities in relation to a class of person set out in subclause 14.1.6 (b), who needs the employee’s care and support, will be entitled to use, in accordance with this clause, any current or accrued sick leave entitlement, provided for in clause 13, Sick Leave, for absences to provide care and support, for such persons, when they are ill, or who require care due to an unexpected emergency. Such leave may be taken for part of a single day. 

14.1.2	Note: In the unlikely event that more than 10 days sick leave in any year is to be used for caring purposes the employer and employee will discuss appropriate arrangements which, as far as practicable, take account of the employer’s and employee’s requirements.

14.1.3	Where the parties are unable to reach agreement the disputes procedure at Clause 30 should be followed.

14.1.4	The employee will, if required

(a)	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, or

(b)	establish by production of documentation acceptable to the employer, or a statutory declaration, the nature of the emergency and that such emergency resulted in the person concerned requiring care by the employee.

14.1.5	In normal circumstances, an employee must not take carer's leave under this clause where another person had taken leave to care for the same person.

14.1.6	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: 

(i)	a spouse of the employee, or 

(ii)	a de facto spouse, who is a person of the opposite sex to the employee, who lives with the employee as the husband or wife of that person on a bona fide domestic basis although not legally married to that person; or 

(iii)	a child or an adult child (including an adopted child, a 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 

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

(v)	a relative of the employee who is a member of the same household, where for the purpose of this clause: 

"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. 

14.1.7	An employee will, 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 level and the estimated length of absence. If it is not practicable for the employee to give prior notice of absence, the employee will notify the employer by telephone of such absence at the first opportunity on the day of absence. 

14.2	Use of Unpaid Leave: 

14.2.1	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 subclause 14.1.6 (b) who is ill, or who requires care due to an unexpected emergency.

14.3	Use of Annual Leave: 

14.3.1	An employee may elect, with the consent of the employer, subject to the Annual Holidays Act 1944, to take annual leave not exceeding ten days in single day periods or part thereof, in any calendar year at a time or times agreed by the parties. 

14.3.2	Access to annual leave, as prescribed in subclause 14.3.1, will be exclusive of any shutdown period provided for elsewhere under this award. 

14.4	Use of Time Off in Lieu of Payment of Overtime: 

14.4.1	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 2 months of the said election. 

14.4.2	Overtime taken as time off during ordinary time hours will be available at the rate of time and one half for the first two hours worked and double time thereafter. 

14.4.3	If, having elected to take time in lieu of payment of overtime in accordance with subclause 14.4.1, the time in lieu is not taken, for whatever reason, payment for time accrued at overtime rates will be made at the expiry of the 2 month period or on termination. 

14.4.4	Where no election is made in accordance with subclause 14.4.1, the employee will be paid overtime rates in accordance with the award. 

14.5	Use of Make-Up Time: 

14.5.1	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. 

14.6	Personal Carer’s Entitlement for Casual Employees

14.6.1	Subject to the evidentiary and notice requirements in subclause 14.1.4, casual employees are entitled to not be available to attend work, or to leave work if they need to care for a person prescribed in subclause 14.1.6 (b) who is sick and requires care and support, or who requires care due to an unexpected emergency, or the birth of a child.

14.6.2	The employer and the employee will agree on the period for which the employee will be entitled to not be available to attend work. In the absence of agreement, the employee is entitled to not be available to attend work for up to 48 hours (i.e. two days) per occasion. The casual employee is not entitled to any payment for the period of non-attendance.

14.6.3	An employer must not fail to re-engage a casual employee because the employee accessed the entitlements provided for in this clause. The rights of an employer to engage or not to engage a casual employee are otherwise not affected.

15.  Bereavement Leave

15.1	A full-time or part-time employee, including a temporary employee, will be entitled to a maximum of three days leave without loss of pay on each occasion and on the production of satisfactory evidence of death within Australia of a member of the employee’s family or household (as defined in subclause 14.1.6 (b)). 

15.2	An employee will not be entitled to bereavement leave under this clause during any period in respect of which the employee has been granted other leave. 

15.3	Bereavement leave may be taken in conjunction with other leave available under subclauses 14.2, 14.3, 14.4 and 14.5. Where such other available leave is to be taken in conjunction with bereavement leave, consideration will be given to the circumstances of the employee and the reasonable operational requirements of the employer.

15.4	Bereavement Leave for casual employees

15.4.1	Subject to the evidentiary and notice requirements in subclause 14.1.4, casual employees are entitled to not be available to attend work, or to leave work upon the death in Australia of a person prescribed in subclause 14.1.6 (b).

15.4.2	The employer and the employee will agree on the period for which the employee will be entitled to not be available to attend work. In the absence of agreement, the employee is entitled to not be available to attend work for up to 48 hours (i.e. two days) per occasion. The casual employee is not entitled to any payment for the period of non-attendance.

15.4.3	An employer must not fail to re-engage a casual employee because the employee accessed the entitlements provided for in this clause. The rights of an employer to engage or not engage a casual employee are otherwise not affected.

16.  Parental Leave

16.1	Refer to Part 4 of Chapter 2 of the Industrial Relations Act 1996 (NSW). The following provisions will also apply in addition to those set out in the Industrial Relations Act 1996 (NSW).

16.2	An employer must not fail to re-engage a regular casual employee (see section 53(2) of the Act) because:

(a)	the employee or employee's spouse is pregnant; or

(b)	the employee is or has been immediately absent on parental leave.

16.3	Right to request

An employee entitled to parental leave may request the employer to allow the employee:

16.3.1	to extend the period of simultaneous unpaid parental leave up to a maximum of eight weeks;

16.3.2	to extend the period of unpaid parental leave for a further continuous period of leave not exceeding 12 months;

16.3.3	 to return from a period of parental leave on a part-time basis until the child reaches school age;

to assist the employee in reconciling work and parental responsibilities.

16.4	The employer will consider the request having regard to the employee’s circumstances and, provided the request is genuinely based on the employee’s parental responsibilities, may only refuse the request on reasonable grounds related to the effect on the workplace or the employer’s business. Such grounds might include cost, lack of adequate replacement staff, loss of efficiency and the impact on customer service.

16.5	Employee’s request and the employer’s decision to be in writing

16.5.1	The employee’s request and the employer’s decision made under subclause 16.4 and 16.5 must be recorded in writing.

16.6	Request to return to work part-time

Where an employee wishes to make a request under subclause 16.3 such a request must be made as soon as possible but no less than seven weeks prior to the date upon which the employee is due to return to work from parental leave.

16.7	Communication during parental leave

16.7.1	Where an employee is on parental leave and a definite decision has been made to introduce significant change at the workplace, the employer will take reasonable steps to:

(a)	make information available in relation to any significant effect the change will have on the status or responsibility level of the role the employee held before commencing parental leave; and

(b)	provide an opportunity for the employee to discuss any significant effect the change will have on the status or responsibility level of the role the employee held before commencing parental leave.

16.7.2	The employee will take reasonable steps to inform the employer about any significant matter that will affect the employee’s decision regarding the duration of parental leave to be taken, whether the employee intends to return to work and whether the employee intends to request to return to work on a part-time basis.

16.7.3	The employee will also notify the employer of changes of address or other contact details which might affect the employer’s capacity to comply with paragraph 16.7.1.

17.  Leave for Matters Arising from Domestic Violence

17.1	For the purposes of this clause Domestic Violence means domestic violence as defined in the Crimes (Domestic and Personal Violence) Act 2007.

17.2	Leave entitlements provided for in clause 13, Sick leave and clause 14, Personal carer’s leave, may be used by employees experiencing domestic violence.

17.3	Where the entitlements referred to in subclause 17.2 are exhausted, the employer will grant up to five days paid special leave to be used for absences from the workplace to attend to matters arising from domestic violence situations.

17.4	The employer will need to be satisfied, on reasonable grounds, that domestic violence has occurred and may require proof presented in the form of an agreed document issued by the Police Force, a Court, a Doctor, a Domestic Violence Support Service, or a Lawyer.

17.5	Personal information concerning domestic violence will be kept confidential by the employer.

17.6	The employer, where appropriate, may facilitate flexible working arrangements subject to operational requirements, including changes to working times and changes to work location, telephone number, and email address.

18.  Terms of Engagement

18.1	Full-time and part-time employees at the Aquatic, Athletics and Archery Centres and Satellite Sports Venues employed in classifications under subclause 5.1 will be engaged by the week and their engagement will only be terminated by the employer or employee giving the notice prescribed below, or by payment or forfeiture, as the case may be of the appropriate wages in lieu of notice. 

	Levels 1 & 2
	1 week

	Level 3
	2 weeks

	Level 4 
	4 weeks



18.2	A temporary employee will be employed for a fixed period. The engagement of a temporary employee may be varied by agreement between the employer and employee. Notwithstanding the above provisions, a fixed term contract may be terminated by one week’s notice on either side or by the payment or forfeiture, as the case may be, of a week’s wages in lieu of notice thereof. 

18.3	Full-time and part-time gymnastics program employees employed in classifications under subclause 5.4 will be engaged by the week and their engagement may be terminated by the employer or employee giving one week’s notice, or by payment or forfeiture, as the case may be of the appropriate wages in lieu of notice. 

18.4	The provisions outlined in subclauses 18.1 and 18.2 will not affect the right of an employer to dismiss any employee without notice for misconduct or other neglect of duty. 

18.5	The employer will have the right to deduct payment for the time of non-attendance by any employee who fails to attend for duty, or absents himself/herself from duty, without leave.

19.  Training Wage

19.1	See the Theatrical Employees (Training Wage) (State) Award. 

20.  Payment of Wages

20.1	Wages will be paid fortnightly by Electronic Funds Transfer.

21.  Annual Leave and Annual Leave Loading

21.1	Full-time and part-time employees employed on or prior to 19 April 1999 will receive annual leave of five weeks per annum plus 17.5% Annual Leave Loading, upon the completion of twelve months service. 

21.2	Part time employees employed after 19 April 1999 will be entitled to four (4) weeks paid annual leave per annum plus 17.5% Annual Leave Loading, upon the completion of twelve months service. 

21.3	Full-time employees employed after 19 April, 1999 will be entitled to annual leave of five weeks per annum plus 17.5% annual leave loading, upon the completion of twelve months service. 

21.4	Full-time and part-time gymnastics program employees employed in the classifications under subclause 5.4 will be entitled to four (4) weeks paid annual leave per annum plus 17.5% Annual Leave Loading, upon the completion of twelve months service. 

21.5	The loading referred to in subclauses 21.1, 21.2, 21.3 and 21.4 above will be paid to all weekly employees upon the anniversary of their entitlement, as a lump sum. 

21.6	Temporary employees who are engaged on a contract of less than twelve months will be entitled to annual leave loading, provided that they have been employed as either a casual or weekly employee for a period of longer than twelve months in total, as on aggregate of full-time, part-time or casual employment. 

21.7	Cashing out of Annual leave

21.7.1	Full-time and part-time employees who are entitled to annual leave of 5 weeks per annum under subclause 21.1 or subclause 21.3 will be able to elect to cash out 1 weeks annual leave, on a single occasion, once in each calendar year. This provision does not apply to employees who accrue 4 weeks annual leave per annum under subclauses 21.2 and 21.4

21.7.2	Employees wishing to cash out leave will indicate their intention in writing, or by email.

21.7.3	The cashing out of leave under subclause 21.7 is not available to employees, where the cashing out of leave would result in the employee’s leave balance reducing to below 4 weeks at the time of cashing out.

21.8	Clause 21 does not apply to casual employees

22.  Long Service Leave

22.1	The New South Wales Long Service Leave Act 1955 applies.

23.  Consultation and Union Access 

23.1	A meeting will be held every two months between employee representatives, the Union Official and the Director of the Sydney Olympic Park Sports Venues for the purpose of discussing matters affecting the employment, productivity and efficiency at the Sydney Olympic Park Sports Venues. 

23.2	The Employer recognises the rights of employees to elect union delegates as their representative for the purposes of this Award and to enhance the consultative mechanism.

23.3	Where operational matters permit, and subject to sufficient notice to management, accredited union delegates will be allowed reasonable time in work hours to prepare for and meet with management, a union official or employees they represent on urgent matters affecting union members. Management agreement will not be unreasonably withheld. 

Collective meetings of employees with a union official or accredited union delegate will be held during a lunch or other work break or outside hours unless otherwise agreed by management.

23.4	The Employer will provide accredited delegates with reasonable access to the following facilities for authorised union activities

23.4.1	Computer for word processing and related purposes, email, telephone, photocopier, facsimile machine and a private meeting room, if and when necessary.

23.4.2	Access to a notice board for material authorised by the union. The Employer will have the right to decline the posting of material at its discretion but will not unreasonably do so.

23.5	Union Delegates will be allowed to undertake the following activities without deduction from ordinary time earnings, subject to operational requirements and management agreement. Management will not unreasonably withhold agreement.

23.5.1	Up to 6 days per annum for training courses conducted by the union or a training provider nominated by the union; or to attend union conferences or industry meetings.

23.5.2	Attendance at, and reasonable preparation time for, industrial proceedings that directly affects the area or employee(s) that the union delegate represents.

23.5.3	Presenting information on the union and union’s activities at induction sessions for new employees

24.  Labour Flexibility

24.1	Employees covered by this award will perform all work within their skill and competence including but not limited to work which is incidental but not peripheral to their main tasks and functions. 




25.  Uniforms and Protective Clothing

25.1	Where employees are required to wear a uniform they will be provided to the employee free of charge. Employees required to work in the rain will be provided with oilskins, gumboots or other protective clothing, free of charge. 

25.2	Upon termination of employment all uniforms and property belonging to the employer will be returned by the employee to the employer properly laundered and/or in working order. 

26.  Tools and Equipment

26.1	All tools and equipment required by the employees to perform their duties will be provided by the employer, free of charge. Any other authorised work-related expenses will be reimbursed to the employee subject to satisfactory verification of the expense. 

27.  Change Rooms

27.1	The employer will provide a change room for the use of the employees, free of charge. Such change room will be equipped with hot and cold showers and will be fitted with individual locker accommodation. 

28.  Redundancy

28.1	Application of this clause. 

28.1.1	This clause will apply in respect of fulltime and part-time employees as defined in clause 8

28.1.2	This clause will not apply to employees with less than one year’s continuous service

28.1.3	This clause will not apply where employment is terminated as a consequence of conduct that warrants dismissal, or in the case of employees engaged for a specific period of time, or for a specified task or tasks, where employment is terminated due to the ordinary turnover of labour.

28.2	Employer to Notify and Discuss Change

28.2.1	Where the employer has made a definite decision to introduce major changes that are likely to have significant effects on employees, for example in structure, technology and or program/service delivery, the employer will notify the employees who may be affected by the proposed changes and the union to which they belong

28.2.2	The employer will discuss with the employees affected and the union to which they belong, among other matters, the introduction of the changes referred to in paragraph 28.2.1, 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 will give prompt consideration to matters raised by the employees and/or the union in relation to the changes.

28.2.3	The discussion will commence as early as practicable after a definite decision has been made by the employer to make the changes referred to in 28.2.1

28.2.4	For the purpose of such discussion, the employer will 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 will not be required to disclose confidential information the disclosure of which would adversely affect the employer.

28.2.5	Where the employer has made a definite decision that the employer no longer wishes the job the employee has been doing done by anyone, pursuant to paragraph 28.2.1, and that decision may lead to the termination of employment, the employer will hold discussions with the employees directly affected and with the union to which they belong as early as practicable.
28.2.6	The discussions referred to in 28.2.5 will cover, among other matters 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, 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.

28.3	Notice of Termination of Employment

28.3.1	In order to terminate the employment of an employee for reasons arising from "structure", or "program/service delivery", in accordance with 28.2.1, the employer will 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



28.3.2	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, will be entitled to an additional week’s notice

28.3.3	Payment in lieu of the notice in 28.3.2 will 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

28.4	Notice for Technological Change

28.4.1	In order to terminate the employment of an employee for reasons arising from "technology" in accordance with 28.2.1, the employer will give to the employee three months’ notice of termination

28.4.2	Payment in lieu of the notice above will 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.

28.4.3	The period of notice required by this subclause to be given will 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.

28.5	Time Off During the Notice Period

28.5.1	During the period of notice of termination given by the employer, an employee will 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.

28.5.2	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 will, at the request of the employer, be required to produce proof of attendance at an interview or the employee will not receive payment for the time absent.

28.5.3	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 will 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 will not be entitled to payment in lieu of notice.



28.6	Transfer to Lower Paid Duties

28.6.1	Where an employee is transferred to lower paid duties for reasons set out in 28.2.1 the employee will 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.

28.7	Severance Pay

28.7.1	Where an employee is to be terminated pursuant to clause 28, subject to further order of the Industrial Relations Commission, the employer will 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 will pay in accordance with the following scale

	Years of Service
	Under 45 Years Age 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 will be in accordance with the following scale:

	Years of Service
	45 Years and over Age 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 will include, in addition to the ordinary rate of pay, over award payments, shift penalties and any allowances.

28.7.2	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 paragraph 28.7.1 if the employer obtains acceptable alternative employment for an employee.

29.  Major Interruption to Operations

29.1	Although a rare event, external factors such as acts of God or malicious acts by a third party or parties, or industrial action, breakdown of machinery or any other act or omission for which the employer is not responsible may result in the closure of the Centres.

29.2	In the first instance options for staff to work at another location will be investigated.

29.3	In instances where this is not possible, staff will be given the opportunity to access available annual and/or long service leave entitlements.
29.4	Where staff are not able to be placed in work pursuant to clause 29.2 or do not elect to access leave entitlements pursuant to clause 29.3, either party may make an application to the Industrial Relations Commission pursuant to s126 of the Industrial Relations Act 1996 for a stand down order.

30.  Grievance and Dispute Resolution Procedures

30.1	Procedures relating to grievances of individual employees. 

30.1.1	The employee is required to notify (in writing or otherwise) the employer as to the substance of the grievance, request a meeting with the employer for bilateral discussions and state the remedy sought. 

30.1.2	A grievance must initially be dealt with as close to its source as possible, with graduated steps for further discussion and resolution at higher levels of authority. 

30.1.3	Reasonable time limits must be allowed for discussion at each level of authority. 

30.1.4	At the conclusion of the discussion, the employer must provide a response to the employee’s grievance if the matter has not been resolved, including reasons for not implementing any proposed remedy.

30.1.5	While a procedure is being followed, normal work must continue. 

30.1.6	The employee may be represented by a union party to this award for the purpose of each procedure. 

30.1.7	The grievance may be referred to the New South Wales Industrial Relations Commission by any party for conciliation or arbitration if the matter is unresolved following the use of the above procedure.  

30.2	Procedures relating to disputes etc. between the employer and its employees. 

30.2.1	A question, dispute or difficulty must initially be dealt with as close to its source as possible, with graduated steps for further discussion and resolution at higher level of authority. 

30.2.2	Reasonable time limits must be allowed for discussion at each level of authority. 

30.2.3	While a procedure is being followed, normal work must continue. 

30.2.4	The employer may be represented by an industrial organisation of employers and the employees may be represented by a union party to this award for the purpose of each procedure. 

30.2.5	If the dispute resolution process is exhausted without the dispute being resolved, the parties may jointly or individually refer the matter to the NSW Industrial Relations Commission for conciliation and/or arbitration.

31.  Secure Employment

31.1	Objective of this Clause

The objective of this clause is for the employer to take all reasonable steps to provide its employees with secure employment by maximising the number of ongoing roles in the employer’s workforce, in particular by ensuring that casual employees have an opportunity to elect to become full-time or part-time employees.

31.2	Casual Conversion

31.2.1	A casual employee engaged by a particular employer on a regular and systematic basis for a sequence of periods of employment under this Award during a calendar period of six months will thereafter have the right to elect to have his or her casual contract of employment converted to ongoing full-time employment, or ongoing part-time employment, if the employment is to continue beyond the conversion process prescribed by this clause.

31.2.2	Every employer of such a casual employee will give the employee notice in writing of the provisions of this clause within four weeks of the employee having attained such period of six months. However, the employee retains his or her right of election under this clause if the employer fails to comply with this notice requirement.

31.2.3	Any casual employee who has a right to elect under paragraph 31.2.1, upon receiving notice under paragraph 31.2.2 or after the expiry of the time for giving such notice, may give four weeks’ notice in writing to the employer that he or she seeks to elect to convert his or her ongoing contract of employment to full-time or part-time employment, and within four weeks of receiving such notice from the employee, the employer will consent to or refuse the election, but will not unreasonably so refuse. Where an employer refuses an election to convert, the reasons for doing so will be fully stated and discussed with the employee concerned, and a genuine attempt will be made to reach agreement. Any dispute about a refusal of an election to convert an ongoing contract of employment will be dealt with as far as practicable and with expedition through the disputes settlement procedure.

31.2.4	Any casual employee who does not, within four weeks of receiving written notice from the employer, elect to convert his or her ongoing contract of employment to full-time employment or part-time employment will be deemed to have elected against any such conversion.

(i)	Once a casual employee has elected to become and been converted to a full-time employee or a part-time employee, the employee may only revert to casual employment by written agreement with the employer.

31.2.5	If a casual employee has elected to have his or her contract of employment converted to full-time or part-time employment in accordance with paragraph 31.2.3, the employer and employee will, in accordance with this clause, and subject to paragraph 31.2.3, discuss and agree upon:

(a)	whether the employee will convert to fulltime or part-time employment; and

(b)	if it is agreed that the employee will become a part-time employee, the number of hours and the pattern of hours that will be worked either consistent with any other part-time employment provisions of this award or pursuant to a part time work agreement made under Chapter 2, Part 5 of the Industrial Relations Act 1996 (NSW);

Provided that an employee who has worked on a full-time basis throughout the period of casual employment has the right to elect to convert his or her contract of employment to full-time employment and an employee who has worked on a part-time basis during the period of casual employment has the right to elect to convert his or her contract of employment to part-time employment, on the basis of the same number of hours and times of work as previously worked, unless other arrangements are agreed between the employer and the employee.

31.2.6	Following an agreement being reached pursuant to paragraph 31.2.5, the employee will convert to full-time or part-time employment. If there is any dispute about the arrangements to apply to an employee converting from casual employment to full-time or part-time employment, it will be dealt with as far as practicable and with expedition through the disputes settlement procedure.

31.2.7	An employee must not be engaged and re-engaged, dismissed or replaced in order to avoid any obligation under this clause.

31.2.8	The parties recognise the seasonal nature of casual employment at the Centres and acknowledge that regular and systematic work may extend over a number of months on a seasonal basis, but not over the full year. These circumstances will constitute valid grounds for the employer to not unreasonably refuse an employee’s election to convert to fulltime or part time employment (in accordance with paragraph 31.2.3) where the seasonal nature of the work can be demonstrated.

31.2.9	This clause does not apply to casual event staff employees at the Quaycentre in the classification described in subclause 5.3.

32.  Work Health and Safety

32.1	Work Health and Safety

32.1.1	For the purposes of this clause, the following definitions will apply:

(a)	A "labour hire business" is a business (whether an organisation, business enterprise, company, partnership, co-operative, sole trader, family trust or unit trust, corporation and/or person) which has as its business function, or one of its business functions, to supply staff employed or engaged by it to another employer for the purpose of such staff performing work or services for that other employer.

(b)	A "contract business" is a business (whether an organisation, business enterprise, company, partnership, co-operative, sole trader, family trust or unit trust, corporation and/or person) which is contracted by another employer to provide a specified   service or services or to produce a specific outcome or result for that other employer which might otherwise have been carried out by that other employer’s own employees.

32.1.2	Any employer which engages a labour hire business and/or a contract business to perform work wholly or partially on the employer’s premises will do the following (either directly, or through the agency of the labour hire or contract business):

(a)	consult with employees of the labour hire business and/or contract business regarding the workplace occupational health and safety consultative arrangements;

(b)	provide employees of the labour hire business and/or contract business with appropriate workplace health and safety induction training including the appropriate training required for such employees to perform their jobs safely;

(c)	provide employees of the labour hire business and/or contract business with appropriate personal protective equipment and/or clothing and all safe work method statements that they would otherwise supply to their own employees; and

(d)	ensure employees of the labour hire business and/or contract business are made aware of any risks identified in the workplace and the procedures to control those risks.

32.1.3	Nothing in clause 32 is intended to affect or detract from any obligation or responsibility upon a labour hire business arising under the Work Health and Safety Act 2011 or the Workplace Injury Management and Workers Compensation Act 1998.

32.2	Disputes Regarding the application of this clause

32.2.1	Where a dispute arises as to the application or implementation of this clause, the matter will be dealt with pursuant to the disputes settlement procedure of this award.

32.3	This clause has no application in respect of organisations which are properly registered as Group Training Organisations under the Apprenticeship and Traineeship Act 2001 (or equivalent interstate legislation) and are deemed by the relevant State Training Authority to comply with the national standards for Group Training Organisations established by the ANTA Ministerial Council.

32.4	The parties to this agreement are committed to continuous improvement in work health and safety (WHS) standards through the implementation of an organisational framework, involving all parties in protecting workers' health and safety.
In addition to initial work health and safety training for employee representatives, employee representatives may undertake one day per annum refresher training at a course, conference or seminar, chosen in consultation with the employer.

33.  No Extra Claims

33.1	The parties agree that, during the term of this award, there will be no extra wage claims, claims for improved conditions of employment or demands made with respect to the employees covered by the award and, further, that no proceedings, claims or demands concerning wages or conditions of employment with respect to those employees will be instituted before the Industrial Relations Commission or any other industrial tribunal.

The terms of the preceding paragraph do not prevent the parties from taking any proceedings with respect to the interpretation, application or enforcement of existing award provisions. 

34.  Anti-Discrimination

34.1	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. 

34.2	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. 

34.3	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. 

34.4	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)	a party to this award from pursuing matters of unlawful discrimination in any State or Federal jurisdiction. 

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

34.6	Employers and employees may also be subject to Commonwealth anti-discrimination legislation.

35.  Area, Incidence and Duration

35.1	This award will regulate the terms and conditions of employment of employees: 

(a)	of the Government of NSW employed in the Public Service under Division 1, Part 4 of the Government Sector Employment Act 2013 in the Sydney Olympic Park Authority, Department of Planning and Environment in the classifications prescribed by this Award at the Sydney Olympic Park Aquatic, Athletic and Archery Centres, and Satellite Sports Venues, and

(b)	not classified as staff members of the management team. 
(c)	of the Government of NSW employed in the Public Service under Division 1, Part 4 of the Government Sector Employment Act 2013 in the Sydney Olympic Park Authority, Department of Planning and Environment in the classifications prescribed by this Award in connection with (whether indoors or outdoors) any fixture, event, exhibition or performance at the Sydney Olympic Park Quaycentre, or associated facilities.

(d)	of the Government of NSW employed in the Public Service under Division 1, Part 4 of the Government Sector Employment Act 2013 in the Sydney Olympic Park Authority, Department of Planning and Environment in the classifications prescribed by this Award, in connection with the gymnastics program, at the Sydney Olympic Park Quaycentre, or associated facilities.

35.2	This award will not apply to employees employed in a security capacity in or in connection with, or in or about (whether indoors or outdoors), the Sydney Olympic Park Aquatic Centre, Sydney Olympic Park Athletic Centre, the Sydney Olympic Park Archery Centre, the Sydney Olympic Park Quaycentre and the Satellite Sports Venues.

35.3	This award will not apply to employees at the Quaycentre who from time to time may perform functions covered by the classification structure in subclause 5.3, who are engaged by the week.

35.4	This award is made following an application by the Sydney Olympic Park Authority, Department of Planning and Environment, under section 10 of the Industrial Relations Act 1996 and rescinds and replaces the Sydney Olympic Park Authority Managed Sports Venues Award 2020 published on 27 August 2021 (390 I.G. 78)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 Awards made by the Industrial Relations Commission of New South Wales on 28 April 1999 (310 I.G. 359) have been included in the award. 

35.5	The award will operate from 1 July 2022 and remain in force until 30 June 2023. 

35.6	The parties to this award have agreed to commence discussions for a new award 6 months prior to the nominal expiry date.

PART B

Table 1 - Rates of Pay for Full-Time Classifications under subclause 5.1

	Classification Level
	Salary from the first full
	Salary from the first full

	
	pay period on or after 
	pay period on or after 

	
	1 July 2021
	1 July 2022

	
	(2.04%)
	(2.53%)

	
	$
	$

	Level 1
	45,035
	46,175 

	Level 2
	50,653
	51,934 

	Level 3
	56,292
	57,717 

	Level 4
	67,530
	69,239 
















Table 2 - Hourly Rates of Pay for Casual Employees under subclause 5.2

	Classification
Level
	Hourly Rates 
from the first full pay period on or after 
1 July 2021 (2.04%)
$
	Saturday from the first full pay period on or after 
1 July 2021 (30% penalty 
rate loading)
$
	Sunday from 
the first full pay period on or after 
1 July 2021
(60% penalty 
rate loading)
$
	Hourly Rates 
from the first full pay period on or after 
1 July 2022 (2.53%)
$
	Saturday from the first 
full pay period on or after 
1 July 2022 (30% penalty 
rate loading)
$
	Sunday from 
the first full pay period on or after 
1 July 2022 (60% penalty 
rate loading)
$

	Level A
	26.34
	34.23
	42.13
	27.00
	35.10
	43.20

	Level B
	28.11
	36.55
	44.98
	28.82
	37.48
	46.12

	Level C
	29.90
	38.86
	47.84
	30.65
	39.84
	49.05



Table 3 - Hourly Rates of Pay for Quaycentre Casual Event Staff Employees under subclause 5.3

	Classification
Level
	Monday 
to Friday
from the 
first full 
pay period 
on or after 
1 July 2021
(2.04%)
$
	Saturday 
from the
first full 
pay period
on or after
1 July 2020
(30% 
penalty rate 
loading)
$
	Sunday 
from the
first full 
pay period
on or after
1 July 2020
(60% 
penalty rate
loading)
$
	Public 
holidays
from the 
first full
pay period 
on or after 
1 July 2021
(2.53%)
$
	Monday 
to Friday
from the 
first full 
pay period 
on or after 
1 July 2022
(2.53%)
$
	Saturday 
from the
first full 
pay period
on or after
1 July 2022
(30% 
penalty rate 
loading)
$
	Sunday 
from the
first full 
pay period
on or after
1 July 2022
(60% 
penalty rate
loading)
$
	Public 
holidays
from the 
first full
pay period 
on or after 
1 July 2022
(2.53%)
$

	Level 1
	25.07
	32.60
	40.11
	52.13
	25.71
	33.43
	41.13
	53.45

	Level 2
	26.86
	34.92
	42.97
	56.02
	27.54
	35.8
	44.06
	57.44

	Level 3
	29.90
	38.87
	47.84
	62.10
	30.65
	39.85
	49.05
	63.67

	Level 4
	35.56
	46.23
	56.90
	73.96
	36.46
	47.4
	58.34
	75.83



Table 4 - Rates of Pay for Full-Time Classifications under subclause 5.4

	Classification Level
	Salary from the first full
pay period on or after 
1 July 2021
(2.04%)
$
	Salary from the first full 
pay period on or after 
1 July 2022
(2.53%)
$

	Level 1
	727.20
	746.00 

	Level 2
	750.28
	769.00 

	Level 3
	781.54
	801.00 

	Level 4
	808.29
	829.00 

	Level 5
	857.18
	879.00 

	Level 6
	944.88
	969.00 



	Junior Rates for Levels 1, 2 and 3
	Percentage of Appropriate Adult Rate

	
	%

	At 16 years and under
	55

	At 17 years
	65

	At 18 years
	75

	At 19 years
	85

	At 20 years
	100







Table 5 - Other Rates and Allowances for Classifications under subclause 5.4

	Item No.
	Clause No.
	Brief Description
	Amount Per Week Salary
from the first full pay
period on or after
1 July 2021
$
	Amount Per Week Salary
from the first full pay
period on or after
1 July 2022
$

	1
	4.6 (a)
	Supervisory loadings - up to 5 employees
	30.53 per week
	31.00

	
	
	
	
	

	2
	4.6 (b)
	Supervisory loadings - 6 to 10 employees
	41.44 per week
	42.00

	3
	4.6 (c)
	Supervisory loadings - 11 or more employees
	55.81 per week
	57.00

	4
	4.7
	First-aid allowance
	14.27 per week
2.79 per week
	15.00
3.00

	5
	4.8
	Broken Shift Allowance
	15.32 per day
	16.00





J. WEBSTER, Commissioner


____________________


Printed by the authority of the Industrial Registrar.
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[bookmark: _Hlk90654908]1.  Arrangement

Clause No.	Subject Matter

1.	Arrangement
2.	Dictionary
3.	Salaries
4.	Deduction of Union Membership Fees
5.	Allowances
6.	Salary Progression and Maintenance
7.	Performance and Development Processes for Teachers 
8.	Salary Packaging
9.	Initial Appointments
10.	Teaching in More Than One Location
11.	Deferred Salary Scheme
12.	Compensation for Travel on Department Business
13.	Assessment and Reporting and Quality of Educational Outcomes
14.	Teacher Efficiency Process 
15.	Teaching Hours for Years 11 and 12 
16.	Allocation of Duties in High Schools
17.	Teaching Outside Normal School Hours
18.	Alternative Work Organisation
19.	Teachers Appointed to More than One School
20.	Qualifications, Recruitment and Training
21.	Calculation of Service
22.	Temporary Teachers
23.	Casual Teachers
24.	Relief in TP1 or AP1 position or Principal - Environmental Education Centre or Hospital School Grade 
25.	Training and Development
26.	Multi-skilling
27.	Duties as Directed
28.	Other Rates of Pay 
29.	Home School Liaison Officers and Aboriginal Student Liaison Officers - Special Conditions
30.	Teachers in Residential Agricultural High Schools -Special Conditions
31.	Dispute Resolution Procedures
32.	No Further Claims
33.	Anti-discrimination
34.	Work Health & Safety
35.	Secondary College of Languages
36.	Educational Paraprofessionals
37.	Australian Professional Standards for Teachers
38.	Area, Incidence and Duration

SCHEDULES

Schedule 1A - Teacher Salaries - Standards Based Remuneration - 2022 to 2023
Schedule 1B - Salaries - School Counsellor Salaries - 
Standards Based Remuneration – From 1 July 2022 to 2023
Schedule 1C - Salaries - Education Officers/Home School Liaison Officers/ Aboriginal Student Liaison Officers – 2022 to 2023
Schedule 2A - Salaries - Principals - New Classification Structure - 2022 to 2023
Schedule 2B - Salaries - Principals - Former Principal Classification Structure - 2022 to 2023 
Schedule 3 - Salaries - Other Promotion Classifications in the Teaching Service 
Schedule 4 - Rates of Pay - Casual Teachers - 2022 to 2023 
Schedule 5 - Other Rates of Pay - 2022 to 2023
Schedule 6 - Rates of Pay - Educational Paraprofessionals
Schedule 7 - Allowances
Schedule 8 - Locality Allowances
Schedule 9 - Excess Travel and Compensation for Travel on Official Business
Schedule 10 - Special Conditions Covering Home School Liaison Officers and Aboriginal Student Liaison Officers
Schedule 11 - Special Conditions Covering Teachers at Residential Agricultural High Schools
Schedule 12 – Secondary College of Languages – 2022 to 2023 
Schedule 13 - Australian Professional Standards for Teachers

2.  Dictionary

2.1	"Aboriginal Student Liaison Officer" means a person or teacher who has been temporarily appointed to the position of Aboriginal student liaison officer.

2.2	"Accredited" means a teacher who has demonstrated the Professional Teaching Standards at the level of Proficient, Highly Accomplished or Lead and has been accredited as such by a Teacher Accreditation Authority.  

2.3	"Alternate Period" means a period taught by a teacher being a period other than a period which the teacher is normally timetabled to teach and where the need for the period to be taught arises from the absence from duty on leave of another teacher.

2.4	"Assistant Principal" means a teacher who is appointed as such to assist a principal of a school in the management of the school.

2.5	"Associate Principal" means a teacher appointed as such to be responsible for the management, organisation, administration, supervision and efficiency of a school, other than P1-P5, where the school has been linked to a larger school in reasonable proximity and the administrative workload of the Associate Principal has been reduced.  
2.6	"Australian Professional Standards for Teachers" means the seven Standards which outline what teachers should know and be able to do prescribed by the Australian Institute for Teaching and School Leadership as attached at Schedule 13.

2.7	"Authority" means the NSW Education Standards Authority to oversee accreditation and recognition of a teacher’s professional capacity against the Australian Professional Standards under the Teacher Accreditation Act.

2.8	"Band 1 salary" means the salary which applies to teachers who have undertaken an approved initial teacher education program and met the Australian Professional Standards for Teachers at the Graduate level. It is mandatory for new teachers to be provisionally or conditionally accredited at Graduate teacher level to be approved for teaching in NSW.

2.9	"Band 2 salary" means the salaries which apply to teachers who are accredited at the level of Proficient. A Band 2 teacher has demonstrated the Australian Professional Standards for Teachers at the Proficient level and has been accredited as such by a Teacher Accreditation Authority.

2.10	 "Band 3 salary" means the salary which applies to teachers who are accredited at the level of Highly Accomplished or Lead. A Band 3 teacher has demonstrated the Australian Professional Standards for Teachers at the Highly Accomplished or Lead level and has been accredited as such by a Teacher Accreditation Authority.

[bookmark: _Hlk90655049]2.11	"Casual Teacher" means a teacher engaged, other than at the Secondary College of Languages, on an hourly or daily rate of pay in the Teaching Service.

2.12	"Conditionally accredited" means a teacher who has been conditionally accredited at the Graduate level who may have a degree or is in the process of obtaining further education or subject qualifications.

2.13	"Core Hours" means the normal daily hours of operation of a school during which classes are conducted and in a high or central school includes a daily core timetable of eight periods, or the time equivalent.

2.14	"Degree" means a course of study in a higher education institution leading to a degree as described in the Australian Qualifications Framework as at 1 January 1995.

2.15	"Department" means the Department of Education.

2.16	"Deputy Principal" means a teacher appointed as such who is the deputy to the principal in a school and who acts as substitute in the absence of the principal, and is required to assist generally in the management of the school and, as required, in the special duties of the principal.

2.17	"Diploma" means a course of study in a higher education institution leading to a diploma as described in the Australian Qualifications Framework as at 1 January 1995.

2.18	"Distance Education Centre" means a school established to provide full time or part time programs of secondary or primary courses to students who cannot normally attend on a daily basis.  Provided that distance education centres can be either stand alone schools or centres attached and integrated into an existing school.

2.19	"District Guidance Officer'' means an officer appointed as such in a group of schools who is responsible to the Secretary or nominee for the guidance service within that group of schools. 

[bookmark: _Hlk90655316]2.20	"Education Officer" means an officer appointed as such, provided that for appointment the officer must have an appropriate degree from a higher education institution or other qualifications and experience which the Secretary determines as satisfying requirements.

2.21	"Educational Paraprofessional" means a person or officer employed permanently or temporarily under the provisions of the Teaching Service Act to work under the guidance of a teacher in the classroom.

2.22	"Employee" means a person employed in a classification covered by this award by the Secretary or delegate under the provisions of the Teaching Service Act on a permanent or temporary basis.

2.23	"Environmental Education Centre" means a teaching and learning facility operated by the Department which students attend to participate in educational programs relevant to all primary and secondary key learning areas and/or to receive specific instruction in field work, and which provides support to schools in implementing environmental education.

2.24	"Equivalent" when referring to qualifications means those qualifications deemed by the Secretary to be equivalent to specified qualifications.

2.25	"Executive Principal, Connected Communities" means a person or officer employed temporarily under the provisions of the Teaching Service Act 1980 to lead the schools selected by the Department to participate in the Connected Communities strategy for the period of the operation of that strategy.

2.26	"Executive Director Connected Communities" means a person who is responsible for leadership and implementation of the Connected Communities strategy in the Department.

2.27	"Federation" means the Australian Education Union NSW Teachers Federation Branch.

2.28	"General Secretary" means the General Secretary of the Australian Education Union NSW Teachers Federation Branch.

2.29	"Graduate" means a person who has obtained a degree from a higher education institution or possesses qualifications determined by the Secretary to be equivalent to such a degree.

2.30	"Graduate Diploma" means a course of study in a higher education institution leading to a graduate diploma as described in the Australian Qualifications Framework as at 1 January 1995.

2.31	"Head Teacher" means a teacher who is appointed as such in a high school, distance education centre or central school, and is responsible to the principal for the program of work in a designated subject or learning area and the coordination of the work of classes in that area.  The head teacher also exercises supervision over and gives advice and direction, when necessary, to other teachers in the subject or learning area in addition to their teaching duties.  Provided that head teachers may be appointed with specific designated responsibilities, including:

2.31.1	Head teacher (female students) advises female school students and promotes their interests in a high school or a secondary department of a central school where the enrolment of female school students in the school or department exceeds 500.

2.31.2	Head teacher (welfare) assists the principal and or deputy principal in the area of student welfare.  Head teacher (welfare) includes head teacher (welfare) - residential agricultural high schools.

2.31.3	Head teacher (administration) is responsible for assigned duties associated with the general administration of the school.

2.32	"Higher Education Institution" means a university or other tertiary institution recognised by the Secretary which offers degrees, diplomas or teacher education courses.

2.33	"Home School Liaison Officer" means a person or teacher who has been temporarily appointed to the position of home school liaison officer.

2.34	"Industrial Relations Commission" means the Industrial Relations Commission of New South Wales, established by the Industrial Relations Act 1996.

2.35	"In Lieu of Duties" means duties undertaken by a teacher for a teacher absent from the classroom on duty elsewhere or performing other duties when that teacher is relieved of part of their regular face to face teaching load through variations in school organisation.

2.36	“Leader, Psychology Practice” means a person appointed to lead a team of Senior Psychologists, Education to implement professional practices consistent with the standards of the Department and the Psychology Board of Australia.  The Leader, Psychology Practice develops and implements strategies to enhance psychology services in schools, including professional development and support for the school counselling workforce.

2.37	"Network" means a group of principals with a Director Educational Leadership. 

2.38	“Non-school based teacher” means a person or officer who is employed in a full time or part time position, either temporarily or permanently, under the provisions of the Teaching Service Act and the Teacher Accreditation Act, in the classification of Senior Education Officer Class 1, Senior Education Officer Class 2 or Principal Education Officer.

2.39	"Officer" means and includes all persons permanently employed in the Teaching Service under the provisions of the Teaching Service Act and who, on the date of commencement of the award, were occupying one of the positions covered by the award or who, after that date, are appointed to one of these positions.

2.40	"Parties" means the Department and the Federation.

2.41	"Performance and development process" is an annual process for the continuous development of a skilled and effective workforce, which includes an annual performance and development plan.  

2.42	"Period" means, in a high or central school, a 40 minute teaching period.

2.43	"Principal" means a teacher appointed as such to be responsible for the management, organisation, administration, supervision and efficiency of a school and all departments in a school.  A principal does not include a teacher in charge of a school.

2.44	“Professional Practice Framework” means the core capabilities which outline what school counsellors should know and be able to do to guide their professional practice as a psychologist.

2.45	"Provisionally accredited" means a teacher who has been provisionally accredited at the Graduate level who has successfully completed an initial teacher education program endorsed by the Board. 

2.46	“Psychology Board” means the Psychology Board of Australia or successor organisation.

2.47	"Purpose of Funding for the Principal Classification" means the funding model consisting of a base student allocation, equity loadings and targeted (individual student) funding. The amount of funding allocated to a school determines the level of school complexity.

2.48	"Residential Agricultural High School" means a school classified as such by the Secretary.

2.49	"School" means a Department school or other centre, where instruction is provided by the Department, excluding an institute and including any place designated as part of, or as an annex to, such school.

2.50	"School Counsellor" means a teacher with an equivalent of four years training and a major in psychology who has responsibility for providing schools with advice and support in matters relating to student academic and personal development, welfare and discipline and provides psychological and other testing as required.

2.51	"Schools for Specific Purposes" (SSPs) for the purpose of the award are schools which are classified as such by the Secretary and are established under the Education Act 1990 to provide education for students with disabilities as listed in subclause 2.61.

2.52	"Secretary" means the Secretary, Department of Education.

2.53	"Senior Psychologist, Education" means an officer appointed to provide professional leadership and clinical supervision to a school counselling team and who has a leadership role as part of the networked specialist centres.

2.54	"Service" means continuous service, unless otherwise specified in the award.

2.55	"Supervisor of Female Students" means a female teacher appointed as such to advise female students and to promote their interests in a high school or secondary department of a central school where the school or department does not qualify for the appointment of a head teacher (female students).

2.56	"Teacher" means a person or officer employed permanently or temporarily in a full time or part time teaching position, other than at the Secondary College of Languages, under the provisions of the Teaching Service Act and appointed to a school.  Unless otherwise specified in the award, a teacher will include a school teacher in training.

2.57	"Teacher Accreditation Act" means the Teacher Accreditation Act 2004.

2.58	"Teacher Accreditation Authority" means the person or body delegated by the Secretary of the Department of Education under the Teacher Accreditation Act to accredit in government schools. 

2.59	"Teacher in Charge (Schools)" means a teacher in charge of a centre not designated as a school determined by the Secretary where a principal is not appointed.

2.60	"Teacher in Charge of Residential Supervision of Agricultural High Schools" means a teacher selected by the principal to be responsible for the supervision and administration of additional duties relating to school student residence in residential agricultural high schools.

2.61	"Teachers of Students with Disabilities" means school teachers appointed to schools for specific purposes, or support classes in primary or high schools established to provide education for students with disabilities and including appointments as itinerant support teacher, as follows:

2.61.1	students with: mild intellectual disabilities (IM); moderate intellectual disabilities (IO); severe intellectual disabilities (IS); behaviour disorders (BD); emotional disabilities (ED); hearing impairments (H); language disabilities (L); physical disabilities (P); severe reading (R), vision impairments (V); and

2.61.2	students in: an early childhood intervention program (EC); hospital schools, Royal Far West School, Stewart House (W); and community care programs (CT).

2.62	"Teaching Principal" means a teacher appointed as such to be responsible for the management, organisation, administration, supervision and efficiency of a school, other than P1-P5, whose duties include classroom teaching.

2.63	"Teaching Service Act" means the Teaching Service Act 1980.

2.64	"Temporary Teacher" means a person employed, other than at the Secondary College of Languages, in one engagement full time for four weeks or more or in one engagement for one to four days per week for two terms or more.

2.65	"Temporary Employee" means and includes all persons employed on a temporary basis, other than on a casual or part time casual basis under the Teaching Service Act.

2.66	"Trained Teacher" means a teacher who has satisfactorily completed a prescribed course of training at a higher education institution, or such other course or courses which the Secretary determines as satisfying requirements for classification as a teacher.

2.67	"Year Adviser" means a teacher appointed to assist Year 7-12 students in every high school or every central school which has a secondary department.

2.68	"Year 12 Relieving Period" means a relieving period required to be undertaken by a teacher when that school teacher has been relieved of their timetabled Year 12 face to face teaching duties after Year 12 students leave school to sit for the Higher School Certificate Examination in Term 4 of each year.

3.  Salaries

Teachers 

3.1	Salaries and rates of pay for teachers and teachers at the Secondary College of Languages, education officers, home school liaison officers, Aboriginal student liaison officers and counsellors will  be paid in accordance with this clause and Schedules 1A, 1B, 1C, 4, 5, and 12. In addition to the salary increase of 2.04% already paid by way of variation published 11 March 2022 (391 I.G. 746), from the first full pay period on or after 1 January 2022, salaries under these schedules will be increased by:

3.1.1	0.25% from the first pay period commencing on or after 1 July 2022; and

3.1.2	2.53% from the first pay period commencing on or after 1 January 2023.

Principals 

3.2	Salaries and rates of pay for principals will be paid in accordance with this clause and Schedules 2A and 2B. In addition to the salary increase of 2.04% already paid by way of variation published 11 March 2022 (391 I.G. 746), from the first full pay period on or after 1 January 2022, salaries under these schedules will be increased by:

3.2.1	0.25% from the first pay period commencing on or after 1 July 2022; and

3.2.2	2.53% from the first pay period commencing on or after 1 January 2023.

Other Promotions Classifications in the Teaching Service

3.3	Salaries and rates of pay for the officers and temporary employees will be paid in accordance with this clause and Schedule 3. In addition to the salary increase of 2.04% already paid by way of variation published 11 March 2022 (391 I.G. 746), from the first full pay period on or after 1 January 2022, salaries under these schedules will be increased by:

3.3.1	0.25% from the first pay period commencing on or after 1 July 2022; and

3.3.2	 2.53% from the first pay period commencing on or after 1 January 2023. 

Allowances

3.4	In addition to the increase to allowances of 2.04% already paid by way of variation published 11 March 2022 (391 I.G. 746), from the first full pay period on or after 1 January 2022, allowances under this award will be increased by:

3.4.1	0.25% from the first pay period commencing on or after 1 July 2022; and

3.4.2	2.53% from the first pay period commencing on or after 1 January 2023. 

Teachers 

3.5	The rates of pay for teachers will be in accordance with the teacher’s level of accreditation on commencement of employment. 

3.5.1	A teacher with accreditation at Graduate will commence on the Band 1 salary.

3.5.2	A teacher with accreditation at Proficient will commence on the Band 2 salary.

3.5.3	A teacher with accreditation at Highly Accomplished/Lead will commence on the Band 3 salary.

The salary bands are as follows.

	Band 1
	(Graduate)

	Band 2
	(Proficient)

	Band 2
	(Proficient) Band 2.1

	Band 2
	(Proficient) Band 2.2

	Band 2
	(Proficient) Band 2.3

	Band 3
	(Highly Accomplished/Lead)



3.6	Salary progression from Band 1 to Band 2 will take effect from the first full pay period after confirmation of proficient accreditation by the Teacher Accreditation Authority for teachers who have been employed for a minimum of two years full time and subject to the officer’s satisfactory performance of their duties and demonstrating continued efficiency in teaching practice via an annual performance and development process. For those teachers who have confirmation of accreditation at Proficient but do not have two years full time service, progression from Band 1 to Band 2 will take effect from the first full pay period after the completion of two years of full time service.

3.7	Salary progression from Band 2.0 to 2.1 will take effect from the first full pay period after the completion of two years full time service at Band 2.0 for those teachers who continue to meet the requirements of proficient accreditation, including maintenance and subject to the officer’s satisfactory performance of their duties and demonstrating continued efficiency in teaching practice via an annual performance and development process.

3.8	Salary progression from Band 2.1 to 2.2 and from 2.2 to 2.3 will take effect from the first full pay period after the completion of one year of full time service for those teachers who continue to meet the requirements of proficient accreditation, including maintenance and subject to the officer’s satisfactory performance of their duties and demonstrating continued efficiency in teaching practice via an annual performance and development process.  

3.9	Salary progression from Band 2.3 to Band 3 will take effect from the first full pay period after confirmation of Highly Accomplished/Lead accreditation by the Teacher Accreditation Authority for teachers who have been remunerated at Band 2.3 for a minimum of one year full time and subject to the officer’s satisfactory performance of their duties and demonstrating continued efficiency in teaching practice via an annual performance and development process. For those teachers who have confirmation of accreditation at Highly Accomplished/Lead but do not have one year of full time service at Band 2.3, progression from Band 2.3 to Band 3 will take effect from the first full pay period after the completion of one year of full time service at Band 2.3

3.10	For the purpose of salary progression, one year of full time service is 203 days.

3.11	Payment of salaries under this clause is conditional upon a teacher maintaining the appropriate level of accreditation.

3.12	Salaries and rates of pay for teachers will be paid in accordance with subclauses 3.5 to 3.12 and Schedule 1A. 

School Counsellors 

3.13	The rates of pay for school counsellors will be in accordance with the school counsellor’s level of registration and or teachers accreditation on commencement of employment. 

3.13.1	A school counsellor with eligibility for registration with the Psychology Board will commence on the Band 1 salary.

3.13.2	A school counsellor with established certification against the Professional Practice Framework (PPF) and a minimum of provisional registration with the Psychology Board will commence on the Band 2 salary.
3.13.3	A school counsellor with evidence against the PPF, full registration with the Psychology Board and proficient accreditation with NESA will commence on the Band 3 salary.

3.13.4	A school counsellor who is an existing teacher with the Department at the time of commencing employment as a school counsellor will be paid no less than the applicable classroom teacher rate from Schedule 1A, up to a maximum of Band 2.3, on commencement as a school counsellor.

The salary bands are as follows:

	Band 1
	Eligibility for registration with the Psychology Board

	Band 2
	Established Certification against the PPF and a minimum of Provisional

	
	 registration with the Psychology Board.

	Band 2
	(Established Certification) Band 2.1

	Band 2
	(Established Certification) Band 2.2

	Band 2
	(Established Certification) Band 2.3

	Band 3
	Advanced Certification against the PPF, full registration by the Psychology 

	
	Board and accreditation at proficient by NESA.



3.14	Salary progression from Band 1 to Band 2 will take effect from the first full pay period after confirmation of established certification against the PPF and a minimum of provisional registration with the Psychology Board for school counsellors who have been employed for a minimum of two years full time and subject to the satisfactory performance of their duties demonstrated via an annual performance and development process. For those school counsellors who have confirmation of established certification against the PPF and a minimum of provisional registration with the Psychology Board but do not have two years full time service, progression from Band 1 to Band 2 will take effect from the first full pay period after the completion of two years of full time service.

3.15	Salary progression from Band 2.0 to 2.1 will take effect from the first full pay period after the completion of two years full time service at Band 2.0 for those school counsellors who continue to meet the requirements of registration with the Psychology Board and subject to the satisfactory performance of their duties demonstrated via an annual performance and development process.

3.16	Salary progression from Band 2.1 to 2.2 and from 2.2 to 2.3 will take effect from the first full pay period after the completion of one year of full time service for those school counsellors who continue to meet the requirements of registration with the Psychology Board and subject to the satisfactory performance of their duties demonstrated via an annual performance and development process.  

3.17	Salary progression from Band 2.3 to Band 3 will take effect from the first full pay period after  advanced certification against the PPF in accordance with the procedures implemented by the Department, full registration by the Psychology Board and accreditation at proficient or higher by NESA for school counsellors who have been remunerated at Band 2.3 for a minimum of one year full time and subject to satisfactory performance of their duties demonstrated via an annual performance and development process. For those school counsellors who have advanced certification against the PPF in accordance with the procedures implemented by the Department, full registration by the Psychology Board and accreditation at proficient or higher by NESA but do not have one year of full time service at Band 2.3, progression from Band 2.3 to Band 3 will take effect from the first full pay period after the completion of one year of full time service at Band 2.3

3.18	For the purpose of salary progression, one year of full time service is 203 days.

3.19	Payment of salaries under this clause is conditional upon a school counsellor maintaining the appropriate level of registration/certification/accreditation.

3.20	Salaries and rates of pay for school counsellors will  be paid in accordance with subclauses 3.13 to 3.19 and Schedule 1B.

Education Officers/HSLO/ASLO/ - Salary Scale 

3.21	Education Officers, Home School Liaison Officers and Aboriginal Student Liaison Officers who are not eligible for standards based remuneration will be remunerated on the salary scale at Schedule 1C. Salaries and rates of pay for EO’s/HLSO’s/ASLO’s will be paid in accordance with subclauses 3.21 to 3.23 and Schedule1C.

3.22	Minimum salaries on commencement of employment and maximum salaries for those classifications remunerated on the salary scale in Schedule at 1C are set out in the table below:

	Classification
	Minimum starting salary
	Maximum salary

	Education officers and Aboriginal student liaison officers:
	
	

	Non graduates
	Step 5
	Step 13

	Graduates without teacher training
	Step 5
	Step 13

	Graduates with five years of training
	Step 6
	Step 13



3.23	Subject to clause 6, Salary Progression and Maintenance, clause 21, Calculation of Service, officers and temporary employees will progress without change to their incremental date by way of annual increments to Step 13 on the salary scale as set out in Schedule 1C.

Principal Classification Structure 

3.24	Principals will be classified as follows and paid in accordance with Schedule 2A.

3.24.1	Teaching Principal (TP1) or Associate Principal

3.24.2	Teaching Principal (TP2) or Associate Principal

3.24.3	Principal 1 (P1) 

3.24.4	Principal 2 (P2)

3.24.5	Principal 3 (P3)

3.24.6	Principal 4 (P4)

3.24.7	Principal 5 (P5)

3.25	The rate of pay for a principal will provide for a base principal salary and a complexity loading for principals in the classifications of P2, P3, P4 and P5.

3.26	The principal classification in is derived from the school funding allocation as prescribed by the Purpose of Funding for the Principal Classification document. 

3.27	An annual review of funding thresholds will take place linked to the release of the school funding allocations and from the previous school year.

3.28	Base salaries and complexity loadings will be adjusted where applicable in accordance with subclause 3.2.

3.29	In circumstances where the application of the school funding allocation to a school results in a higher principal classification, the principal will, while they remain at that school, receive the new salary effective from Day 1, Term 1 of the following year.

3.30	In circumstances where the application of the school funding allocation to a school results in a lower principal classification, the principal will, while they remain at that school, retain their classification, complexity loading and salary for a period of three years effective from Day 1, Term 1 of the following year.

At the end of the three year period, the principal’s classification, complexity loading and salary will revert to the relevant level in accordance with Schedule 2A.

3.31	Principals who hold a substantive principal position and choose to remain on the former principal classification structure will be remunerated according to Schedule 2B under the previous enrolment based classification and review procedure with salaries increased in accordance with subclause 3.2.

4.  Deduction of Union Membership Fees

4.1	The union will provide the employer with a schedule setting out union fortnightly membership fees payable by members of the union in accordance with the union’s rules.

4.2	The union will advise the employer of any change to the amount of fortnightly membership fees made under its rules.  Any variation to the schedule of union fortnightly membership fees payable shall be provided to the employer at least one month in advance of the variation taking effect.

4.3	Subject to 4.1 and 4.2 above, the employer must deduct union fortnightly membership fees from the pay of any employee who is a member of the union in accordance with the union’s rules, provided that the employee has authorised the employer to make such deductions.

4.4	Monies so deducted from employees’ pay must be forwarded regularly to the union together with all necessary information to enable the union to reconcile and credit subscriptions to employees’ union membership accounts.

4.5	Unless other arrangements are agreed to by the employer and the union, all union membership fees must be deducted on a fortnightly basis.

4.6	Where an employee has already authorised the deduction of union membership fees from his or her pay prior to this clause taking effect, nothing in this clause will be read as requiring the employee to make a fresh authorisation in order for such deductions to continue.

5.  Allowances

5.1	Allowances will be paid in accordance with this clause and Schedules 7 and 8. Allowances in terms of Schedule 7 will be paid to officers and or temporary employees in the circumstances set out in subclauses 5.2 to 5.7 inclusive.

5.2	In lieu of evening work, weekend work, travel time (where applicable) and all additional duties and responsibilities involved to:

5.2.1	Home school liaison officers and Aboriginal student liaison officers.

5.2.2	Teachers in charge 

5.2.3	Year advisers.

5.2.4	Teachers other than the principal appointed to teach classes of students with disabilities.

5.2.5	Principals of schools designated by the Secretary as schools for specific purposes.

5.2.6	The Principal of Stewart House.

5.2.7	The deputy principal (primary) or assistant principal of a central school.

5.3	In demonstration schools to:

5.3.1	principals -

Former PP1 and PP2 schools, classified as such prior to 1 January 2016, which receive the allowance under subclause 5.3.1 will continue to be paid this allowance for the duration of this award.

5.3.2	other promotions positions; and

5.3.3	trained teachers.

5.4	In schools where there is a requirement for demonstration lessons to be taken to:

5.4.1	teachers, for each demonstration lesson in excess of two in any term actually given by them; and

5.4.2	teachers at any other school at which demonstration lessons are given in respect of authorised demonstration lessons for:

each half hour lesson; or

each 40 minute lesson involving secondary students.

5.4.3	provided that payments made to teachers under paragraphs 5.4.1 and 5.4.2 of this subclause are subject to a maximum per annum payment; and for the purpose of this subclause a demonstration lesson will mean a lesson authorised by or on behalf of a university given to student teachers, or a lesson given to another group approved by the Secretary.

5.5	In residential agricultural high schools to:

5.5.1	teachers rostered for out of normal hours student supervision;

5.5.2	head teacher (welfare) for residential supervision;

5.5.3	a teacher appointed to be in charge of residential supervision;

5.5.4	principals for on call and special responsibilities; and

5.5.5	deputy principals for on call and special responsibilities.

5.6	To supervisors of female students:

5.6.1	Where the average attendance of female students does not exceed 200;

5.6.2	Where the average attendance of female students exceeds 200 but does not exceed 400;

5.6.3	Where the average attendance of female students exceeds 400.

5.7	Education officers who have been on top of their appropriate salary scale for a period of twelve months and have demonstrated to the satisfaction of the Secretary by the work performed and results achieved, the aptitude, abilities and qualities warranting such payment will receive an additional payment as set out in Schedule 7 and, after a further twelve months, an additional allowance of the same amount.

5.8	Locality and related allowances will be paid as set out in Schedule 8.

5.9	To Executive Principals, Connected Communities as set out in Schedule 7 subject to the:

5.9.1	completion by the Executive Principal, Connected Communities of five (5) years of service in that position; and
5.9.2	satisfactory performance of the Executive Principal, Connected Communities in that position at the end of the five year period as determined by the Executive Director, Connected Communities; and 

5.9.3	on completion of each subsequent five years of service in that position subject to the provisions of 5.9.2 above.

6.  Salary Progression and Maintenance 

6.1	Salary progression for teachers under standards based remuneration will occur in accordance with the provisions of subclauses 3.5 to 3.12.

6.2	Salary progression for school counsellors under standards based remuneration will occur in accordance with the provisions of subclauses 3.13 to 3.19.

6.3	All progression for temporary teachers is subject to the provisions of subclause 22.4 of clause 22, Temporary Teachers.

6.4	Those officers prescribed at subclause 3.21 will be entitled to progress along or be maintained on the salary scale after each 203 days of service subject to the officer’s satisfactory performance of their duties and demonstrating continuing efficiency in teaching practice via an annual performance and development process. 

6.5	A temporary teacher relieving in a TP1 or AP1 position or Principal - Environmental Education Centre or Hospital School or Grade 1 position under clause 24, Relief in TP1 or AP1 or Principal - Environmental Education Centre or Hospital School or Grade 1 Positions, will be entitled to be maintained at that salary level subject to the provisions of subclause 22.4 of clause 22, Temporary Teachers.

7.  Performance and Development Processes for Teachers 

7.1	The Secretary can vary the Performance and Development Framework that was jointly developed by the parties and/or replace it with one or more new performance and development framework policies, following consultation with the parties. 

8.  Salary Packaging

8.1	For the purposes of this clause "salary" means the salary or rates of pay prescribed by Schedules 1A, 1B,1C, 2A, 2B, 3, 4, and 5 of this award and any allowances paid to an employee which form part of the employee’s salary for superannuation purposes. 

8.2	An employee may, by agreement with the employer, enter into a salary packaging arrangement including salary sacrifice to superannuation where they may convert up to 100% of their salary to other benefits. 

8.3	Any pre-tax and post-tax payroll deductions must be taken into account prior to determining the amount of salary available to be packaged. Such payroll deductions may include but are not limited to, compulsory superannuation payments, HECS payments, child support payments, judgment debtor/garnishee orders, union fees, health fund premiums.

8.4	The terms and conditions of the salary packaging arrangement, including the duration as agreed between the employee and employer, will be provided in a separate written agreement, in accordance with the Department’s salary packaging guidelines. Such agreement must be made prior to the period of service to which the earnings relate.

8.5	Salary packaging must be cost neutral for the employer. Employees must reimburse the employer in full for the amount of:

8.5.1	any fringe benefits tax liability arising from a salary packaging arrangement; and

8.5.2	any administrative fees.

8.6	Where the employee makes an election to salary package the following payments made by the employer in relation to an employee will be calculated by reference to the annual salary which the employee would have been entitled to receive but for the salary packaging arrangement:

8.6.1	Superannuation Guarantee Contributions;

8.6.2	any salary-related payment including but not limited to allowances and workers compensation payments; and

8.6.3	payments made in relation to accrued leave paid on termination of the employee’s employment or on the death of the employee.

9.  Initial Appointments

9.1	All initial appointments must be on the basis of merit.

9.2	The initial appointment of all officers will be for a minimum probationary period of one year. Confirmation of an officer’s permanent appointment will depend on the officer meeting the Department’s requirements for permanent appointment current at that time. 

10.  Teaching in More Than One Location

10.1	Teachers may be programmed to teach in more than one location.

10.1.1	Where this occurs there will be full consultation with the affected teacher or teachers, including sufficient notice and any specific needs of the affected teacher or teachers will be taken into account.

10.1.2	A teacher who is appointed to a school and is programmed to teach in more than one school will be entitled to the travel compensation provisions at Part B of Schedule 9, Excess Travel and Compensation for Travel on Official Business. 

11.  Deferred Salary Scheme

11.1	Officers may seek to join the Department’s deferred salary scheme.

11.2	Successful applicants may defer twenty per cent of their salary for the first four years and be paid the deferred salary in the fifth year.

11.3	The deferred salary scheme does not apply to temporary teachers.

12.  Compensation for Travel on Department Business

12.1	Where an employee is required and authorised to travel on Department business in the performance of their duties, compensation for travel will be determined in accordance with the provisions of Schedule 9- Excess Travel and Compensation for Travel on Official Business.

13.  Assessment and Reporting and Quality of Educational Outcomes

13.1	The following will be implemented:

13.1.1	annual school reports and associated school self-evaluation and improvement programs;

13.1.2	school development policy;

13.1.3	the Higher School Certificate;

13.2	These will be subject to the protocols agreed to in 1997 in relation to Annual School Self-Evaluation, Annual School Reporting and external test data (contained in Matter No. IRC 3925/97 as tabled in the Industrial Relations Commission).

13.3	The parties agree to negotiate on variations, if any, to the policies and procedures in place at the commencement of the award, relevant to annual school reports, school self-evaluation committees and school reviews.

14.  Teacher Efficiency Process

14.1	The Teacher Improvement Programs relevant to each classification under this award will apply to all employees. 

14.2	Any changes to existing procedures or the development of new procedures will be the subject of consultation between the parties. 

15.  Teaching Hours for Years 11 and 12

15.1	The purpose of this clause is to increase the delivery of Vocational Education and Training in schools and to enhance the curriculum opportunities available for post compulsory secondary students arising from the new Higher School Certificate.

15.2	A secondary school must have core hours sufficient to operate an eight by 40 minute period timetable per day (or its equivalent).

15.3	A principal will arrange for timetabling of classes for the year (or other period over which a school’s timetable may apply) to maximise the extent to which the curriculum preferences of Year 11 and 12 students can be satisfied to meet the purpose expressed in subclause 15.1 above.

15.4	In addition to the core hours a principal may timetable classes for Years 11 and 12 outside core timetable hours between 7.30am and 5.30pm Monday to Friday, where not to do so would unnecessarily restrict Year 11 and 12 student course choice, provided that:

15.4.1	the principal has consulted with the school community; and

15.4.2	has taken into account the issues of course access for Year 11 and 12 students, parental concerns and practical matters relating to the operation of classes at such times.

15.5	A teacher must not unreasonably refuse to teach classes at this time.

15.6	Provided that the overall hours of duty of the school teacher will not be exceeded, a teacher timetabled in accordance with this clause and working beyond the core timetable hours will be entitled to an equivalent period of core timetabled time off during the week for the time beyond the core time so taught.  Wherever possible, the time off should be at the beginning or end of the core hours of the school day.

15.7	A teacher will not be required to be timetabled both before and after the core hours on any given day.

16.  Allocation of Duties in High Schools

16.1	Teachers (other than teachers in training), head teachers and deputy principals in high schools may be required to teach the following periods (or their time equivalent):

	Classification
	Teaching periods per week
	Periods per week, as determined by the principal, for sport
(refer to subclause 16.6)

	Teachers in High Schools
	28
	up to 3

	Head Teachers in High Schools
	22
	up to 3

	Deputy Principals in High Schools
	14
	up to 3


16.2	A principal may require a teacher (other than a teacher in training), head teacher or deputy principal in high schools to relieve an absent colleague by working the following alternate periods as defined in subclause 2.3:

	Classification
	Additional Alternate Periods 

	
	per term

	Teachers in High Schools
	Up to 6

	Head Teachers in High Schools
	Up to 5

	Deputy Principals in High Schools
	Up to 3



16.3	Provided that such alternate periods will be allocated:

16.3.1	with due regard to the non-teaching duties required to be performed by the teacher, head teacher or deputy principal; and

16.3.2	as far as possible to a teacher, head teacher or deputy principal in the same faculty as that of the absent teacher.

16.4	Nothing in subclauses 16.1 to 16.3 will preclude a teacher from working school generated or other alternate periods on a voluntary basis where the exigencies of the work and the welfare of the students so require.

16.5	Teachers may, at the discretion of the principal, be required to take "in lieu of" classes as defined in subclause 2.35.

16.6	In lieu of requiring a teacher to supervise sporting activity in accordance with subclause 16.1 of this clause, a principal of a school, with the agreement of the teacher or teachers concerned, may make provision for that teacher or teachers to undertake two periods of alternate face to face teaching duties during weekdays or to undertake sports supervision on weekends.

16.7	A principal may require all teachers with Year 12 classes to take, from the time Year 12 students leave to sit for their Higher School Certificate examinations in Term 4 of each year, up to 50 per cent of their timetable load of Year 12 classes as Year 12 relieving periods.  So far as possible, periods will be allocated to a teacher in the same faculty as that of the absent teacher.

17.  Teaching Outside Normal School Hours

17.1	A principal, with the agreement of the teacher or teachers concerned, may make provision for timetabling of certain classes other than Years 11 and 12 classes beyond the core hours of operation of a school and for teachers to work within those extended hours.  Provided that the overall hours of duty of the teacher must not be exceeded.

17.2	A teacher commencing or finishing duty before or after the required attendance for the core hours at the school, will be entitled to an equivalent period of time off during the week.  Wherever possible, the time allocated in lieu of extended duty should be at the beginning or end of the core hours of the school day.

18.  Alternative Work Organisation

18.1	Except as provided in clause 10, Teaching in More Than One Location; clause 15, Teaching Hours for Years 11 and 12; or clause 17, Teaching Outside Normal School Hours:

18.2	The parties agree to provide options which facilitate alternative work organisations in schools.

18.3	Teaching staff in a school or other workplace may seek to vary its organisation in order to improve students' learning conditions and or to improve teachers' working conditions, provided that:

18.3.1	the proposal can be implemented within the school's or workplace's current staffing entitlement;

18.3.2	the proposal has the concurrence of the principal (or other responsible officer) and the majority of the staff;

18.3.3	the teachers directly affected by the proposal concur;

18.3.4	consultation with staff, parents, students and relevant community groups is undertaken where appropriate;

18.3.5	consideration is given to equity and gender and family issues involved in the proposal;

18.3.6	proposed variations in work arrangements are in writing and approved by the Secretary or nominee and Federation organiser or state office director and senior officer of the Federation, prior to implementation;

18.3.7	if either party believes that the proposed variation in work organisation is in conflict with the provisions of the award, then the proposal will be forwarded to the Alternative Work Organisation Committee, consisting of two senior officers of the Department and of the Federation, or nominees, to review the proposals developed;

18.3.8	where the Alternative Work Organisation Committee considers a proposed variation in work arrangements which complies with 18.3.1 to 18.3.6 above conflicts with the provisions of the award the parties may apply to the Industrial Relations Commission to vary the award by consent; and

18.3.9	the parties agree to continue to trial and review pilots on work organisation in schools to facilitate flexibility in order to respond to increasing student enrolments.

19.  Teachers Appointed to More Than One School

19.1	Where in any school a teacher cannot be, or has not been, allocated a complete teaching load the teacher may be appointed to teach in more than one school. Such teachers include teacher librarians and teachers of English as a second language.

19.2	A teacher appointed to two or more schools will be entitled to the travel compensation and excess travel provisions of Part A of Schedule 9, Excess Travel and Compensation for Travel on Official Business.

20.  Qualifications, Recruitment and Training

20.1	The minimum academic qualifications, vocational experience and or industrial experience and teacher training requirement for appointment as a teacher or other officer will be determined by the Secretary.

20.2	The Secretary will determine the procedures and mode of appointment for the recruitment of teachers from persons with an appropriate mix of academic qualifications, teacher training and or industry/vocational experience during or prior to the completion of appropriate academic qualifications or teacher training.

21.  Calculation of Service

21.1	In calculating the years of service for the purposes of this award, the following will not be taken into account:

21.1.1	any time period during which an employee is not eligible to progress by reason of failure to satisfy any condition attaching to salary progression under this award;

21.1.2	any leave of absence without pay exceeding five days in any year of service;

21.1.3	any time period necessary to give full effect to a reduction in salary imposed by the Secretary under the provisions of the Teaching Service Act 1980.

22.  Temporary Teachers

22.1	From January 2001, temporary teachers were entitled to pro rata salary and conditions of permanent teachers, other than the provisions at clause 11, Deferred Salary Scheme.

22.2	The Department will maintain the following practice: when a teacher has occupied a single substantive part time position for more than two years and it is expected that the position will continue, the teacher may apply for conversion to permanent part time status in that position.

22.3	The Department will seek to maximise the filling of vacancies in schools by the appointment of permanent teachers, including permanent part time teachers, where reasonably practical.

22.4	Subject to the provisions of clause 21, and the temporary teacher/school counsellor demonstrating continuing efficiency in teaching / counselling practice via an annual performance and development process, satisfactory performance and professional growth, will be entitled to be maintained on the salary level for a promotions position after each 12 months of service. Salary progression for temporary teachers and school counsellors under standards based remuneration will occur in accordance with the provisions of subclauses 3.5 to 3.12 and 3.13 to 3.19 respectively.

22.5	Subject to the provisions of clause 21, and demonstrating continuing efficiency in teaching practice via an annual performance and development process, satisfactory performance and professional growth, those employed temporarily in classifications prescribed at subclause 3.21 will  be entitled to progress or to be maintained on the salary level for a promotions position after each 12 months of service or to progress to the next step of the salary scale following the completion of 203 days of service irrespective of breaks in that service.

23.  Casual Teachers

23.1	The rates of pay for casual teachers are set out in Schedule 4, Table 1 and Table 2.

23.2	The daily hours of engagement for a casual teacher, which will be worked continuously, will be six and one half hours per day, including a 30 minute break during those hours.

23.3	The minimum daily engagement for casual teachers will be two hours.

23.4	Where a casual teacher relieves a teacher who has been timetabled to teach as provided in clause 15, Teaching Hours for Years 11 and 12, then the provisions of subclause 15.6 and 15.7 of that clause will apply to the casual teacher provided that the time off can be taken either at the beginning or end of the six and one half hour period of daily engagement of the casual teacher.  

23.5	Where a casual teacher reports to a school for duty on any day on the basis of a request by an authorised officer and is then advised that their services are not required, the casual teacher will be entitled to receive payment for one half of one day’s pay at the appropriate rate in Schedule 4, Table 1 and Table 2.

23.6	The rates of pay of casual teachers are loaded by 5 per cent to be inclusive of the following incidents of employment: sick leave, family and community service leave, special leave and leave loading.  Entitlements under the Long Service Leave Act 1955 and Determination 5 of 2006, Casual School Teachers Adoption, Bereavement, Maternity, Parental and Personal Carer’s Entitlements or its successor, are not affected.

23.7	Casual teachers will receive either a Band 1 or Band 2 rate of pay as provided for in Schedule 4 in accordance with their accreditation.  Accreditation requirements for teachers are prescribed at subclause 3.5.

23.8	Casual teachers who commence work at the Band 1 rate of pay will be required to work for a minimum of the full time equivalent of two years before being eligible to receive the Band 2 rate of pay if they have attained the relevant accreditation.

23.9	Casual School Counsellors will receive either a Band 1 or Band 2 rate of pay as provided for in Schedule 4 in accordance with their registration. Registration requirements for Band 1 and Band 2 are prescribed at clause 3.13 and 3.20.

24.  Relief in TP1 or AP1 Position or Principal - Environmental Education Centre or Hospital School Grade 1 

24.1	Where the qualification period for the payment of higher duties is satisfied:

24.1.1	a casual teacher relieving in a TP1 or AP1 position or as a Principal - Environmental Education Centre or Hospital School Grade 1 in excess of ten days will be paid the daily rate equivalent as set out in Schedule 4, Table 2; and

24.1.2	a temporary teacher relieving in a TP1 or AP1 position or as a Principal - Environmental Education Centre or Hospital School Grade 1 will be paid the salary of the position on a pro rata basis.

24.2	Where a TP1 or AP1 position or a position as a Principal - Environmental Education Centre or Hospital School Grade 1 has been advertised and there are no available officers in the Teaching Service who apply for the position, then a casual teacher or a temporary teacher who meets the merit selection criteria may be appointed to the TP1 or AP1 or Principal - Environmental Education Centre or Hospital School Grade 1 on a temporary basis for the remainder of the year.

25.  Training and Development

25.1	The Secretary will schedule each year two days during school time for the purpose of system and school training and development.

25.2	The Secretary will approve additional periods during school time for training and development of staff in some system priorities.

25.3	The Secretary will also provide a program of training and development opportunities for staff outside of school hours.

26.  Multi Skilling

26.1	Subject to appropriate qualifications, training and taking into account a teacher’s long term career path opportunities, the Secretary may make provisions for teachers to extend or vary classifications on a temporary or permanent basis for:

26.1.1	primary teachers to teach Years 7 and 8 and secondary teachers to teach Years 5 and 6 classes;

26.1.2	secondary teachers to teach across subject areas in high schools; and

26.1.3	secondary or primary teachers to teach in subject areas covered by their qualifications, notwithstanding faculty organisations.

26.2	The Secretary will:

26.2.1	identify such other long term and short term priority areas for multi skilling to meet the needs of the Department; and

26.2.2	designate any appropriate qualifications and training or course accreditation requirements.

26.3	To retrain teachers for identified priority areas, the Secretary will establish appropriate retraining courses of appropriate content and duration.



27.  Duties as Directed

27.1	The Secretary or delegate, nominee or representative may direct an employee to carry out such duties as are within the limits of the employee’s skill, competence and training consistent with the classifications covered by the award and provided that such duties are not designed to promote deskilling.

27.2	The Secretary may direct an employee to carry out such duties and use such tools, materials and equipment as may be required, provided that the employee has been properly trained in the use of such tools, materials and equipment.

27.3	Any directions issued by the Secretary pursuant to subclauses 27.1 and 27.2 must be consistent with the Secretary’s responsibility to provide a safe and healthy working environment.

28.  Other Rates of Pay 

28.1	Other rates of pay in schools will be paid in terms of Schedule 5. 

29.  Home School Liaison Officers and Aboriginal Student Liaison Officers - Special Conditions

29.1	Special conditions covering home school liaison officers and Aboriginal student liaison officers are set out in Schedule 10.

30.  Teachers in Residential Agricultural High Schools - Special Conditions

30.1	Special conditions covering teachers at residential agricultural high schools are set out in Schedule 11.

31.  Dispute Resolution Procedures

31.1	Subject to the provisions of the Industrial Relations Act 1996, the following procedures will apply: 

31.1.1	Should any dispute (including a question or difficulty) arise as to matters occurring in a particular workplace, then the employee and or the Federation’s workplace representative will raise the matter with the appropriate principal or supervisor as soon as practicable.

31.1.2	The principal or supervisor will discuss the matter with the employee and or the Federation’s workplace representative within two working days with a view to resolving the matter or by negotiating an agreed method and time frame for proceeding.

31.1.3	Should the above procedure be unsuccessful in producing resolution of the dispute or should the matter be of a nature which involves multiple workplaces, then the employee and or the Federation may raise the matter with an appropriate officer of the Department, either the  Director, Educational Leadership or  at the Executive Director level, with a view to resolving the dispute, or by negotiating an agreed method and time frame for proceeding.

31.1.4	Where the procedures in paragraph 31.1.3 do not lead to resolution of the dispute, the matter will be referred to the Chief People Officer of the Department and the Branch Secretary of the Federation.  They or their nominees will discuss the dispute with a view to resolving the matter or by negotiating an agreed method and time frame for proceeding.

31.2	Should the above procedures not lead to a resolution, then either party may make application to the Industrial Relations Commission of New South Wales.

32.  No Further Claims

32.1	Other than as provided for in the Industrial Relations Act 1996 and the Industrial Relations (Public Sector Conditions of Employment) Regulation 2014, there are to be no further claims/demands or proceedings instituted by a party to this Award before the NSW Industrial Relations Commission for extra or reduced wages , rates of pay, allowances or conditions of employment with respect to the Employees covered by the Award that take effect prior to 1 January 2024.
33.  Anti-Discrimination

33.1	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.

33.2	It follows that in fulfilling their obligations under the dispute resolution procedures prescribed under clause 31, 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.

33.3	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.

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

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

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

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

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

33.5	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.

34.  Work, Health & Safety

34.1	For the purposes of this clause, the following definitions will apply:

34.1.1	A "labour hire business" is a business (whether an organisation, business enterprise, company, partnership, co-operative, sole trader, family trust or unit trust, corporation and/or person) which has as its business function, or one of its business functions, to supply staff employed or engaged by it to another employer for the purpose of such staff performing work or services for that other employer

34.1.2	A "contract business" is a business (whether an organisation, business enterprise, company, partnership, co-operative, sole trader, family trust or unit trust, corporation and/or person) which is contracted by another employer to provide a specified service or services or to produce a specific outcome or result for that other employer which might otherwise have been carried out by that other employer’s own employees.

34.2	If the employer engages a labour hire business and/or a contract business to perform work wholly or partially on the employer’s premises, the employer will do the following (either directly, or through the agency of the labour hire or contract business):

34.2.1	consult with employees of the labour hire business and/or contract business regarding the workplace occupational health and safety consultative arrangements;

34.2.2	provide employees of the labour hire business and/or contract business with appropriate occupational health and safety induction training including the appropriate training required for such employees to perform their jobs safely.

34.2.3	provide employees of the labour hire business and/or contract business with appropriate personal protective equipment and/or clothing and all safe work method statements that they would otherwise supply to their own employees; and

34.2.4	ensure employees of the labour hire business and/or contract business are made aware of any risks identified in the workplace and the procedures to control those risks.

34.3	Nothing in this clause is intended to affect or detract from any obligation or responsibility upon a labour hire business arising under the Work Health and Safety Act 2011 or the Workplace Injury Management and Workers Compensation Act 1998.

35.  Secondary College of Languages 

35.1	The conditions of employment and rates of pay for employees (that term is defined in clause 2.8 of Schedule 12) at the Secondary College of Languages are exclusively as provided for in Schedule 12 to this award.

35.2	Such employment under Schedule 12 of this award is separate from any employment addressed elsewhere in this award under the Teaching Service Act. 

36.  Educational Paraprofessionals

36.1	Educational paraprofessionals will be remunerated in accordance with Schedule 6 of this award depending on their qualifications.  Educational Paraprofessionals will be entitled to progress along or be maintained on the Educational Paraprofessional salary scale after each 203 days of service subject to demonstrating satisfactory performance.

36.2	Educational paraprofessionals are employed in conjunction with National Partnership programs, as participants in internship and cadetship programs and as required for other initiatives undertaken in the Department.

37.  Australian Professional Standards for Teachers 

37.1	The parties agree that the standards used for the determination of teacher salaries under this award will be the seven standards comprising the Australian Professional Standards for Teachers as at December 2013 and set out in Schedule 13 to this award. 
 
37.2	Achievement of these standards will be demonstrated through accreditation and maintenance at the Proficient teacher level and Highly Accomplished teacher level in line with the requirements of the Authority.

38.  Area, Incidence and Duration

38.1	This award rescinds and replaces the Crown Employees (Teachers in Schools and Related Employees) Salaries and Conditions Award published 15 May 2020 (388 I.G. 1) and award reprinted 11 March 2022 (391 I.G. 682) and all variations thereof. 

38.2 	This award will commence on and from 1 January 2022 and remain in force until 31 December 2023.

[bookmark: _Hlk110428835]Note:  The following salary schedules include a column that displays the salary rates applicable from 1 January 2022 (given effect by the Crown Employees (Teachers in Schools and Related Employees) Salaries and Conditions Award published 11 March 2022 (391 I.G. 682)) for reference purposes.

sCHEDULE 1A 

TEACHER SALARIES - STANDARDS BASED REMUNERATION 2022-2023

The following salary scale applies to teachers.

	Band/Level of Accreditation
	Reference Only Salary from the first pay period to commence on or after 1.1.2022
$
	Salary from the first pay period to commence on or 
after 1.7.2022
$
	Salary from the first pay period to commence on or 
after 1.1.2023
$

	Increase
	2.04%
	0.25%
	2.53%

	Band 1(Graduate)
	73,737
	73,921
	75,791

	Band 2(Proficient)
	88,935
	89,157
	91,413

	Band 2.1
	96,531
	96,772
	99,220

	Band 2.2
	100,336
	100,587
	103,132

	Band 2.3
	109,978
	110,253
	113,042

	Band 3 (Highly Accomplished/Lead)
	117,060
	117,353
	120,322



sCHEDULE 1b 

SCHOOL COUNSELLOR SALARIES –2022 to 2023

The following salary scale applies to school counsellors.

	Band/Level of Accreditation Increase
	Reference Only Salary from the first pay period to commence on or after 1.1.2022
$
2.04%
	Salary from the first pay period to commence on or 
after 1.7.2022
$
0.25%
	Salary from the first pay period to commence on or 
after 1.1.2023
$
2.53%

	Band 1 (Eligibility for registration with the Psychology Board)
	73,737
	73,921
	75,791

	Band 2 (Proficient accreditation against the PPF and a minimum of provisional registration with the Psychology Board.)
	88,935
	89,157
	91,413

	Band 2.1
	96,531
	96,772
	99,220

	Band 2.2
	100,336
	100,587
	103,132

	Band 2.3
	109,978
	110,253
	113,042

	Band 3 (Evidence against the PPF, full registration by the Psychology Board and accreditation at proficient by NESA.)
	117,060
	117,353
	120,322



Schedule 1c 

Home School Liaison Officer, Aboriginal Student Liaison Officer, Education Officer - SALARY SCALE –2022 to 2023

The following salary scale applies to existing education officers, home school liaison officers, and Aboriginal student liaison officers who are unable to achieve accreditation with NESA.

	Current Salary steps
	Reference Only Salary from the first pay period to commence on or after 1.1.2022
$
	Salary from the first pay period to commence on or 
after 1.7.2022
$
	Salary from the first pay period to commence on or 
after 1.1.2023
$

	Increase
	2.04%
	0.25%
	2.53%

	Step 13
	109,978
	110,253
	113,042

	Step 12
	100,336
	100,587
	103,132

	Step 11
	96,531
	96,772
	99,220

	Step 10
	92,733
	92,965
	95,317

	Step 9
	88,935
	89,157
	91,413

	Step 8
	85,138
	85,351
	87,510

	Step 7
	81,335
	81,538
	83,601

	Step 6
	77,532
	77,726
	79,692

	Step 5
	73,737
	73,921
	75,791



SCHEDULE 2a

PRINCIPAL CLASSIFICATION STRUCTURE 2022-2023

	Classification
	Reference Only Salary from the first pay period to commence on or after 1.1.2022
$
	Salary from the first pay period to commence on or 
after 1.7.2022
$
	Salary from the first pay period to commence on or 
after 1.1.2023
$

	Increase
	2.04%
	0.25%
	2.53%

	Teaching Principal 1 (TP1) or Associate Principal
	126,568
	126,884
	130,094

	Teaching Principal 2 (TP2) or Associate Principal
	147,776
	148,145
	151,893

	P1
	151,831
(Base level)
	152,211
(Base level)
	156,062
(Base level)

	P2
	163,421
(Base level + 11,590 
complexity loading)
	163,830
(Base level + 11,619
complexity loading)
	167,975
(Base level + 11,913
complexity loading)

	P3
	181,102
(Base level +29,271 complexity loading)
	181,555
(Base level + 29,344
complexity loading)
	186,148
(Base level +30,086
complexity loading)

	P4
	189,021
(Base level + 37,190 complexity loading)
	189,494
(Base level + 37,283
complexity loading)
	194,288
(Base level +38,226 
complexity loading)

	P5
	194,816
(Base level + 42,985 complexity loading)
	195,303
(Base level + 43,092
complexity loading)
	200,244
(Base level + 44,182
complexity loading)



SCHEDULE 2b

FORMER PRINCIPAL CLASSIFICATION STRUCTURE 2022-2023

The following salary scale applies to existing principals who did not opt-in to the principal classification structure at 2A.  

Table 1

	Classification
	Reference Only Salary from the first pay period to commence on or after 1.7.2022
$
	Salary from the first pay period to commence on or 
after 1.7.2022
$
	Salary from the first pay period to commence on or 
after 1.1.2023
$

	Increase
	2.04%
	0.25%
	2.53%

	High School Principal
	
	
	

	Grade 1 (PH1)
	189,021
	189,494
	194,288

	Grade 2 (PH2)
	181,102
	181,555
	186,148

	Central School Principal
	
	
	

	PC1
	178,494
	178,940
	183,467

	PC2
	164,599
	165,010
	169,185

	PC3
	157,932
	158,327
	162,333

	PC4
	152,629
	153,011
	156,882

	Primary School Principal
	
	
	

	PP1
	176,766
	177,208
	181,691

	PP2
	163,004
	163,412
	167,546

	PP3
	156,400
	156,791
	160,758

	PP4
	151,153
	151,531
	155,365

	PP5
	147,776
	148,145
	151,893

	PP6
	126,568
	126,884
	130,094

	Principal - Environmental Education Centre or Hospital School Grade 2
	147,776
	148,145
	151,893

	Principal - Environmental Education Centre or Hospital School Grade 1
	126,568
	126,884
	130,094



Table 2

	Classification
	Reference Only Salary from the first pay period to commence on or after 1.1.2022
	Salary from the first pay 
period to commence on or
after 1.7.2022
$
	Salary from the first pay 
period to commence on or
after 1.1.2023
$

	Increase
	2.04%
	0.25%
	2.53%

	Executive Principal, Connected Communities
	208,873
	209,395
	214,693



Note: The new principal classification structure which commenced in 2016 does not apply to the position of Executive Principal, Connected Communities.

SCHEDULE 3 

OTHER PROMOTIONS CLASSIFICATIONS IN THE TEACHING SERVICE – 2022-2023

	Classification
	Reference Only Salary from the first pay period to commence on or after 1.1.2022
$
	Salary from the first pay period to commence on or 
after 1.7.2022
$
	Salary from the first pay period to commence on or 
after 1.1.2023
$

	Increase
	2.04%
	0.25%
	2.53%

	School based teaching service
	
	
	

	High School Deputy Principal
	147,776
	148,145
	151,893

	Deputy Principal (Secondary) Central School
	147,776
	148,145
	151,893

	Primary School Deputy Principal
	147,776
	148,145
	151,893

	Deputy Principal (Primary) Central School
	147,776
	148,145
	151,893

	Assistant Principal Primary School
	126,568
	126,884
	130,094

	Assistant Principal Central School
	126,568
	126,884
	130,094

	Head Teacher High School
	126,568
	126,884
	130,094

	Head Teacher Central School
	126,568
	126,884
	130,094

	Leader, Psychology Practice
	147,776
	148,145
	151,893

	Senior Psychologist, Education (formerly District Guidance Officer)
	126,568
	126,884
	130,094

	Senior Assistant in Schools
	112,839
	113,121
	115,983

	Non School based teaching service 
	
	
	

	Principal Education Officer
	164,785
	165,197
	169,376

	Senior Education Officer Class 2
	148,515
	148,886
	152,653

	Senior Education Officer Class 1
	
	
	

	Year 1
	126,568
	126,884
	130,094

	Year 2
	131,798
	132,127
	135,470

	Year 3
	137,028
	137,371
	140,846



Schedule 4

RATES OF PAY - CASUAL TEACHERS AND SCHOOL COUNSELLORS

Table 1

	Teachers
	Reference Only Rates from the first pay period to commence on or after 1.1.2022
	Rates from the first pay period to commence on or after 1.7.2022
$
	Rates from the first pay period to commence on or after 1.1.2023
$

	Increase
	2.04
	0.25%
	2.53%

	Band 1
	381.41
	382.36
	392.03

	Band 2
	460.01
	461.16
	472.83



Table 2

In the case of casual teachers relieving in positions of TP1 or AP1 or as a principal - environmental education centre or hospital school Grade 1, subject to satisfying the requirements, the daily rate of pay will be as follows:

	
	Reference Only Rates from the first pay period to commence on or after 1.1.2022
$
	Rates from the first pay period to commence on or 
after 1.7.2022
$
	Rates from the first pay period to commence on or 
after 1.1.2023
$

	Increase
	2.04%
	0.25%
	2.53%

	Casual TP1/AP1 Principal Environmental Education Centre or Hospital School Grade 1
	654.66
	656.30
	672.90



Schedule 5

OTHER RATES OF PAY

	Classification
	Reference Only Rates from the first pay period to commence on or after 1.1.2022
$
	Rates from the first pay period to commence on or 
after 1.7.2022
$
	Rates from the first pay period to commence on or 
after 1.1.2023
$

	
	Per day
	Per day
	Per day

	Increase
	2.04%
	0.25%
	2.53%

	Teacher in Charge
	28.78
	28.85
	29.58

	Demonstration Schools
	11.93
	11.96
	12.26

	Teachers of classes of 
	16.30
	16.34
	16.75

	students with disabilities
	
	
	



SCHEDULE 6 

EDUCATIONAL PARAPROFESSIONAL 2022-2023

	
	Reference Only Salary from the first pay period to commence on or after 1.1.2022
$
	Salary from the first pay period to commence on or 
after 1.7.2022
$
	Salary from the first pay period to commence on or 
after 1.1.2023
$

	Increase
	2.04%
	0.25%
	2.53%

	Step 1
	62,339
	62,495
	64,076

	Step 2
	66,494
	66,660
	68,346

	Step 3
	69,939
	70,114
	71,888



Schedule 7 

ALLOWANCES

Table 1

	
	Reference Only Salary on or after 1.1.2022
	Rates from the first pay period on or after 1.7.2022
	Rates from the first pay period on or after 1.1.2023

	Increase
	2.04%
	0.25%
	2.53%

	Schools
	
	
	

	Home School Liaison Officer and Aboriginal Student Liaison Officer
	3,230
	3,238
	3,320

	Teacher in Charge
	5,002
	5,015
	5,142

	Year Adviser
	4,437
	4,448
	4,561

	Teachers other than the principal of 
	2,836
	2,843
	2,915

	classes of students with disabilities
	
	
	

	Principals, schools for specific purposes
	3,694
	3,703
	3,797

	Principal of Stewart House
	18,844
	18,891
	19,369

	In a central school - DP (Primary) AP
	2,247
	2,253
	2,310

	Demonstration Schools
	
	
	

	Principal - formerly classified prior to 
1 January 2016 as:
	
	
	

	Class PP1
	3,261
	3,269
	3,352

	Class PP2
	2,894
	2,901
	2,974

	Other promotion positions
	2,536
	2,542
	2,606

	Trained teacher
	2,060
	2,065
	2,117

	Demonstration lessons
	
	
	

	Teachers in schools required to take demonstration lessons: per lesson
	58.05
	58.20
	59.67

	In other schools
	
	
	

	Per half hour lesson
	70.19
	70.37
	72.15

	Per 40 minute lesson
	93.55
	93.78
	96.15

	Maximum per annum
	5,286
	5,299
	5,433

	Residential Agricultural High Schools
	
	
	

	Rostered supervision teachers
	12,482
	12,513
	12,830

	Head Teacher (Welfare) residential supervision allowance
	2,079
	2,084
	2,137

	Teacher in charge of residential supervision
	2,137
	2,142
	2,196

	Principal on call and special responsibility allowance
	18,844
	18,891
	19,369

	Deputy principal on call and special responsibility allowance
	17,025
	17,068
	17,500

	Supervisor of female students
	
	
	

	Up to 200 students
	2,227
	2,233
	2,289

	201-400 students
	3,583
	3,592
	3,683

	More than 400 students
	4,437
	4,448
	4,561

	Education Officers
	
	
	

	Non Graduate
	
	
	

	Year 2
	5,729
	5,743
	5,888

	Year 1
	5,729
	5,743
	5,888

	Graduate
	
	
	

	Year 2
	4,475
	4,486
	4,599

	Year 1
	4,475
	4,486
	4,599



Table 2

	
	Amount (*)

	Executive Principal, Connected Communities
	50,000



(*) Allowance payable subject to the Executive Principal, Connected Communities satisfying the provisions of subclause 5.9.
Schedule 8

Locality Allowances

1.  Definitions

1.1	For the purposes of this schedule:

1.1.1	"Dependent child" means, unless otherwise defined in the award, a child of which a teacher is a parent and who is resident with and wholly maintained by such teacher and either is under the age of sixteen years or is a full time student under the age of eighteen years or is completing their school studies up to and including Year 12.

1.1.2	"Dependent partner" means a person who is resident with and substantially reliant upon a teacher for their financial support, being either the teacher's spouse or a person whom the Secretary is satisfied is cohabiting otherwise than in marriage with the teacher in a permanent de facto and bona fide domestic relationship.

1.1.3	"Duly qualified" means a practitioner practising in Australia who, by training, skill and experience, is competent to diagnose, advise with regard to, and or treat the condition in relation to which relevant medical or dental assistance, as the case may be, is reasonably sought.

1.1.4	"Married couple" means and will include a teacher and their spouse or a person whom the Secretary is satisfied is cohabiting otherwise than in marriage in a permanent de facto and bona fide domestic relationship.

1.1.5	"Practitioner" means a legally qualified and lawfully practising medical practitioner or, as appropriate, a legally qualified and lawfully practising dentist and includes a duly qualified and lawfully practising physiotherapist to whom a teacher or a dependent spouse, partner or child of a teacher has been referred for treatment by a legally qualified medical practitioner.

1.1.6	"Reimbursable expenses" means, for the purposes of Part E of this schedule:

(i)	Actual travel costs in excess of the amounts specified in subparagraph (iv) of this paragraph in any one instance reasonably incurred in transporting a teacher and or a dependent partner and or dependent child of a teacher from his or her place of residence to a place at which a duly qualified practitioner is consulted.

(ii)	Travel charges in excess of the amounts specified in subparagraph (iv) of this paragraph in any one instance made by a duly qualified practitioner reasonably summoned to a teacher or a dependent partner or dependent child of a teacher at or near the place of residence of the teacher.

(iii)	The actual cost of accommodation not being hospital or nursing accommodation reasonably and necessarily incurred by a teacher or a dependent partner or dependent child of a teacher in connection with the attendance of that person away from their place of residence at a place at which a duly qualified practitioner is consulted.

(iv)	For the purposes of subparagraphs (i) and (ii) of this paragraph, the amounts which travel costs and charges must exceed are as follows:

	Reference Only from the first pay period to commence on or after 1.1.2022
$
	From the first pay period to commence on or after 1.72022
$
	From the first pay period to commence on or after 1.1.2023
$

	41
	41
	42



1.1.7	"School" will l include any school, branch, annex, centre or other establishment to which a teacher is appointed.

1.1.8	"Single teacher" means and will include a widow, widower, divorcee or teacher living separately and apart from their spouse.

1.1.9	"Travel costs" means, for the purposes of Part E of this schedule, the actual return transport costs payable in respect of the means of conveyance most appropriate to the circumstances and, in relation to a motor vehicle owned by a teacher or a dependent partner of a teacher, an amount calculated for the total distance travelled at the casual  rate determined from time to time by the Secretary; provided, however, that transport costs will not in any circumstances exceed a sum which would be applicable to any return trip over a distance greater than that to and from the place of residence of the relevant teacher and the GPO at Sydney.

1.1.10	"Teacher" for the purpose of this schedule means a permanent or temporary employee covered by this award.

2.  Part A - Allowances - Climatic Disability

2.1	Subject to clause 7 of this schedule, a teacher appointed to a school located in the Western Division of New South Wales upon or to the west of a line starting from a point on the right bank of the Murray River opposite Swan Hill (Victoria), and thence by straight lines passing through the following towns or localities in the order stated, viz., Conargo, Coleambally, Hay, Rankins Springs, Marsden, Condobolin, Peak Hill, Nevertire, Gulargambone, Coonabarabran, Wee Waa, Moree, Warialda, Ashford and Bonshaw, will  be paid an allowance at the rates prescribed in subclause 2.4 below.

2.2	Subject to clause 7 of this schedule, a teacher appointed to a school within a zone of New South Wales established by the 0 Degrees Celsius July Average Minimum Temperature Isotherm as contained in the Climatic Atlas of Australia, June 1974 as amended, and published by the Bureau of Meteorology, will be paid an allowance at the rates prescribed in subclause 2.4 below.

2.3	The allowances prescribed in subclauses 2.1 and 2.2 of this Part may be extended, excluded or otherwise varied by the Secretary to take into account any special circumstances.

2.4	Allowances under subclauses 2.1 and 2.2 are as follows:

	Subclause No.
	Climatic Allowances
	Reference Only Rates from the first pay period to commence on or after 1.1.2022
$
	Rates from the first pay period to commence on or after 1.7.2022
$
	Rates from the first pay period to commence on or after 1.1.2023
$

	
	Increase
	2.04%
	0.25%
	2.53%

	2.1
	Teacher without dependent partner
	1,523
	1,527
	1,566

	
	Teacher with dependent partner
	1,801
	1,806
	1,852

	2.2
	Teacher without dependent partner
	770
	772
	792

	
	Teacher with dependent partner
	1,027
	1,030
	1,056



*The dependent partner rate is one third greater than the rate for a teacher without a dependent partner.

3.  Part B - Allowances - Isolation from Socio Economic Goods and Services

3.1	A teacher appointed to a school included in Appendix A of this schedule will be paid the following allowances 

	
	Reference Only Rates from the first pay period to commence on or after 1.1.2022
$
	Rates from the first pay period to commence on or after 1.7.2022
$
	Rates from the first pay period to commence on or after 1.1.2023
$

	Increase
	2.04%
	0.25%
	2.53%

	Group
	
	
	

	1
	5,004
	5,017
	5,144

	2
	4,503
	4,514
	4,628

	3
	4,001
	4,011
	4,112

	4
	3,504
	3,513
	3,602

	5
	3,001
	3,009
	3,085

	6
	2,505
	2,511
	2,575

	7
	2,006
	2,011
	2,062

	8
	1,504
	1,508
	1,546

	9
	1,007
	1,010
	1,036

	10
	501
	502
	515



3.2	A teacher with a dependent partner will receive double the allowance prescribed in subclause 3.1 of this clause.

3.3	Subject to clause 7 of this schedule, a teacher entitled to an allowance under subclause 3.1 of this clause and with a dependent child or children will be paid the following additional allowances -

	
	Reference Only 1st dependent child rates from the first pay period to commence on or after 1.1.2022
	1st dependent child rates from the first pay period to commence on or after 1.7.2022
	1st dependent child rates from the first pay period to commence on or after 1.1.2023

	
	Per annum
	Per annum
	Per annum

	
	$
	$
	$

	Increase
	2.04%
	0.25%
	2.53%

	Group 1
	599
	600
	615

	Group 2
	522
	523
	536

	Group 3
	442
	443
	454

	Group 4
	364
	365
	374

	Groups 5 and 6
	289
	290
	297

	
	2nd and subsequent dependent child rates from the first pay period to commence on or after 1.1.2022
	2nd and subsequent dependent child rates from the first pay period to commence on or after 1.7.2022
	2nd and subsequent dependent child rates from the first pay period to commence on or after 1.1.2023

	
	Per annum
	Per annum
	Per annum

	
	$
	$
	$

	Group 1
	403
	404
	414

	Group 2
	331
	332
	340

	Group 3
	249
	250
	256

	Group 4
	174
	174
	178

	Groups 5 and 6
	95
	95
	97



4.  Part C - Allowances - Motor Vehicle

Subject to clause 7 of this schedule, a teacher appointed to a school included in Appendix A of this schedule will be paid the following allowances -

	Group
	Reference Only Rates from the first pay period to commence on or after 1.1.2022 
$
	Rates from the first pay 
period to commence on or after 1.7.2022 
$
	Rates from the first pay period to commence on or after 1.1.2023
$

	Increase
	2.04%
	0.25%
	2.53%

	Groups 1, 2 and 3
	2,690
	2,697
	2,765

	Groups 4, 5 and 6
	1,351
	1,354
	1,388



5.  Part D - Allowances - Vacation Travel Expense - Subject to Clause 7 of this Schedule

5.1	A teacher, when proceeding on vacation leave, will be entitled in any calendar year to the payment of certain travel expenses on the following occasions:

5.1.1	if appointed to a school included in Appendix A of this schedule and in:

(i)	Groups 1 and 2 - three vacation journeys;

(ii)	Groups 3, 4, 5 and 6 - two vacation journeys;

(iii)	Group 7 - one vacation journey; or

5.1.2	if appointed to a school covered by Determination 21 of the Determinations made pursuant to section 25 of the Teaching Services Act 1980, one vacation journey; and or

5.1.3	if appointed to a school located more than 720 kilometres from Sydney by the nearest practicable route and other than a school referred to in paragraph 5.1.1 of this subclause, one or more journey(s) if, given the circumstances of the school location, the Secretary considers it to be warranted.

Provided always that the provisions of paragraphs 5.1.1, 5.1.2 and 5.1.3 will not apply to a teacher with less than three years' service who, at the date of their engagement for service, was resident in the relevant area.

5.2	A teacher eligible for the payment of travelling expenses under subclause 5.1 will have those travelling expenses calculated according to the formula for reimbursement set out in Determination 21 referred to in paragraph 5.1.2 of subclause 5.1 of this clause, except that the amount of overnight expenses will be as set out in subclause 5.3 below, subject to the conditions contained in the aforementioned Determination.  Provided that the use of a teacher's own car will not require the approval of the Secretary.

5.3	For the purposes of subclause 5.2, the amount of overnight expenses are as follows:

	Reference Only from the first pay period to commence on or after 1.1.2022
$
	From the first pay period to commence on or after 1.7.2022
$
	From the first pay period to commence on or after 1.1.2023
$

	47
	47
	48



6.  Part E - Reimbursement of Certain Expenses Related to Medical or Dental Treatment

6.1	The provisions of subclauses 6.2, 6.3, 6.4, 6.5 and 6.6 of this clause apply only to a teacher who is appointed to a school included in Appendix A of this schedule, but do not apply to a teacher -

6.1.1	who for the time being is on maternity leave; or

6.1.2	who is married to a spouse or has a partner normally resident in the locality, unless such spouse or partner is normally and usually dependent upon the teacher as a consequence of illness, incapacity or other reasonable inability to earn an income sufficient to support themselves and or his or her child or children, as the case may be.

6.2	Where a teacher reasonably incurs reimbursable expense, the amount thereof will be paid to that teacher upon written application made to the Secretary.

6.2.1	A teacher will not be disentitled to such payment merely by reason of the fact that the reimbursable expense incurred was in relation to the attendance by or upon a duly qualified practitioner who was not the nearest duly qualified practitioner available at the relevant time if special circumstances in the particular case render it desirable that the services of some other duly qualified practitioner be sought.

6.2.2	In any instance in which it is necessary for the teacher or the partner of the teacher or some other attendant to accompany the person in respect of whom reimbursable expense is incurred then, upon written application by the teacher to the Secretary, the additional travel and accommodation costs reasonably and actually incurred will be paid to the teacher.

6.3	A teacher who claims payment of reimbursable expenses will provide such evidence in substantiation of the claim as the Secretary may reasonably require.

6.4	The Secretary will be entitled to refuse payment of any claim where it appears that the expense arose as a direct consequence of the serious and wilful misconduct or gross negligence of the person in respect of whom the expense was incurred.

6.5	A teacher will, in respect of any occurrence which gives rise to the incurring of reimbursable expense, take all reasonable steps to recover any insurance, contributory fund, workers' compensation or other benefits or common law damages as may lawfully be payable in respect thereof and any sum actually recovered in respect of items of reimbursable expense under this Schedule will be brought to credit as against the Secretary's liability for the same.  If any such sum will be recovered subsequently to payment by the Secretary of reimbursable expense to a teacher, that teacher will make an appropriate repayment.  The Secretary will not be entitled to withhold payment of reimbursable expense merely upon the ground that it or some portion of it may be recoverable at some time in the future from a third party.

6.6	The Secretary may, by notice in writing, require any teacher to effect and keep on foot a policy of insurance or membership of a medical fund to cover that teacher's liability for items of the nature of reimbursable expense under this schedule.

6.6.1	In any such case, the Secretary will reimburse to the teacher the amount by which any premium or contribution incurred in so doing exceeds the following amounts:

	From the first pay period to commence on or after 1.1.2022
$
	From the first pay period to commence on or after 1.7.2022
$
	From the first pay period to commence on or after 1.1.2023
$

	41
	41
	42



6.6.2	If a teacher fails to comply with a requirement made by the Secretary under this subclause, such teacher will not be entitled to claim any reimbursable expense which, but for their failure, would have been recouped to that teacher as a result of the relevant insurance or membership.

6.7	When a teacher is necessarily absent from duty for the purpose of securing advice and or treatment from a duly qualified practitioner for such teacher or dependent partner or child of such teacher, any period of such absence involved in travelling to or from the place of residence of the teacher to the place at which the advice or treatment is obtained will not be debited against any sick leave credit to which that teacher is entitled.  Provided that this clause will be without prejudice to the right of the Secretary in their discretion to temporarily appoint the teacher to a school nearer to the place of consultation or treatment where they may deem it desirable so to do. 
6.8	The Secretary will be entitled to decline payment of reimbursable expense to a teacher in any instance in which such expense relates to a non-urgent elective consultation or treatment which might reasonably have been sought during a vacation period whilst the teacher or their relevant dependent partner, child or children (as the case may be) had, in the normal course, travelled to a location at which the type of consultation or treatment could be obtained.

7.  Part F - Payment of Allowances According to Marital Status (Payment of Allowances Regardless of Marital Status)

7.1	Subject to subclause 7.2 of this clause, where a married couple consists of two teachers who are otherwise eligible for payment of an allowance under this schedule then, in the case of an allowance under:

7.1.1	subclause 2.1 or 2.2 of clause 2 of this schedule, each teacher will only be entitled to one half of the allowance provided therein for a teacher with a dependent partner;

7.1.2	subclause 3.3 of clause 3 of this schedule, each teacher will only be entitled to one half of the allowance provided therein for a teacher with a dependent child or children;

7.1.3	clause 4 of this schedule, each teacher will only be entitled to one half of the motor vehicle allowance applicable to a single teacher;

7.1.4	clause 5 of this schedule, each teacher will only be entitled to one half of the vacation travel allowance; and

7.1.5	subclause 6.2 of clause 6 of this schedule, each teacher will not qualify for reimbursement of expenses in so far as the teacher's partner qualifies for and claims reimbursement as a teacher.

7.2	Where a married couple includes a teacher entitled to allowances under the award and a person entitled to a similar allowance pursuant to the Crown Employees (Public Service Conditions of Employment) Award 2009 published 21 October 2016 (380 I.G. 1292) as varied, or its successor, the teacher will only receive the difference between that allowance and the married couple or dependent allowances under this schedule.

8.  Part G - Locality Allowance Committee

8.1	A Locality Allowance Committee will be established for the purpose of -

8.1.1	investigating all matters in dispute and reporting and making recommendations thereon to the Secretary and the Federation;
8.1.2	recommending the inclusion or deletion of schools to be covered by the provisions of clause 3 of this schedule; and

8.1.3	recommending the appropriate groupings and alteration of existing groupings of schools within clause 3 of this schedule.

8.2	The Locality Allowance Committee will -

8.2.1	consist of an equal number of representatives nominated by the Secretary and the Federation;

8.2.2	elect its own chairperson, who will not have a casting vote; 

8.2.3	be permitted to act in the absence of any member, provided more than one half of the members are present; and

8.2.4	by its creation and operation not affect the exercise of the powers and functions of any tribunal constituted under the Industrial Relations Act 1996.

APPENDIX A

ALLOWANCE FOR ISOLATION FROM SOCIO ECONOMIC GOODS AND SERVICES

Groupings of Schools

	Group 1 (9)
	
	
	
	

	Clare
	Enngonia
	Goodooga CS
	Louth
	Marra Creek

	Tibooburra
	Wanaaring
	Weilmoringle
	White Cliffs
	

	Group 2 (10)
	
	
	
	

	Baryulgil
	Booligal
	Boomi
	Bullarah
	Ellerston

	Hatfield
	Hill End
	Ivanhoe
	Menindee
	Wilcannia CS

	Group 3 (11)
	
	
	
	

	Bylong Upper
	Cabramurra
	Carinda
	Corinella
	Jerangle

	Lightning Ridge
	Mingoola
	Moonan Flat
	Nowendoc
	Quambone

	Rowena
	
	
	
	

	Group 4 (23)
	
	
	
	

	Bellbrook
	Blackville
	Carrathool
	Collarenebri
	Croppa Creek

	Drake 
	Ebor
	Fairfax
	Garah
	Hermidale

	Kingstown 
	Mallawa
	Mungindi
	Naradhan
	Niangala

	Palinyewah 
	Tullibigeal
	Tulloona
	Wollar
	Wongwibinda

	Wooli
	Wytaliba
	Yarrowitch
	
	

	Group 5 (37)
	
	
	
	

	Bigga
	Bonalbo
	Bribbaree
	Burraga
	Burren Junction

	Cassilis
	Chandler
	Dundurrabin
	Elands
	Euabalong West

	Eumungerie
	Girilambone
	Glen Alice
	Glenreagh
	Gwabegar

	Hargraves
	Jugiong
	Mayrung
	Millbank
	North Star

	Nymboida
	Old Bonalbo
	Premer
	Pyramul
	Rankins Springs

	Rollands Plains 
	Rosewood
	Rugby
	Sofala
	Spring Ridge

	Tabulam
	Tambar Springs
	Tooraweenah
	Trunkey
	Windeyer

	Yetman
	Warrumbungle EEC
	
	
	

	Group 6 (33)
	
	
	
	

	Ballimore
	Bedgerebong
	Bellata
	Belltrees
	Bendemeer

	Bonshaw
	Brewarrina CS
	Bundarra
	Caragabal
	Conargo

	Deepwater
	Emmaville
	Goolma
	Grevillia
	Hernani

	Humula
	Lansdowne Upper
	Long Flat
	Medlow
	Mullaley

	Pallamallawa
	Rand
	Rouchel
	Stuart Town
	Talbingo

	Toomelah
	Tottenham
	Ulong
	Wambangalang EEC
	Walgett 

	Wattle Flat
	
	
	
	Community College HS & PS

	Group 7 (50)
	
	
	
	

	Ashford
	Barkers Vale
	Ben Lomond
	Balranald
	Bobin

	Bogan Gate
	Bungwahl
	Bunnaloo
	Cargo
	Coolongolook

	Copmanhurst
	Dalgety
	Dungowan
	Ellangowan
	Euchareena

	Gravesend
	Greenethorpe
	Hannam Vale
	Moulamein
	Mullengandra

	Khancoban
	Lake Cargelligo
	Lowanna
	Nana Glen
	Orama

	Mumbil
	Mummulgum
	Murringo
	Rappville
	Savernake

	Pilliga
	Pleasant Hills
	Quandialla
	Tooleybuc
	Towamba

	Somerton
	Tallimba
	Tarcutta
	Upper Coopers
	Willawarrin

	Tucabia
	Tullamore
	Ulan
	Creek
	Woolomin

	Urbenville
	Woolbrook
	Walbundrie
	
	

	Walhallow
	Wyangala Dam
	Weethalle
	
	

	Group 8 (75)
	
	
	
	

	Afterlee
	Ardlethan
	Attunga
	Beckom
	Bemboka

	Binalong
	Binya
	Blighty
	Boree Creek
	Bourke HS & PS

	Brocklesby
	Burrumbuttock
	Cabbage Tree 
	Carroll
	Collins Creek

	Comboyne
	Cowper
	Curlewis
	Currabubula
	Delegate

	Dorroughby EEC
	Duri
	Dunoon
	Errowanbang
	Eurongilly

	Euston
	Ganmain
	Goolgowi
	Gooloogong
	Gulargambone

	Illabo
	Iluka
	Jiggi
	Johns River
	Koorawatha

	Krambach
	Ladysmith
	Larnook
	Lowesdale
	Lue

	Lyndhurst
	Manifold
	Matong
	Mendooran
	Moonbi

	Moorland
	Mount George
	Murrami
	Nabiac
	Nangus

	Nimbin
	Nundle
	Peak Hill
	Risk, The
	Rookhurst

	Rosebank
	Rukenvale
	Rye Park
	Stockinbingal
	Stratheden

	Telegraph Point
	Tingha
	Trundle
	Tumbarumba HS & PS
	Tuntable Creek

	Tyalgum
	Wakool
	Wiangaree
	Wyndham
	Woodenbong

	WhianWhian
	Woodstock
	Whitton
	
	

	Group 9 (67)
	
	
	
	

	Ariah Park
	Bald Blair
	Barellan
	Barmedman
	Blandford

	Brungle
	Burringbar
	Channon, The
	Clergate
	Clunes

	Coffee Camp
	Collingullie
	Coolah
	Coramba
	Corndale

	Crabbes Creek
	Crossmaglen
	Cudal
	Coutts Crossing
	Darlington Pt.

	Delungra
	Eltham
	Eungai
	Eureka
	Gerogery

	Geurie
	Gum Flat
	Ilford
	Jennings
	Kentucky

	Kootingal
	Maimuru
	Mandurama
	Manildra
	Marrar

	Merriwa
	Mitchells Island
	Moteagle
	Mullion Creek
	Murrurundi

	Neville
	Nimmitabel
	Numeralla
	Oaklands
	Orara Upper

	Oxley Island
	Pacific Palms
	Pocket, The
	Pomona
	Pottsville Beach

	Quaama
	Red Range
	Rock Central, The
	Sandy Hollow
	Spring Hill

	Stratford
	Thalgarrah EEC
	Timbumburi
	Ulmarra
	Urana

	Uranquinty
	Walla Walla
	Wallabadah
	Wallenbeen
	Wardell

	Wombat
	Wongarbon
	
	
	

	Group 10 (116)
	
	
	
	

	Adaminaby
	Adelong
	Barham HS & PS
	Barrington
	Batlow

	Berridale
	Bexhill
	Bibbenluke
	Bingara
	Binnaway

	Black Mountain
	Blakebrook
	Bodalla
	Boggabilla CS
	Boggabri

	Bombala HS & PS 
	Bonville
	Borenore
	Bournda EEC
	Broadwater

	Candelo
	Caniaba
	Carcoar
	Carool
	Cascade EEC

	Central Tilba
	Chatsworth Island
	Chillingham
	Cobar HS & PS
	Coleambally

	Coolamon
	Coomealla HS
	Coopernook
	Coorabell
	Coraki

	Corindi
	Crescent Head
	Crowdy Head
	Crystal Creek
	Cumnock

	Cundleton
	Dareton
	Dorrigo HS & PS
	Doubtful Creek
	Duranbah

	Dunedoo CS
	Durrumbul
	Empire Vale
	Eugowra
	Farrer MAHS

	Fernleigh
	Fingal Head
	Gilgai
	Gladstone
	Goolmangar

	Goonengerry
	Harrington
	Herons Creek
	Hillston
	Howlong

	Huntingdon
	Jerilderie
	Jindabyne
	Jindera
	Karangi

	Kellys Plains
	Kendall
	Kinchela
	Laggan
	Lansdowne

	Lawrence
	Leeville
	Lennox Head
	Lockhart
	Main Arm Upper

	Martindale
	Mathoura
	Millthorpe
	Modanville
	Mogo

	Nemingha
	Nyngan HS &PS
	Smithtown
	Old Bar
	Repton

	Rous
	Scotts Head
	Spring Terrace
	Stokers Siding
	Stuarts Point

	Table Top
	Tanja
	Tathra
	Terranora
	Teven-Tintenbar

	Tinonee
	Tintinhull
	Tregeagle
	Tumbulgum
	Uki

	Warren CS
	Wee Waa HS & PS
	Wentworth
	Willow Tree
	Wilsons Creek

	Woodburn
	Wyrallah
	Yenda
	Yeoval
	Yerong Creek



Schedule 9

EXCESS TRAVEL AND COMPENSATION FOR TRAVEL ON OFFICIAL BUSINESS

Part A

Excess Travel

1.	Definitions

1.1	For the purpose of Part A of this Schedule:

1.1.1	"Excess travel" means, for the purposes of clauses 3 and 4, those distances:

(i)	when travelling from home to work and vice versa, that distance in excess of the distance between the teacher's home and headquarters;

(ii)	on any day where the teacher is required during the day to travel from one school to another.

1.1.2	"Headquarters" means that school where the major part of the teacher's duties are performed; or if the teacher is appointed to two schools on an equal time basis, then the headquarters school will be the school nearest to the teacher's place of residence.  Provided that where a teacher is appointed to two schools on an equal time basis and has previously had a school nominated as their headquarters school, that school will be retained as the headquarters while they continue to teach at that school, notwithstanding a change to the other school.

1.1.3	"Teaching Program" means all face to face teaching and other duties that take place during the teacher's normal hours of schooling.

2.  Teaching in More Than One School 

2.1	Where in any school a teacher, including a temporary teacher, cannot be, or has not been, allocated a complete teaching load, the teacher may be timetabled to teach in more than one school.  Such teachers include Teacher Librarians and Teachers of English as a Second Language.  The following provisions in relation to payment for excess travel time and for excess travel will apply:

3.  Payment for Excess Travel Time 

3.1	If in order to perform the teacher's approved teaching program, the teacher is required to travel outside the teacher's required attendance hours for the particular school from the teacher's home to school and/or from a school to the teacher's home, the teacher will be paid for excess time occupied in travelling, subject to:

3.1.1	There will be deducted from the teacher's travelling time on any one day the time normally taken for the periodic journey from home to headquarters and return.
3.1.2	Periods of less than one quarter of an hour on any one day will be disregarded.

3.1.3	Travelling time will not include any period of travel between 11.00pm on any one day and 7.30am on the following day when the teacher has travelled overnight and sleeping facilities have been provided for the teacher.

3.1.4	Travelling time will be calculated by reference to the time that might reasonably have been taken by the use of the most practical and economic means of transport.

3.1.5	No time spent in performing duties will be counted as travelling time.

3.1.6	The teacher is otherwise not compensated for excess travelling time by way of allowance or time off in lieu.

3.2	Payment for excess travelling time will be at the teacher's ordinary rate of pay on an hourly basis, calculated as follows:

	Annual Salary
	x
	7
	x
	1

	
	
	365
	
	30



3.3	Teachers who are in receipt of a salary in excess of the rate applicable to Band 2.1 as set out in Schedule 1A, will be paid travelling time calculated at the rate applicable to the abovementioned rate. 
4.  Payment for Excess Travel -

4.1	All travelling costs reasonably incurred because of excess travel for the use of a private motor vehicle will be paid on the basis of cents per kilometre at two rates as follows:

4.1.1	up to 8,000 km per annum - 78 cents per km;

4.1.2	over 8,000 km per annum – 31.2 cents per km.

Provided that these rates shall be adjusted pursuant to and in accordance with the rates as approved from time to time by the Premier’s Department.

4.2	For the purposes of payment under this subclause, excess travel on any day where the teacher is required during the day to travel from one school to another, will be determined in accordance with the provisions of subclauses 4.1 to 4.8 inclusive.

4.3	On days when a teacher is required to travel on official business and travels to and from home, whether or not the teacher visits headquarters, a deduction will be made from the total distance travelled from home to home as follows:

	Distance Home to Headquarters
	Deduction

	(One Way)
	

	Kilometres
	Kilometres

	1
	1

	2
	2

	3
	3

	4
	4

	5
	5

	6
	6

	7
	7

	8
	8

	9
	9

	10
	10

	11-29
	10

	30 or more
	10

	
	plus 2 km for each km above 29 km from home to headquarters.



4.4	Provided that when the above deduction in subclause 4.3 has been effected, the teacher will add to the number of kilometres claimed the kilometres shown in the follow schedule:

	Home to Headquarters
(One Way)
	Add

	Kilometres
	Kilometres

	29-35
	1

	36-40
	2

	41-45
	3

	46-50
	4

	51-55
	5

	56-60
	6

	61-65
	7

	66 and over
	8



4.5	This daily deduction discounts the normal one way distance travelled from home to headquarters for which teachers will not be paid.

4.6	Where a teacher is on duty at their headquarters on a particular day and the teacher elects to travel to the headquarters in their private motor vehicle, no payment will be made for such travel.
4.6.1	If, on such a day, the teacher is directed to travel from their headquarters in an emergency situation, the teacher may be granted approval to use their own motor vehicle and claim the normal kilometre rate for the distance from headquarters to the emergency centre and return.

4.6.2	Where a teacher has approval to use their private motor vehicle on official business and is directed to have the vehicle at headquarters on each day, or particular days, in order to have available a ready means of transport, payment will be made for the distance from home to headquarters and return for each day of duty the car is required to be available (on official business), less the daily deduction.

4.7	A claim for travel allowance cannot be made where the headquarters and another centre visited are on the same or adjacent sites.

4.8	The daily deduction is not applied where a teacher is required to use their private motor vehicle from their home after working hours on official business or when the teacher is required to stay away from home overnight on official business.

Part B

Compensation for Travel on Official Business

1.	Definitions

1.1	For the purpose of Part B of this Schedule:

1.1.1	"Headquarters" for a teacher means the school or administrative centre nominated by the Secretary for the particular teacher.

1.1.2	"Teacher" means a permanent or temporary teacher employed in the Teaching Service, but does not mean, unless otherwise specified, a casual teacher.

"Teacher" includes Consultants, District Guidance Officers (DGO's), School Counsellors, Itinerant Teachers (teachers of the behaviourally disordered, the visually impaired, the hearing impaired), Distance Education Centre/School Teachers, Home School Liaison Officers (HSLO), Access School Teachers, District Relief Teachers, Outreach Teachers, Pre School Teachers, Support Teachers Intensive Reading, Careers Advisers, Early Intervention Teachers, Violence Program Teachers, Languages Other Than English Teachers (LOTE), Early Student Support Program Teachers (ESSP), teachers programmed to teach in a school and a TAFE location and includes any equivalent classifications thereto so long as their work patterns remain unchanged.

2.	Except where authorised, teachers are responsible for meeting costs incurred in travel between their residence and usual place of work.

3.	Teachers may be authorised to use their private vehicle for travel on official business in the performance of their normal duties where other modes of travel are unsuitable or unavailable.

3.1	Payment, on a case by case basis, will be considered by the Department for private motor vehicle usage by casual teachers who relieve in a position as identified in paragraph1.1.2 and who are required and authorised to use their private motor vehicle in the performance of their relieving duties.

4.	The Use of a Teacher's Private Motor Vehicle on Official Business is Not Mandatory.

5.	Official Business Rate -

5.1	The official business rate is payable where the use of a teacher's private motor vehicle on official business is authorised and the teacher is required to travel on official business using their motor vehicle on a regular basis of at least once per week throughout the school year or travel a minimum of 400 kilometres during the school year, except where:

5.1.1	an official vehicle is available;

5.1.2	for all or specific days of travel, public transport is obviously available, suitable, and does not result in a loss of the teacher's professional time and or restriction in the performance of the teacher's duties and professional responsibilities.

5.2	Where a teacher commences duty other than at the start of the school year the minimum period of 400 kilometres to be travelled, as provided by subclause 5.1 above, will be adjusted proportionately.

5.3	The rate paid is that specified at clause 9 of this schedule.

6.	Casual Rate -

6.1	The casual rate is payable to teachers who are authorised to use their private motor vehicle to travel on official business intermittently as opposed to regular use (as provided by clause 5 of this Schedule) for which the official business rate is paid, except where:

6.1.1	an official vehicle is available;

6.1.2	for all or specific days of travel, public transport is obviously available, suitable, and does not result in a loss of the teacher's professional time and/or restriction in the performance of the teacher's duties and professional responsibilities.

6.2	In circumstances where teachers are not authorised for reimbursement of travel expenses at the official business rate, they may be given approval to use their private vehicle on official business at the casual rate, including travel to attend staff development courses, selection committee interviews, and Industrial Relations Commission appearances.

6.3	The rate paid is that specified at clause 8 of this schedule.

7.	Daily Deduction -

7.1	On days when a teacher is required to travel on official business and travels to and from home, whether or not the teacher visits headquarters, a deduction will be made from the total distance travelled from home to home as follows:

	Distance Home to Headquarters 
(One Way)
	Deduction

	Kilometres
	Kilometres

	1
	1

	2
	2

	3
	3

	4
	4

	5
	5

	6
	6

	7
	7

	8
	8

	9
	9

	10
	10

	11-29
	10

	30 or more
	10

	
	plus 2 km for each km above 29 km 
from home to headquarters.



7.2	Provided that when the above deduction in subclause 7.1 has been effected, the teacher will add to the number of kilometres claimed the kilometres shown in the following schedule:

	Home to Headquarters
(One Way)
	Add

	Kilometres
	Kilometres

	29-35
	1

	36-40
	2

	41-45
	3

	46-50
	4

	51-55
	5

	56-60
	6

	61-65
	7

	66 and over
	8



7.3	This daily deduction discounts the normal one way distance travelled from home to headquarters for which teachers will not be paid.

7.4	Where a teacher is on duty at their headquarters on a particular day and the teacher elects to travel to the headquarters in their private motor vehicle, no payment will be made for such travel.

7.5	If, on such a day, the teacher is directed to travel from their headquarters in an emergency situation, the teacher may be granted approval to use their own motor vehicle and claim the normal kilometre rate for the distance from headquarters to the emergency centre and return.

7.6	Where a teacher has approval to use their private motor vehicle on official business and is directed to have the vehicle at headquarters on each day, or particular days, in order to have available a ready means of transport, payment will be made for the distance from home to headquarters and return for each day of duty the car is required to be available (on official business), less the daily deduction.

7.7	A claim for travel allowance cannot be made where the headquarters and another centre visited are on the same or adjacent sites.

7.8	The daily deduction is not applied where a teacher is required to use their private motor vehicle from their home after working hours on official business or when the teacher is required to stay away from home overnight on official business.

8.	Official Business and Casual Rate -

	Clause of Schedule which applies
	Rate/
	Cents Per Km

	5
	Official Business Rate
	0 - 8,000 km 
per annum
	8,001 km or more
per annum

	
	
	78.0
	31.2

	6
	Casual Rate
	31.2



Provided that these rates will be adjusted pursuant to and in accordance with the rates as approved from time to time by the Secretary, Department of Premier and Cabinet.

Schedule 10

Special.  Conditions Covering Home School Liaison Officers and Aboriginal Student Liaison Officers
Qualifications and Appointments -

1.	Officers who are employed as teachers and persons who, in the opinion of the Secretary, have the appropriate qualifications to be employed as teachers will be eligible to apply for appointment as Home School Liaison Officers.
2.	Officers who are employed as teachers and persons who, in the opinion of the Secretary, have the appropriate qualifications and or experience to be appointed as Aboriginal student liaison officers will be eligible to apply for temporary appointment as Aboriginal student liaison officers.

3.	A successful applicant for appointment to a vacant position of home school liaison officer or Aboriginal student liaison officer will, subject to Sections 50 and 51 of the Teaching Service Act be temporarily appointed to a specified location and for a specified period determined by the Secretary.

Duties -

4.	Home school liaison officers and Aboriginal student liaison officers will be responsible for those duties as determined by the Secretary and will be directly responsible to an officer or such other person(s) as determined by the Secretary.

Training -

5.	Successful applicants for the position of home school liaison officer or Aboriginal student liaison officer will, following temporary appointment to specified positions or locations, be required as part of their duties to undergo a course of training of a nature and for a period prescribed by the Secretary.

6.	Home school liaison officers and Aboriginal student liaison officers whose homes are 100kms or more from the training course centre will be eligible for financial assistance as provided by the Department towards the cost of temporary accommodation used while on the course and for travel between their homes in New South Wales and the course at the beginning and end of the course and on one weekend during the course.  In addition, travel costs in excess of those for daily travel to the course incurred in attending at locations other than the course centre, on program requirements, will be reimbursed.
Salaries -

Home School Liaison Officers -

7.	On temporary appointment as a home school liaison officer a teacher will continue to receive their current substantive teaching salary and will continue to progress on the appropriate step on the common incremental salary scale on their normal teaching incremental date subject to clause 6, Salary Progression and Maintenance and clause 21, Calculation of Service of this award.  A person not being an officer will on appointment as a home school liaison officer be paid an annual salary according to their qualifications and status as if they were appointed as a teacher covered by the award and will progress on the common incremental salary scale on an incremental date determined by the date of their appointment as a home school liaison officer subject to clause 6, Salary Progression and Maintenance and clause 21, Calculation of Service, of this award.

Aboriginal Student Liaison Officers -

8.	Minimum salaries on commencement of employment and progression thereafter under the common incremental salary scale as set out in Schedule 1A of this award are determined as follows:

Aboriginal student liaison officers who are:

Non-graduates - step 3

Graduates without teacher training - step 4

Graduates with teacher training - step 5

Graduates with five years of training - step 6

Allowances and Additional Leave -

9.	Overtime will not be paid for hours worked in excess of seven hours per day and no compensatory leave will be allowed for evening, Saturday or Sunday work.  In addition, no compensation will be allowed for time spent in travelling.

10.	To compensate for all incidents of employment, including hours worked in excess of seven hours on any day, evening, Saturday or Sunday, and time spent in travelling, home school liaison officers and Aboriginal student liaison officers will receive:

10.1	an allowance as provided for in paragraph 5.2.1 of clause 5, Allowances, and Schedule 7; and

10.2	six weeks leave per annum in addition to the four weeks annual recreation leave provided in clause 13 of this schedule.  The six weeks leave and the four weeks annual recreation leave will be taken during school vacation periods unless the performance of work required to be done during a school vacation(s) necessitates part of the ten weeks leave to be taken at other time(s) as approved by the Secretary.

Hours and Conditions -

11.	Subject to the special conditions contained in this schedule, home school liaison officers and Aboriginal student liaison officers will enjoy the hours and conditions of employment applying to other non-school based teaching service personnel.

12.	The ordinary hours of work, exclusive of meal times, will be 35 per week to be worked Monday to Friday inclusive and to commence on such days at or after 8.00am and conclude on or before 6.00pm.  Provided that, where required, a home school liaison officer or Aboriginal student liaison officer will be required to work beyond these normal hours on weekdays and to work on weekends.

13.	Annual recreation leave will accrue at the rate of four weeks per year.

14.	Notwithstanding that an officer, on appointment as a home school liaison officer or Aboriginal student liaison officer, may not comply with the service requirement included in the definition of a transferred officer contained in Determination No.1/2001, titled the Transferred Officers Compensation Determination or its successor determination, but otherwise finds it necessary to move their residence as a consequence of the appointment, the officer will be deemed a transferred officer for the purposes of Determination No.1/2001 or its successor determination.

15.	An officer appointed as a home school liaison officer is eligible to apply for and accept appointment to any advertised Teaching Service position.

Subsequent Employment -

Home School Liaison Officers -

16.	An officer appointed as a home school liaison officer will, on completion of the period of the appointment, be eligible and required to transfer to a teaching position.

17.	A person with a current approval to teach appointed as a home school liaison officer will, on completion of the period of their appointment, elect to be appointed, pursuant to Section 47 of the Teaching Service Act, as a permanent teacher with priority to all other persons on any teacher employment waiting list. This permanent appointment will not be probationary as provided for in Section 48 of the Teaching Service Act. The home school liaison officer may always elect to accept a temporary appointment as a teacher.

Aboriginal Student Liaison Officers - 

18.	An officer appointed as an Aboriginal student liaison officer will, on completion of the period of the appointment, be eligible and required to transfer to an appropriate teaching service position.

Schedule 11
Special Conditions Covering Teachers at Residential Agricultural High Schools

1.	Special Conditions -

1.1	The principal, following consultation with a representative nominated by the staff in a residential agricultural high school, will prepare detailed information on the duties of teachers and the conditions of employment in the school.  This information will include rostered duty requirements, residential requirements and other information that will assist both new appointments and teachers who may be transferred to the school by the Secretary.

1.2	All new teachers at the schools will be supplied with a copy of this information before accepting appointment to the school.

2.	All new vacant positions will be deemed to be special fitness positions, provided that the Secretary will retain the right to fill any vacant positions by way of transfer or such other manner as considered appropriate.

3.	Subject to the availability of accommodation, all teachers appointed to vacant positions in the schools will be required to reside on the school site for a minimum period of three years.

4.	Following the minimum period referred to in clause 3 of this schedule, and subject to the needs of the school, teachers may apply for a further residence on-site for another two year period.  Thereafter a teacher may seek an extension of residency and tenure beyond this two year period.

5.	Initial appointment of residential teachers and reappointment of residential teachers to the school after the first or second period of residence on the school site will be made on an annual basis at the discretion of the principal, with due regard to the needs of the school.

6.	A library supervisor will be appointed to each school for a period of up to 20 hours per week during the school term to supervise the school library at nights and on weekends.

In selecting a library supervisor the principal will, as he or she considers appropriate, give priority to employing trained teachers.

7.	There will be two head teachers (welfare) appointed to each school on the basis of special fitness.

8.	The duties of the head teachers (welfare) will include:

8.1	undertaking rostered supervision duty;

8.2	responsibility for the organisation and implementation of all aspects of residential supervision within the school;

8.3	implementation of student supervision rosters;

8.4	supervision of teachers on roster duty;

8.5	responsibility for school welfare programs.

9.	At each school, one teacher in charge of residential supervision will be appointed by the principal (consistent with subclause 2.61 of clause 2, Dictionary of the award) to receive the Teacher in Charge of Residential Supervision Allowance as provided for in paragraph 5.5.3 of clause 5, Allowances, and Schedule 7.

10.	Educational programs must be provided for all students at the school, up to and including the last school day of all four school terms.

11.	All teachers, including head teachers, but excluding the principal and deputy principal appointed to the school, will be required to perform, on a roster basis, out of normal teaching hours supervision of students as follows:

11.1	Teachers on a full rostered program will be required to undertake one rostered duty in every ten days during the designated school year.

11.2	Where the school has more non-resident staff than required to fill the duty roster, staff may be rotated onto the duty roster over a twelve month period to ensure rostered duty is shared by the entire staff and will be paid the rostered supervision allowance on a pro rata basis.

11.3	There should be, as far as possible, a gender balance related to the needs of the school within the staff roster.  Where this is not possible the principal, in consultation with the staff, will determine the most appropriate staffing roster.

11.4	The size and composition of rostered duty teams will be decided by the principal following consultation with staff at the school.  To facilitate a one in ten days roster of a five person duty team, casual teachers or other staff may be employed by the principal where insufficient full time teachers are available, to make up the necessary duty teams.

11.5	Teachers on rostered supervision duty will be provided with free meals at the school for the duration of their rostered duty.

11.6	Staff on rostered duty will be entitled to a half hour break during their duty on week days and a one hour break during their duty on weekend days.  Such breaks will be arranged by those rostered on duty to ensure that each person receives a break unless extraordinary circumstances or the exigencies of the school on a particular day makes this impractical.  There will be no requirement to engage casual labour as a result of staff taking such breaks.

12.	A rostered supervision allowance as provided for in paragraph 5.5.1 of clause 5, Allowances, and Schedule 2 will be paid on the basis that:

12.1	Teachers at the school are required to undertake rostered duties on the basis of one duty every ten days during the school year.

12.2	Rostered supervision duty for all teachers on the duty team (whether resident or non-resident) involves an on call period following the conclusion of active duty.  This on call period will operate from approximately 11.00pm to 7.00am. The on call duty may require, where accommodation is available, that any member of a duty team stay overnight on the school site.

12.3	During the on call period there will be a minimum of two teachers (excluding the principal and deputy principal but including at least one member of the rostered duty team) in residence at the school on each night during the school year to respond to emergencies and any supervisory requirements as necessary.  This would normally include one residential member of the rostered duty team and one other member of the residential staff.  If a member of the residential staff is not available, then a non-residential member of staff will remain on-site.  All other members of the duty team rostered on any day will, however, remain on call.

12.4	Teachers who are absent on leave for one term or more will lose a pro rata proportion of the rostered supervision allowance.  Similarly, a teacher who commences duty at the school other than in the first week of Term one will be paid the rostered supervision allowance on a pro rata basis on the amount of supervision actually performed in that school year.

12.5	Should a teacher be sick on any day on which a rostered duty falls, then for the first two such days in any year the teacher will be entitled to be paid.

13.	An additional allowance based on the average rate for a rostered duty will be paid to three volunteer teachers at the school to supervise students returning following the Christmas, Terms one, two and three vacations and compulsory leave weekends.  This duty will commence from 3.00pm on the day preceding the commencement of school until 7.00am the next day.

14.	The head teacher (welfare) will be paid in addition to the rostered supervision allowance a residential supervision allowance as provided for in paragraph 5.5.2 of clause 5, Allowances, and Schedule 7.

15.	Teacher trained library supervisors will be remunerated at an hourly casual teacher rate.  The hourly casual teacher rate will be calculated on the basis of the daily casual teacher in schools rate divided by six.  This rate is loaded to be inclusive of sick leave, family and community service leave, special leave and leave loading.

16.	The Department will investigate providing

16.1	Further accommodation for teaching staff at the schools.  In the event of the head teacher (welfare) being single, accommodation to the level provided to other single resident teachers will be provided.

16.2	Subject to the availability of funds, additional married accommodation at the schools.

17.	Teachers in residential accommodation on-site in the school will be provided with free board and lodging, including laundry and utilities.

18.	All teachers in other accommodation (including executive staff) will be required to clean their accommodation and undertake their own laundry and pay appropriate rental where payment of rental presently applies.

SCHEDULE 12 

Secondary College of Languages

1.  Arrangement

Clause No.	Subject Matter

1.	Arrangement
2.	Definitions
3.	Employment Jurisdiction
4.	Recruitment and Appointment
5.	Allocation to Centres and Classes
6.	Duties as Directed
7.	Remuneration
8.	Travel Expenses
9.	Training and Development
10.	Recognition of Service
11.	Anti-Discrimination
12.	Parental Leave and Other Entitlements
13.	Dispute Resolution Procedures
14.	Deduction of Union Membership Fees
15.	Work, Health and Safety

Table 1 - Remuneration, Monetary Rates

2.  Definitions

2.1	“Accredited” means a teacher who has demonstrated the Australian Professional Standards for Teachers at the level of Proficient, Highly Accomplished or Lead and has been accredited as such by a Teacher Accreditation Authority. 

2.2	“Anti-Discrimination Act” means the Anti-Discrimination Act 1977
2.3	"Assistant Supervisor" means an employee who assists the Supervisor and who acts in his/her capacity during the absence of the Supervisor.

2.4	"Centre" means a location at which language teaching and learning is conducted by the Secondary College of Languages.

2.5	"Casual Secondary College of Languages Teacher" means an employee who is engaged on an hourly rate of pay in the Teaching Service at the Secondary College of Languages.

2.6	"Curriculum Co-ordinator" means an employee who assists the Centre Supervisor and the Principal, Secondary College of Languages in curriculum implementation; development of curriculum resources and provision of advice on language teaching methodology.

2.7	"Department" means the Department of Education.

2.8	“Employee” means a person employed as a supervisor, assistant supervisor, curriculum coordinator or teacher at the Secondary College of Languages by the Secretary or delegate under the provisions of the Teaching Service Act. 

2.9	"Federation" means the Australian Education Union NSW Teachers Federation Branch.

2.10	“Industrial Relations Act” means the Industrial Relations Act 1996

2.11	"Industrial Relations Commission" means the Industrial Relations Commission of New South Wales established by the Industrial Relations Act.

2.12	"Parties" means the Department and the Federation.

2.13	"Principal, Secondary College of Languages" means the officer appointed by the Secretary to be responsible for the operation of the Secondary College of Languages.

2.14	"Secondary College of Language Teacher" means an employee responsible as part of a team for the educational instruction of students in a community language. 

2.15	"Secondary College of Languages" means a multi-location facility established by the Department to provide an avenue for students of a particular community language background to pursue the study of that language which cannot otherwise be studied in the student’s regular school.
2.16	"Secretary" means the Secretary of Education.

[bookmark: _Hlk96347088]2.17	“Sessional Secondary College of Language Teacher or other employee” means an employee who is employed as a supervisor, assistant supervisor or curriculum co-ordinator on a temporary basis. The definition of temporary teacher provided for in clause 2.62 of the award does not include sessional Secondary College of Language teacher.

2.18	"Supervisor" means an employee who co-ordinates a team of assistant supervisors, curriculum co-ordinators, teachers and clerical staff and is responsible for the educational and administrative leadership at an operating location of the Secondary College of Languages.

2.19	“Teacher Accreditation Act” means the Teacher Accreditation Act 2004.

2.20	“Teacher Accreditation Authority” means the person or body delegated by the Secretary of the Department of Education under the Teacher Accreditation Act to accredit in government schools.

2.21	“Teaching Service Act” means the Teaching Service Act 1980.

2.22	“Temporary Employee” means and includes all persons employed on a temporary basis, other than on a casual basis under the Teaching Service Act.


3.  Employment Jurisdiction

3.1	Casual Secondary College of Language teachers and sessional Secondary College of Language supervisors, assistant supervisors and curriculum co-ordinators are employed in accordance with the Teaching Service Act.

4.  Recruitment and Appointment

4.1	Employees covered by this schedule are engaged to teach in the Department's Secondary College of Languages.

4.2	Offers of appointment and continuing employment during periods of appointment will continue and be conditional on:

4.2.1	the Secondary College of Languages' ongoing need for the service provided; and

4.2.2	satisfactory performance of duties.

4.3	Satisfactory performance of duties for all employees will be appraised via an annual performance and development process.

4.4	Appointments will be made on merit and will be subject to the qualification requirements as specified in subclause 4.5 of this clause.

4.5	Secondary College of Language supervisors, assistant supervisors, curriculum co-ordinators and teachers must be accredited. 

5.  Allocation to Centres and Classes

5.1	Allocation of employees to Centres and classes will be the responsibility of the Principal, Secondary College of Languages.  The Principal will consider the following matters in the allocation to Centres and classes:

5.1.1	continuity of educational programs;

5.1.2	distance travelled from home to centre; and

5.1.3	curriculum needs of the centre.
6.  Duties as Directed

6.1	The Secretary, his/her delegate, nominee or representative may direct an employee to carry out such duties as are within the limits of the employee’s skill, competence and training consistent with the classifications covered by the award and provided that such duties are not designed to promote de-skilling.

6.2	The Secretary may direct an employee to carry out such duties and use such tools, materials and equipment as may be required, provided that the employee has been properly trained in the use of such tools, materials and equipment.

6.3	Any directions issued by the Secretary pursuant to subclauses 6.1 and 6.2 of this clause will be consistent with the Secretary’s responsibility to provide a safe and healthy working environment.

7.  Remuneration

7.1	Rates of pay will be paid in accordance with Table 1, Remuneration, Monetary Rates to this schedule. The rates of pay for employees are as set out in Table 1 - Remuneration, Monetary Rates, to this schedule. 

7.2	Subject to clause 8, Travel Expenses, the above rates of pay are fully inclusive rates which incorporate remuneration for all terms and conditions of employment.

7.3	Supervisors, Assistant Supervisors and Curriculum Coordinators will be paid no less than the Saturday sessional rates as prescribed in the said Table 1 for administrative, supervisory and curriculum coordination work undertaken at a Centre.  Saturday sessional rates include payment for incidental work such as securing premises and resources, peak time administrative duties, irregular consultations with students, parents and staff, and the parent/teacher meetings and presentation days as set down in the Saturday School calendar.

7.4	Sessional work on a Saturday for Supervisors, Assistant Supervisors and Curriculum Co-ordinators will be of four hours duration, unless otherwise determined by the Principal, Secondary College of Languages in consultation with the employee and with due notice and will be remunerated at the sessional rates prescribed in Table 1, Monetary Rates.

7.5	Where a Supervisor, Assistant Supervisor or Curriculum Coordinator is required by the Principal, Secondary College of Languages to work at a Centre, hours additional to the four sessional hours specified in subclause 7.4 of this clause, including regular additional hours to meet the ongoing needs of particular Centres, remuneration for these hours will be paid at the hourly rates prescribed in Table 1 for each additional hour that they are required to work.  Periods of less than one hour will be remunerated in intervals of 30 minutes or part thereof.

7.6	Casual Secondary College of Language Teachers will be paid the hourly rates of pay prescribed in Table 1.  The approved paid hours for this classification of teachers will be as follows:

7.6.1	Year 7 - 10 classes - 2.75 hours per week

7.6.2	Years 11 - 12 Continuers and Background Speakers course classes - 3.75 hours per week

7.6.3	Year 12 Extension course classes - an additional one hour per week. 

7.7	For a Casual Secondary School of Languages Teacher to be entitled to payment for hours in addition to those prescribed in subclause 7.6 of this clause, prior approval to work the additional hours must be obtained from the Principal, Secondary College of Languages before that work is undertaken. Additional hours will be remunerated at the hourly rates prescribed in Table 1. Periods of less than one hour will be remunerated in intervals of 30 minutes or part thereof.

7.8	A Casual Secondary College of Language Teacher’s approved paid hours as prescribed in subclause 7.6 includes 0.5 hours preparation time and 0.25 hours playground duty.
7.9	During the 0.5 hours preparation time Casual Secondary College of Language Teachers may be required to be present at their Centres, if considered necessary by the Supervisor, for consultation with staff, students and/or parents.

7.10	Salary packaging

7.10.1	For the purposes of this clause "salary" means the salary or rates of pay prescribed for the employee's classification by Table 1 and any allowances paid to an employee which form part of the employee’s salary for superannuation purposes.

7.10.2	An employee may, by agreement with the employer, enter into a salary packaging arrangement including salary sacrifice to superannuation where they may convert up to 100% of their salary to other benefits. 

Any pre-tax and post-tax payroll deductions must be taken into account prior to determining the amount of salary available to be packaged. Such payroll deductions may include but are not limited to, compulsory superannuation payments, HECS payments, child support payments, judgment debtor/garnishee orders, union fees, health fund premiums.

7.10.3	The terms and conditions of the salary packaging arrangement, including the duration as agreed between the employee and employer, will be provided in a separate written agreement, in accordance with the Department’s salary packaging guidelines. Such agreement must be made prior to the period of service to which the earnings relate.

7.10.4	Salary packaging must be cost neutral for the employer. Employees must reimburse the employer in full for the amount of:

7.10.4.1	any fringe benefits tax liability arising from a salary packaging arrangement; and

7.10.4.2	any administrative fees.

7.10.5	Where the employee makes an election to salary package the following payments made by the employer in relation to an employee will be calculated by reference to the annual salary which the employee would have been entitled to receive but for the salary packaging arrangement:

7.10.5.1	Superannuation Guarantee Contributions;

7.10.5.2	any salary-related payment including but not limited to allowances and workers compensation payments; and

7.10.5.3	payments made in relation to accrued leave paid on termination of the employee’s employment or on the death of the employee.

8.  Travel Expenses

8.1	Where an employee is required and authorised to travel in the performance of their duties, reimbursement for travel expenses will be paid in accordance with the provisions applying to other Departmental teachers.  

8.2	Employees are not regarded as teachers timetabled to teach in more than one school when determining reimbursement for travel expenses.

9.  Training and Development

9.1	The Department confirms its commitment to training and development for employees and will provide appropriate training and development opportunities to meet this commitment within the context of the needs and priorities of the Secondary College of Languages.  The Department has an expectation that employees will attend appropriate staff development and curriculum co-ordination activities.  The appropriateness of the activities will be determined by the Principal, Secondary College of Languages in consultation with Supervisors.

9.2	Employees recognise the importance of maintaining and updating their skills for the benefit of the students of the Secondary College of Languages.

9.3	Approved attendance at training and development courses and staff development and curriculum co-ordination activities will be remunerated as additional hours in accordance with subclauses 7.5 or 7.7 of clause 7, Remuneration.

9.4	The Performance and Development Framework applies to all teachers in all classifications at the Secondary College of Languages.

10.  Recognition of Service

10.1	Employees holding a Departmental approval to teach in regular government schools in New South Wales, not otherwise permanently employed by the Department, will have service at the Secondary College of Languages from 4 August 1995 recognised as service with the Department, on the basis that each six approved paid hours at the Secondary College of Languages, pursuant to clause 7, Remuneration, will be equivalent to one day of service.
10.2	Employees holding a Departmental approval to teach in regular government schools in NSW but not otherwise permanently employed by the Department will have service at the Secondary College of Languages from 4 August 1995 recognised for the purposes of incremental progression on permanent appointment to the Department.

11.  Anti-Discrimination

11.1	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 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.

11.2	It follows that in fulfilling their obligations under the dispute resolution procedures 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.

11.3	Under the Anti-Discrimination Act, 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.

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

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

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

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

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

11.5	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.

12.  Parental Leave and Other Entitlements

12.1	Employees will be entitled to unpaid parental leave under Chapter 2, Part 4, Division 1, Section 54 Entitlement to Unpaid Parental leave, Industrial Relations Act, if they meet the definition of a regular casual employee (see section 53(2) of the Industrial Relations Act). The following provisions will also apply in addition to those set out in the Industrial Relations Act).

12.1.1	The Secretary must not fail to re-engage an employee who meets the definition of a regular casual employee because:

(i)	the employee or employee's spouse is pregnant; or

(ii)	the employee is or has been immediately absent on parental leave.

The rights of the Secretary in relation to engagement and re-engagement of employees are not affected, other than in accordance with this clause.

12.2	Personal Carers Entitlements

12.2.1	Employees are entitled to not be available to attend work, or to leave work if they need to care for a family member described in 12.4.2 below who is sick and requires care and support, or who requires care due to an unexpected emergency, or the birth of a child.  This entitlement is subject to the evidentiary requirements set out below in 12.2.4, and the notice requirements set out in 12.2.5.

12.2.2	The Secretary and the employee will agree on the period for which the employee will be entitled to not be available to attend work. In the absence of agreement, the employee is entitled to not be available to attend work for up to 48 hours (i.e. two days) per occasion. The employee is not entitled to any payment for the period of non-attendance.

12.2.3	The Secretary must not fail to re-engage an employee because the employee accessed the entitlements provided for in this clause. The rights of the Secretary to engage or not to engage an employee are otherwise not affected.

12.2.4	The employee will, if required, 

(i)	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, or

(ii)	establish by production of documentation acceptable to the Secretary or a statutory declaration, the nature of the emergency and that such emergency resulted in the person concerned requiring care by the employee.

In normal circumstances, a employee must not take carer's leave under this subclause where another person had taken leave to care for the same person.

12.2.5	The employee must, as soon as reasonably practicable and during the ordinary hours of the first day of such absence, inform the Secretary of their inability to attend for duty. If it is not reasonably practicable to inform the Secretary during the ordinary hours of the first day of such absence, the employee will inform the Secretary within 24 hours of the absence.

12.3	Bereavement entitlements 

12.3.1	Employees are entitled to not be available to attend work, or to leave work upon the death in Australia of a family member on production of satisfactory evidence (if required by the Secretary).

12.3.2	The Secretary and the employee will agree on the period for which the employee will be entitled to not be available to attend work. In the absence of agreement, the employee is entitled to not be available to attend work for up to 48 hours (i.e. two days) per occasion. The employee is not entitled to any payment for the period of non-attendance.

12.3.3	The Secretary must not fail to re-engage an employee because the employee accessed the entitlements provided for in this clause. The rights of the Secretary to engage or not engage a employee are otherwise not affected.

12.3.4	The employee must, as soon as reasonably practicable and during the ordinary hours of the first day or shift of such absence, inform the Secretary of their inability to attend for duty. If it is not reasonably practicable to inform the Secretary during the ordinary hours of the first day or shift of such absence, the employee will inform the Secretary within 24 hours of the absence.

12.4	The entitlement in accordance with this clause is subject to:

12.4.1	the employee being responsible for the care and support of the person concerned; and

12.4.2	the person concerned being:

(i)	a spouse of the employee; or

(ii)	a de facto spouse, being a person of the opposite sex to the employee who lives with the employee as her husband or his wife on a bona fide domestic basis although not legally married to that employee; or

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

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

(v)	a relative of the employee who is a member of the same household where, for the purposes of this definition:

"relative" means a person related by blood, marriage, affinity or Aboriginal kinship structures;

"affinity" means a relationship that one spouse or partner has to the relatives of the other; and

"household" means a family group living in the same domestic dwelling.

13.  Dispute Resolution Procedures

13.1	Subject to the provisions of the Industrial Relations Act, should any dispute, question or difficulty about an industrial matter arise then the following procedures will apply:

13.1.1	Should any dispute (including a question or difficulty) arise as to matters occurring in a particular workplace, then the employee and/or the Federation’s workplace representative will raise the matter with the appropriate Principal or Supervisor as soon as practicable.

13.1.2	The Principal or Supervisor will discuss the matter with the employee and/or the Federation’s workplace representative within two working days with a view to resolving the matter or by negotiating an agreed method and time frame for proceeding.

13.1.3	Should the above procedure be unsuccessful in producing resolution of the dispute or should the matter be of a nature which involves multiple workplaces, then the employee and/or the Federation may raise the matter with an appropriate officer of the Department with a view to resolving the dispute, or by negotiating an agreed method and time frame for proceeding.

13.2	Where the above procedures in subclause 13.1 do not lead to a resolution of the dispute, the matter will be referred to the Chief People Officer of the Department and the Branch Secretary of the Federation.  They or their nominees will discuss the dispute with a view to resolving the matter or negotiating an agreed method and time frame for proceeding.

13.3	Should the above procedures not lead to a resolution, then either party may make application to the Industrial Relations Commission. 

14.  Deduction of Union Membership Fees

14.1	The union will provide the employer with a schedule setting out union fortnightly membership fees payable by members of the union in accordance with the union's rules.

14.2	The union will advise the employer of any change to the amount of fortnightly membership fees made under its rules. Any variation to the schedule of union fortnightly membership fees payable will be provided to the employer at least one month in advance of the variation taking effect.

14.3	Subject 14.1 and 14.2 above, the employer must deduct union fortnightly membership fees from the pay of any employee who is a member of the union in accordance with the union's rules, provided that the employee has authorised the employer to make such deductions. 

14.4	Monies so deducted from employees' pay must be forwarded regularly to the union together with all necessary information to enable the union to reconcile and credit subscriptions to employees' union membership accounts.

14.5	Unless other arrangements are agreed to by the employer and the union, all union membership fees must be deducted on a fortnightly basis.

14.6	Where an employee has already authorised the deduction of union membership fees from his or her pay prior to this clause taking effect, nothing in this clause will be read as requiring the employee to make a fresh authorisation in order for such deductions to continue.

15.  Work, Health and Safety

15.1	For the purposes of this clause, the following definitions will apply:

15.1.1	A "labour hire business" is a business (whether an organisation, business enterprise, company, partnership, co-operative, sole trader, family trust or unit trust, corporation and/or person) which has as its business function, or one of its business functions, to supply staff employed or engaged by it to another employer for the purpose of such staff performing work or services for that other employer

15.1.2	A "contract business" is a business (whether an organisation, business enterprise, company, partnership, co-operative, sole trader, family trust or unit trust, corporation and/or person) which is contracted by another employer to provide a specified service or services or to produce a specific outcome or result for that other employer which might otherwise have been carried out by that other employer’s own employees.

15.2	If the employer engages a labour hire business and/or a contract business to perform work wholly or partially on the employer’s premises, the employer will do the following (either directly, or through the agency of the labour hire or contract business):

15.2.1	consult with employees of the labour hire business and/or contract business regarding the workplace occupational health and safety consultative arrangements; 

15.2.2	provide employees of the labour hire business and/or contract business with appropriate occupational health and safety induction training including the appropriate training required for such employees to perform their jobs safely.

15.2.3	provide employees of the labour hire business and/or contract business with appropriate personal protective equipment and/or clothing and all safe work method statements that they would otherwise supply to their own employees; and

15.2.4	ensure employees of the labour hire business and/or contract business are made aware of any risks identified in the workplace and the procedures to control those risks.

15.3	Nothing in this clause is intended to affect or detract from any obligation or responsibility upon a labour hire business arising under the Work Health and Safety Act 2011 or the Workplace Injury Management and Workers Compensation Act 1998.

Table 1- Remuneration, Monetary Rates

Secondary College of Languages

	Classification
	Reference Only Saturday sessional rate from the first pay period to commence on or after 1.1.2022
$
	Saturday sessional rate from the first pay period to commence on or after 1.7.2022
$
	Saturday sessional rate from the first pay period to commence on or after 1.1.2023
$

	Increase
	2.04%
	0.25%
	2.53%

	Supervisor
	839.92
	842.02
	863.32

	Assistant Supervisor
	665.53
	667.19
	684.07

	Curriculum Coordinator
	665.53
	667.19
	684.07



	Classification
	Saturday casual hourly rate from the first pay period to commence on or after 1.1.2022
$
	Saturday casual hourly rate from the first pay period to commence on or after 1.7.2022
$
	Saturday casual hourly rate from the first pay period to commence on or after 1.1.2023
$

	Increase
	2.04%
	0.25%
	2.28%

	Supervisor
	139.99
	140.34
	143.89

	Assistant Supervisor
	110.93
	111.21
	114.02

	Curriculum Coordinator
	110.93
	111.21
	114.02

	Teacher
	91.15
	91.38
	93.69



SCHEDULE 13

Australian Professional Standards for Teachers

Standard 1 - know students and how they learn

	FOCUS
	GRADUATE
	PROFICIENT
	HIGHLY
	LEAD

	
	
	
	ACCOMPLISHED
	

	Physical, social and intellectual development and
characteristics of
students
	1.1.1
Demonstrate
knowledge and
understanding of
physical, social and
intellectual
development and
characteristics of
students and how
these may affect
learning.
	1.1.2
Use teaching
strategies based on
knowledge of
students’ physical,
social and 
intellectual
development and
characteristics to
improve student
learning.
	1.1.3
Select from a
flexible and
effective repertoire
of teaching 
strategies to suit 
physical, social 
and intellectual
development and
characteristics of
students.
	1.1.4
Lead colleagues to
select and develop
teaching strategies
to improve student
learning using
knowledge of the
physical, social 
and intellectual
development and
Characteristics of
students.

	Understand how
students learn
	1.2.1
Demonstrate
knowledge and
understanding of
research into how
students learn and
the implications for
teaching.
	1.2.2
Structure teaching
programs using
research and
collegial advice
about how students
learn.
	1.2.3
Expand understanding of
how students learn
using research and
workplace 
knowledge.
	1.2.4
Lead processes to
evaluate the
effectiveness of
teaching programs
using research and
workplace 
knowledge about 
how students learn.

	Students with diverse linguistic,
cultural, religious
and socio economic
backgrounds
	1.3.1
Demonstrate
knowledge of
teaching strategies
that are responsive
to the learning
strengths and needs
of students from
diverse linguistic,
cultural, religious
and socio economic
backgrounds.
	1.3.2
Design and
implement teaching
strategies that are
responsive to the
learning strengths 
and needs of 
students from 
diverse linguistic,
cultural, religious 
and socio economic
backgrounds.
	1.3.3
Support colleagues
to develop effective
teaching strategies
that address the
learning strengths
and needs of
students from
diverse linguistic,
cultural, religious
and socio economic
backgrounds.
	1.3.4
Evaluate and revise
school learning and
teaching programs, 
using expert and 
community 
knowledge and
experience, to meet
the needs of students
with diverse 
linguistic, cultural, 
religious and socio 
economic 
backgrounds.

	Strategies for
teaching Aboriginal
and Torres Strait
Islander students
	1.4.1
Demonstrate broad
knowledge and
understanding of the impact of culture, cultural identity and linguistic background on the
education of students from
Aboriginal and
Islander
backgrounds.
	1.4.2
Design and
implement effective
teaching strategies
that are responsive
to the local 
community and 
cultural setting,
linguistic
background and
histories of Torres
Strait Islander
students.
	1.4.3
Provide advice and
support colleagues in the implementation 
of effective teaching
strategies for 
Aboriginal and
Torres Strait
Islander students
using knowledge of
Community
representatives.
	1.4.4
Develop teaching
programs that 
support equitable
and ongoing
participation of
Aboriginal and
Torres Strait 
Islander students by
engaging in
collaborative
relationships
representatives and
parents/carers.



	Differentiate
teaching to meet
the specific learning
needs of students
across the full range
of abilities
	1.5.1
Demonstrate
knowledge and
understanding of
strategies for
differentiating
teaching to meet
the specific learning
needs of students
across the full range
of abilities.
	1.5.2
Develop teaching
activities that
incorporate
differentiated
strategies to meet
the specific learning
needs of students
across the full range
of abilities.
	1.5.3
Evaluate learning
and teaching
programs, using
student assessment
data, that are
differentiated for 
the specific learning
needs of students
across the full range
of abilities.
	1.5.4
Lead colleagues to
evaluate the
effectiveness of
learning and
teaching programs
differentiated for
the specific learning
needs of students
across the full range
of abilities.

	Strategies to support full participation of students with
Disability
	1.6.1
Demonstrate broad
knowledge and 
understanding of 
legislative 
requirements and 
teaching strategies 
that support the 
participation and 
learning of students
with disability.
	1.6.2
Design and 
implement teaching
activities that 
support the 
participation and
learning of students
with disability and
address relevant
policy and 
legislative
requirements.
	1.6.3
Work with 
colleagues to access
specialist 
knowledge, and 
relevant policy and
legislation, to 
develop teaching
programs that 
support the 
participation and
learning of students
with disability.
	1.6.4
Initiate and lead the
review of school
policies to support
the engagement and
full participation
of students with
disability and 
ensure compliance 
with legislative and/
or system policies.







Standard 2 - know the content and how to teach it

	FOCUS
	GRADUATE
	PROFICIENT
	HIGHLY
	LEAD

	
	
	
	ACCOMPLISHED
	

	Content and
teaching strategies
of the teaching area
	2.1.1
Demonstrate
knowledge and
understanding of the concepts, substance
and structure of the
content and 
teaching strategies 
of the teaching area
	2.1.2
Apply knowledge
of the content and
teaching strategies
of the teaching area
to develop engaging
teaching activities.
 
	2.1.3
Support colleagues
using current and
comprehensive
knowledge of
content and teaching
strategies to develop 
and implement
engaging learning
and teaching
programs.
	2.1.4
Lead initiatives
within the school to
evaluate and
improve knowledge
of content and
teaching strategies
and demonstrate
exemplary teaching
of subjects using
effective, research-
based learning and
teaching programs.

	Content selection
and organisation
	2.2.1
Organise content
into an effective
learning and
teaching sequence.
	2.2.2
Organise content
into coherent,
well-sequenced
learning and
teaching programs.
	2.2.3
Exhibit innovative
practice in the
selection and
organisation of
content and delivery
of learning and
teaching programs.
	2.2.4
Lead initiatives
that utilise
comprehensive
content knowledge
to improve the
selection and
sequencing of
content into
coherently organised
learning and 
teaching programs.

	Curriculum, assessment and
Reporting
	2.3.1
Use curriculum,
assessment and
reporting knowledge
to design learning
sequences and
lesson plans.
	2.3.2
Design and
implement learning
and teaching
programs using
knowledge of
curriculum,
assessment and
reporting
requirements.
	2.3.3
Support colleagues
to plan and implement learning
and teaching
programs using
contemporary
knowledge and
understanding of
curriculum,
assessment and
reporting
requirements.
	2.3.4
Lead colleagues to
develop learning
and teaching
programs using
comprehensive
knowledge of
curriculum,
assessment and
reporting
requirements.

	Understand and
respect Aboriginal
and Torres Strait
Islander people to
Promote
reconciliation
Between
Indigenous and
non-Indigenous
Australians 
	2.4.1
Demonstrate broad
knowledge of,
understanding of
and respect for
Aboriginal and
Torres Strait
Islander histories,
cultures and
languages.
	2.4.2
Provide opportunities for 
students to develop
understanding of
and respect for
Aboriginal and
Torres Strait
Islander histories,
cultures and
languages.
	2.4.3
Support colleagues
with providing
opportunities for
students to develop
understanding of
and respect for
Aboriginal and
Torres Strait
Islander histories,
cultures and
languages.
	2.4.4
Lead initiatives to
assist colleagues
with opportunities
for students to
develop understanding of
and respect for
Aboriginal and
Torres Strait
Islander histories,
cultures and
languages.

	Literacy and
numeracy strategies
	2.5.1
Know and
understand literacy
and numeracy
teaching strategies
and their application
in teaching areas.
	2.5.2
Apply knowledge
and understanding
of effective teaching
strategies to support
students’ literacy 
and numeracy
achievement.
	2.5.3
Support colleagues
to implement
effective teaching
strategies to
improve students’
literacy and
Numeracy
achievement.
	2.5.4
Monitor and
evaluate the
implementation of
teaching strategies
within the school to
improve students’
achievement in
literacy and numeracy using
research-based
knowledge and
student data.

	Information and
Communication
Technology (ICT)
	2.6.1
Implement teaching
strategies for using
ICT to expand
curriculum learning
opportunities for
students.
	2.6.2
Use effective
teaching strategies
to integrate ICT
into learning and
teaching programs
to make selected
content relevant
and meaningful.
	2.6.3
Model high-level
teaching knowledge
and skills and work
with colleagues to
use current ICT to
improve their
teaching practice
and make content
relevant and
meaningful.
	2.6.4
Lead and support
colleagues within
the school to select
and use ICT with
effective teaching
strategies to 
expand learning
opportunities and
content knowledge
for all students.



Standard 3 - plan for and implement effective teaching and learning

	FOCUS
	GRADUATE
	PROFICIENT
	HIGHLY
	LEAD

	
	
	
	ACCOMPLISHED
	

	Establish
Challenging
learning goals
	3.1.1
Set learning goals
that provide
achievable 
challenges for
students of varying
abilities and
characteristics.
	3.1.2
Set explicit,
challenging and
achievable learning
goals for all students.
	3.1.3
Develop a culture of high expectations
for all students by
modelling and
setting challenging
learning goals.
	3.1.4
Demonstrate
exemplary practice
and high expectations and
lead colleagues to
encourage students
to pursue challenging goals
in all aspects of
their education.

	Plan, structure and
sequence learning
programs
	3.2.1
Plan lesson
sequences using
knowledge of
student learning,
content and
effective teaching
strategies.
	3.2.2
Plan and implement
well structured
learning and 
teaching programs 
or lesson sequences
that engage students
and promote
learning.
	3.2.3
Work with
colleagues to plan,
evaluate and modify
learning and
teaching programs
to create productive
learning 
environments that 
engage all students.
	3.2.4
Exhibit exemplary
practice and lead
colleagues to plan,
implement and
review the
effectiveness of
their learning and
teaching programs
to develop students’
knowledge,
understanding and
skills.

	Use teaching
strategies
	3.3.1
Include a range of
teaching strategies
in teaching.
	3.3.2
Select and use
relevant teaching
strategies to
Develop knowledge
skills, problem
solving and critical
creative thinking.
	3.3.3
Support colleagues
to select and apply
effective teaching
strategies to 
develop knowledge, 
skills, problem 
solving and critical
and creative
thinking.
	3.3.4
Work with 
colleagues to
review, modify and
expand their
repertoire of
teaching strategies
to enable students
to use knowledge,
skills, problem
solving and critical
and creative 
thinking.

	Select and use resources 
	3.4.1
Demonstrate
knowledge of a
range of resources,
including ICT, that
engage students in
their learning.
	3.4.2
Select and/or create
and use a range of
resources, including
ICT, to engage
students in their
learning.
	3.4.3
Assist colleagues to
create, select and
use a wide range of
resources, including
ICT, to engage
students in their
learning.
	3.4.4
Model exemplary
skills and lead
colleagues in
selecting, creating
and evaluating
resources, including
ICT, for application
by teachers within
or beyond the
school.

	Use effective
classroom
communication
	3.5.1
Demonstrate a range
of verbal and
non-verbal
communication
strategies to support
student engagement.
	3.5.2
Use effective
verbal and 
non-verbal
communication
strategies to
support student
understanding,
participation
engagement and
achievement. 
	3.5.3
Assist colleagues to
select a wide range
of verbal and 
non-verbal
communication
strategies to support
students’
understanding,
engagement and
achievement. 
	3.5.4
Demonstrate and
lead by example
inclusive verbal
and non-verbal
communication
using collaborative
strategies and
contextual
knowledge to
support students’
understanding,
engagement and
achievement.

	Evaluate and improve teaching
programs 
	3.6.1
Demonstrate broad
knowledge of
strategies that can
be used to evaluate
teaching programs
to improve student
learning. 
	3.6.2
Evaluate personal
teaching and
learning programs
using evidence,
including feedback
from students and
student assessment
data to inform
planning. 
	3.6.3
Work with
colleagues to review
current teaching and
learning programs
using student
feedback, student
assessment data,
knowledge of
curriculum and
workplace practices. 
	3.6.4
Conduct regular
reviews of teaching
and learning
programs using 
multiple sources of 
evidence including: 
student assessment
data, curriculum
documents, teaching
practices and
feedback from
parents/carers,
students and
colleagues. 

	Engage parents/
carers in the
educative process
	3.7.1
Describe a broad
range of strategies
for involving
parents/carers in
the educative
process
	3.7.2
Plan for appropriate
and contextually
relevant opportunities for
parents/carers to
be involved in their
children’s learning.
	3.7.3
Work with
colleagues to 
provide appropriate
and contextually
relevant
opportunities for
parents/carers to be
involved in their
children’s learning.
	3.7.4
Initiate contextually
relevant processes
to establish
programs that
involve parents/
carers in the
education of their
children and broader
school priorities
and activities.



Standard 4 -create and maintain supportive and safe learning environments

	FOCUS
	GRADUATE
	PROFICIENT
	HIGHLY
	LEAD

	
	
	
	ACCOMPLISHED
	

	Support student
participation
	4.1.1
Identify strategies
to support inclusive
student participation
and engagement in
classroom activities.
	4.1.2
Establish and
implement inclusive
and positive
interactions to
engage and support
all students in
classroom activities.
	4.1.3
Model effective
practice and support
colleagues to
implement inclusive
strategies that 
engage and support
all students.
	4.1.4
Demonstrate and
lead by example
the development 
of productive and
inclusive learning
environments across
the school by
reviewing inclusive
strategies and
exploring new
approaches to
engage and support
all students.

	Manage classroom
activities
	4.2.1
Demonstrate the
capacity to organise
classroom activities
and provide clear
directions.
	4.2.2
Establish and
maintain orderly
and workable
routines to create 
an environment
where student
time is spent on
learning tasks.
	4.2.3
Model and share 
with colleagues a 
flexible repertoire 
of strategies for 
classroom 
management to 
ensure all students
are engaged in 
purposeful activities.
	4.2.4
Initiate strategies
and lead colleagues
to implement
effective classroom
management and
promote student
responsibility for
learning.

	Manage challenging
behaviour
	4.3.1
Demonstrate
knowledge of
practical approaches
to manage  challenging 
behaviour.
	4.3.2
Manage challenging
behaviour by
establishing and
negotiating clear
expectations with
students and address
discipline issues
promptly, fairly and
respectfully.
	4.3.3
Develop and share
with colleagues a
flexible repertoire 
of behaviour
management
strategies using 
expert knowledge 
and workplace 
experience.
	4.3.4
Lead and implement
behaviour
management
initiatives to assist
colleagues to
broaden their range
of strategies.

	Maintain student
safety
	4.4.1
Describe strategies
that support 
students’ wellbeing 
and safety working 
within school 
and/or system, 
curriculum and 
legislative 
requirements.
	4.4.2
Ensure students’
wellbeing and
safety within school 
by implementing
school and/or
system, curriculum 
and legislative
requirements.
	4.4.3
Initiate and take
responsibility for
implementing 
current school 
and/or system,
curriculum and 
legislative 
requirements to
ensure student well-
being and safety.
	4.4.4
Evaluate the
effectiveness of
student well-being
policies and safe
working practices
using current school
and/or system,
curriculum and
legislative 
requirements and
assist colleagues to
update their
practices.

	Use ICT safely,
responsibly and
ethically
	4.5.1
Demonstrate an
understanding of
the relevant issues
and the strategies
available to support
the safe, responsible
and ethical use of
ICT in learning and
teaching.
	4.5.2
Incorporate
strategies to promote
the safe, responsible 
and ethical use of 
ICT in learning and
teaching.
	4.5.3
Model, and support
colleagues to
develop, strategies 
to promote the 
safe, responsible 
and ethical use of 
ICT in learning 
and teaching.
	4.5.4
Review or 
implement new 
policies and
strategies to ensure
the safe, responsible
and ethical use of
ICT in learning 
and teaching.



Standard 5 -assess, provide feedback and report on student learning

	FOCUS
	GRADUATE
	PROFICIENT
	HIGHLY
	LEAD

	
	
	
	ACCOMPLISHED
	

	Assess student
learning
	5.1.1
Demonstrate
understanding of
assessment 
strategies including, 
informal and formal,
diagnostic,
formative and
summative
approaches to
assess student
learning.
	5.1.2
Develop, select and
use informal and
formal, diagnostic,
formative and
summative
assessment
strategies to assess
student learning
	5.1.3
Develop and apply 
a comprehensive
range of assessment
strategies to 
diagnose learning 
needs, comply with
curriculum
requirements and
support colleagues
to evaluate the
effectiveness of
their approaches to
assessment.
	5.1.4
Evaluate school
assessment policies
and strategies to
support colleagues
with: using
assessment data to
diagnose learning
needs, complying
with curriculum, 
system and/or 
school assessment
requirements and
using a range of
assessment
strategies.

	Provide feedback
to students on
their learning
	5.2.1
Demonstrate an
understanding of
the purpose of
providing timely 
and appropriate
feedback to students
about their learning
	5.2.2
Provide timely,
effective and
appropriate
feedback to students
about their
achievement relative
to their learning
goals.
	5.2.3
Select from an
effective range of
strategies to provide 
targeted feedback
based on informed 
and timely 
judgements of each
student’s current
needs in order to
progress learning.
	5.2.4
Model exemplary
practice and initiate
programs to support
colleagues in
applying a range of
timely, effective
and appropriate
feedback strategies.

	Make consistent
and comparable
Judgements
	5.3.1
Demonstrate
understanding of
assessment
moderation and its
application to
support consistent
and comparable
judgements of
student learning.
	5.3.2
Understand and
participate in
assessment
moderation
activities to support
consistent and
comparable
judgements of
student learning.
	5.3.3
Organise assessment
moderation
activities that
support consistent
and comparable
judgements of
student learning.
	5.3.4
Lead and evaluate
moderation activities
that ensure
consistent and
comparable
judgements of 
student learning to
meet curriculum and
school or system
requirements.

	Interpret student
Data
	5.4.1
Demonstrate the
capacity to interpret
student assessment
data to evaluate
student learning and
modify teaching
practice.
	5.4.2
Use student
assessment data
to analyse and
evaluate student
understanding of
subject/ content,
identifying
interventions and
modifying teaching
practice.
	5.4.3
Work with
colleagues to use
data from internal
and external student
assessments for
evaluating learning
and teaching,
identifying
interventions and
modifying teaching
practice.
	5.4.4
Co-ordinate student
performance and
program evaluation
using internal and
external student
assessment data to
improve teaching
practice.

	Report on student
achievement
	5.5.1
Demonstrate
understanding of a
range of strategies
for reporting to
students and
parents/carers and
the purpose of
keeping accurate
and reliable records
of student 
achievement.
	5.5.2
Report clearly,
accurately and
respectfully to
students and
parents/ carers
about student
achievement
making use of
accurate and
reliable records.
	5.5.3
Work with 
colleagues to
construct accurate,
informative and
timely reports to
students and
parents/carers about
student learning 
and achievement.
	5.5.4
Evaluate and revise 
reporting and 
accountability
mechanisms in the
school to meet the
needs of students,
parents/carers and
colleagues.



Standard 6 - engage in professional learning

	FOCUS
	GRADUATE
	PROFICIENT
	HIGHLY
	LEAD

	
	
	
	ACCOMPLISHED
	

	Identify and plan
professional
learning needs
	6.1.1
Demonstrate an
understanding of
the role of the
National
Professional
Standards for
Teachers in
Identifying
Professional
learning needs.
	6.1.2
Use the National
Professional
Standards for
Teachers and advice
from colleagues to
identify and plan
professional
learning needs.
	6.1.3
Analyse the 
National 
Professional
Standards for
Teachers to plan
personal 
professional
development goals,
support colleagues
to identify and
achieve personal
development goals
and pre-service
teachers to improve
classroom practice.
	6.1.4
Use comprehensive
knowledge of the
National 
Professional
Standards for
Teachers to plan
and lead the
development of
professional
learning policies
and programs that
address the
professional
learning needs of
colleagues and
pre-service teachers.



	Engage in professional
learning and
improve practice
	6.2.1
Understand the
relevant and
appropriate sources
of professional
learning for
teachers.
	6.2.2
Participate in
learning to update
knowledge and
practice, targeted
to professional
needs and school
and/or system
priorities.
	6.2.3
Plan for professional
learning by 
accessing and
critiquing relevant
research, engage in
high quality targeted
opportunities to
improve practice
and offer quality
placements for pre-
service teachers
where applicable.
	6.2.4
Initiate collaborative
relationships to
expand professional
learning 
opportunities,
engage in research,
and provide quality
opportunities and
placements for
pre-service teachers.

	Engage with
colleagues and
improve practice
	6.3.1
Seek and apply
Constructive
feedback from
supervisors and
teachers to improve
teaching practices.
	6.3.2
Contribute to
collegial discussions
and apply 
constructive
feedback from
colleagues to
improve professional
knowledge and
practice.
	6.3.3
Initiate and engage
in professional
discussions with
colleagues in a
range of forums to
evaluate practice
directed at 
improving
professional
knowledge and
practice, and the
educational 
outcomes of 
students.
	6.3.4
Implement
Professional
dialogue within the
school or 
professional
learning network(s)
that is informed by
feedback, analysis
of current research
and practice to
improve the
educational
outcomes of
students.

	Apply professional
Learning and
improve student
learning
	6.4.1
Demonstrate an
understanding of
the rationale for
Continued
Professional
learning and the
implications for
improved student
learning.
	6.4.2
Undertake
professional
learning programs
designed to
address identified
student learning
needs.
	6.4.3
Engage with
colleagues to
evaluate the
effectiveness of
teacher professional
learning activities 
to address student
learning needs.
	6.4.4
Advocate for,
participate in and
lead strategies to
support high-quality 
professional 
learning 
opportunities for
colleagues that
focus on improved
student learning.



Standard 7 - engage professionally with colleagues, parents/carers and the community

	FOCUS
	GRADUATE
	PROFICIENT
	HIGHLY
	LEAD

	
	
	
	ACCOMPLISHED
	

	Meet professional
ethics and
responsibilities
	7.1.1
Understand and
apply the key
Principles described
in codes of ethics
and conduct for the
teaching profession.
	7.1.2
Meet codes of
ethics and conduct
established by
regulatory 
authorities, systems
and schools.
	7.1.3
Maintain high
ethical standards 
and support 
colleagues to 
interpret codes of 
ethics and exercise 
sound judgement in 
all school and 
community contexts.
	7.1.4
Model exemplary
ethical behaviour
and exercise
informed 
judgements in all
professional 
dealings with
students, colleagues
and the community.

	Comply with
legislative,
administrative and
organisational
requirements
	7.2.1
Understand the
relevant legislative,
administrative and
Organisational
polices and
processes required
for teachers
according to 
school stage.
	7.2.2
Understand the
implications of
and comply with
relevant legislative,
administrative
and organisational
and professional
requirements,
polices and
processes.
	7.2.3
Support colleagues
to review and
interpret legislative,
administrative, and
organisational
requirements,
policies and
processes.
	7.2.4
Initiate, develop
and implement
relevant policies
and processes to
support colleagues’
compliance with
and understanding
of existing and
new legislative,
administrative,
organisational and
professional
responsibilities.

	Engage with the parents/carers
	7.3.1
Understand
strategies for
working effectively,
sensitively and
confidentially with
parents/carers.
	7.3.2
Establish and
maintain respectful
collaborative
relationships with
parents/carers
regarding their
children’s learning 
and well-being.
	7.3.3
Demonstrate
responsiveness in all
communications
with parents/carers
about their 
children’s learning 
and well-being.
	7.3.4
Identify, initiate and build on 
opportunities that
engage parents/
carers in both the  
progress of their 
children’s learning 
and in the 
educational priorities
of the school.

	Engage with
Professional
teaching networks
and broader
communities
	7.4.1
Understand the
role of external
professionals and
community
representatives in
broadening teachers’
professional
knowledge and
practice.
	7.4.2
Participate in
professional and
community networks
and forums to 
broaden knowledge 
and improve 
practice.
	7.4.3
Contribute to
professional
networks and
associations and
build productive
links with the wider
community to
improve teaching
and learning.
	7.4.4
Take a leadership
role in professional
and community
networks and
support the
involvement of
colleagues in
external learning
opportunities.





N. CONSTANT, Chief Commissioner
D. SLOAN, Commissioner
J, WEBSTER, Commissioner


____________________


Printed by the authority of the Industrial Registrar.
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INSURANCE AND CARE NSW AWARD 2022

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES

Application by Insurance and Care NSW (icare).

(Case No. 244566 of 2022)

	Before Commissioner Sloan
	8 September 2022



AWARD

The conditions of employment contained in Part A of this Award apply to all staff members.

The conditions of employment contained in Part B of this Award apply to all employees.

PART A - CONDITIONS OF EMPLOYMENT

SECTION 1 - FRAMEWORK

1.  Arrangement

Clause No.	Subject Matter

1.	Arrangement
2.	Title
3.	Definitions
4.	Parties to the Award
5.	Coverage
6.	Statement of Intent
7.	Work Environment
8.	Grievance and Dispute Settling Procedures
9.	Salary Packaging Arrangements, Including Salary Sacrifice to Superannuation

SECTION 2 - ATTENDANCE/HOURS OF WORK

10.	Local Arrangements
11.	Working Hours
12.	Calculation of Service
13.	Casual Employment
14.	Part-Time Employment
15.	Morning and Afternoon Breaks
16.	Meal Breaks
17.	Lactation Breaks
18.	Variation of Hours
19.	Natural Emergencies and Major Transport Disruptions
20.	Notification of Absence from Duty
21.	Public Holidays
22.	Standard Working Hours
23.	Flexible Working Hours
24.	Non-Compliance
25.	Flexible Work Practices

SECTION 3 - TRAVEL ARRANGEMENTS

26.	Travelling Compensation
27.	Excess Travelling Time
28.	Waiting Time
29.	Meal Expenses on One-Day Journeys
30.	Restrictions on Payment of Travelling Allowances
31.	Increase or Reduction in Payment of Travelling Allowances
32.	Production of Receipts
33.	Travelling Distance

SECTION 4 - ALLOWANCES AND OTHER MATTERS

34.	Allowance Payable for Use of Private Motor Vehicle
35.	Damage to Private Motor Vehicle Used for Work	
36.	Overseas Travel
37.	Exchanges
38.	Room at Home Used as Office
39.	Uniforms, Protective Clothing and Laundry Allowance
40.	Compensation for Damage to or Loss of Staff Member’s Personal Property
41. 	Community Language Allowance Scheme (CLAS)
42.	First Aid Allowance
43.	Review of Allowances Payable in Terms of This Award

SECTION 5 - UNION CONSULTATION, ACCESS AND ACTIVITIES

44.	Trade Union Activities Regarded as On Duty
45.	Trade Union Activities Regarded as Special Leave
46.	Trade Union Training Courses
47.	Conditions Applying to On Loan Arrangements
48.	Period of Notice for Trade Union Activities
49.	Access to Facilities by Trade Union Delegates
50.	Responsibilities of the Trade Union Delegate
51.	Responsibilities of the Trade Union
52.	Responsibilities of Workplace Management
53.	Right of Entry Provisions
54.	Travelling and Other Costs of Trade Union Delegates
55.	Industrial Action
56.	Consultation and Technological Change
57.	Deduction of Trade Union Membership Fees

SECTION 6 - LEAVE

58.	Leave - General Provisions
59.	Absence from Work
60.	Applying for Leave
61.	Extended Leave
62.	Family and Community Service Leave
63.	Leave Without Pay
64.	Military Leave
65.	Observance of Essential Religious or Cultural Obligations
66.	Parental Leave
67.	Purchased Leave
68.	Recreation Leave
69.	Annual Leave Loading
70.	Sick Leave
71.	Sick Leave - Requirements for Evidence of Illness
72.	Sick Leave to Care for a Family Member
73.	Sick Leave - Workers Compensation
74.	Sick Leave - Claims Other Than Workers Compensation
75.	Special Leave
76.	Leave for Matters Arising from Domestic Violence

SECTION 7 - TRAINING AND PROFESSIONAL DEVELOPMENT

77.	Staff Development and Training Activities
78.	Study Assistance

SECTION 8 - SHIFT WORK AND OVERTIME

79.	Shift Work
80.	Overtime - General
81.	Overtime Worked by Shift Workers
82.	Overtime Worked by Day Workers
83.	Recall to Duty
84.	On-Call (Stand-By) and On-Call Allowance
85.	Overtime Meal Breaks
86.	Overtime Meal Allowances
87.	Rate of Payment for Overtime
88.	Payment for Overtime or Leave in Lieu
89.	Calculation of Overtime
90.	Provision of Transport in Conjunction with Working of Overtime

SECTION 9 - MISCELLANEOUS

91.	Anti-Discrimination
92.  	Area, Incidence and Duration 
93.	No extra claims 

PART B - SALARIES AND PROMOTION

1.	Salary Grade Structure
2.	Promotion
3. 	Salary Increments

PART C - MONETARY RATES

Table 1 - Salary Grade Structure
Table 2 - Rates and Allowances

PART A 
 
ALL STAFF MEMBERS

2.  Title

This Award shall be known as the Insurance and Care NSW Award 2022. 

3.  Definitions

3.1	Accumulation means the accrual of leave or time. In respect of weekly study time accumulation means the aggregation of short periods of weekly study time which is granted for private study purposes. 

3.2	Appropriate People Leader means the roles within icare accountable and with relevant delegations of authority for people leadership. 
3.3	Association means the Public Service Association and Professional Officers’ Association Amalgamated Union of New South Wales.

3.4	At the convenience of means the operational requirements permit the staff member's release from duty or that satisfactory arrangements are able to be made for the performance of the staff member's duties during the absence.

3.5	Award means an award as defined in the Industrial Relations Act 1996.

3.6	Birth means the birth of a child and includes stillbirth.

3.7	Board means the Board of Insurance and Care NSW.

3.8	Capital City means the area set out as the area for the Sydney Telephone District Directory in the Sydney White Pages or within a corresponding area in the Capital City of another State or Territory.

3.9	Casual Employee means an employee engaged and paid as such having regard to the objective characterisation of the engagement and in the same terms as Part 4 Division 5 43 (4) of the Government Sector Employment Act 2013 and any guidelines issued thereof or as amended from time to time.

3.10	CEO&MD means the Chief Executive Officer and Managing Director of Insurance and Care NSW or a person authorised by the Chief Executive Officer and Managing Director to act in this capacity.

3.11	Chief Human Resources Officer means the Group Executive Team (GET) role accountable for icare’s Human Resource leadership.

3.12	Contract hours for the day for a full-time staff member, means one fifth of the full time contract hours, as defined in this Award.  For a part time staff member, contract hours for the day means the hours usually worked on the day. 

3.13	Daily rate or rate per day means the rate payable for ordinary hours worked in 24 hours, unless otherwise specified.

3.14	Daily span of hours means, for a staff member required to work standard hours, the full time standard hours defined in this Award. For a staff member required to work flexible hours, the "daily span of hours" means the hours which normally fall within the bandwidth of the Insurance and Care NSW Flexible Working Hours Agreement and which do not attract payment for overtime, unless otherwise prescribed in this Award.

3.15	Day worker means a staff member, other than a shift worker, who works the ordinary hours from Monday to Friday inclusive between the hours of 7.30 a.m. and 6.00 p.m. or as negotiated under a local arrangement.

3.16	Domestic Violence means domestic violence as defined in the Crimes (Domestic and Personal Violence) Act 2007.

3.17	Executive is an employee employed in an executive position consistent with section 16 of the State Insurance and Care Governance Act 2015, who by virtue of this section is excluded from the provisions of this Award.

3.18	Expected date of birth, in relation to a staff member who is pregnant, means a date specified by her medical practitioner to be the date on which the medical practitioner expects the staff member to give birth as a result of the pregnancy.

3.19	Extended leave means extended (long service) leave to which a staff member is entitled under clause 61 of this Award. 

3.20	Flexible working hours credit means the time exceeding the contract hours for a settlement period and includes any time carried over from a previous settlement period or periods.
[bookmark: _Hlk532472926]3.21	Flexible working hours debit means the contract hours not worked by a staff member and not covered by approved leave during the settlement period, as well as any debit carried over from the previous settlement period or periods.

3.22	Flexible working hours scheme means the scheme outlined in the Flexible Working Hours Agreement which enables staff members, subject to operational requirements, to select their starting and finishing times.

3.23	Flex leave means a period of leave available to be taken by a staff member as specified in the Flexible Working Hours Agreement.

3.24	Full day means the standard full-time contract hours for the day, i.e. seven hours.

3.25	Full pay or half pay means the staff member's ordinary rate of pay or half the ordinary rate of pay respectively.

3.26	Full-time contract hours means the standard weekly hours, that is, 35 hours per week.

3.27	Full-time position means a position which is occupied, or if not for being vacant, would be occupied, by a full-time staff member.

3.28	Full time staff member means a staff member who occupies a full time position within icare’s employment.

3.29	Group Executive means the CEO&MD and his direct leadership reports who hold Group Executive or equivalent leadership roles

3.30	Half day means half the standard contract hours for the day.

3.31	Headquarters means the centre(s) to which a staff member is attached or from which a staff member is required to operate on a long-term basis. 

3.32	icare means Insurance and Care NSW as established pursuant to the State Insurance and Care Governance Act 2015.

3.33	Industrial action means industrial action as defined in the Industrial Relations Act 1996.

3.34	Local Arrangement means an agreement reached at the organisational level between the Chief Human Resources Officer and the Association in terms of clause 10, Local Arrangements of this Award.

3.35	Local holiday means a holiday which applies to a particular township or district of the State and which is not a public holiday throughout the State.

3.36	Normal hours of duty means:

for a staff member working standard hours - the fixed hours of duty, with an hour for lunch, worked in the absence of flexible working hours;

[bookmark: _Hlk534185515]for a staff member working under the Flexible Working Hours Agreement, the hours of duty the appropriate People Leader requires a staff member to work within the bandwidth specified under the Agreement. 

3.37	Normal work means, for the purposes of subclause 8.10 of clause 8, Grievance and Dispute Settling Procedures of this Award, the work carried out in accordance with the staff member’s role description at the location where the staff member was employed, at the time the grievance or dispute was notified by the staff member.

3.38	Official overseas travel means authorised travel out of Australia by a staff member where the staff member proceeds overseas on official business.
3.39	On duty means the time required to be worked for icare. For the purposes of clause 43, Trade Union Activities Regarded as On Duty of this Award, on duty means the time off with pay given by icare to the accredited Association delegate to enable the Association delegate to carry out legitimate Association activities during ordinary work hours without being required to lodge an application for leave.

3.40	On loan means an arrangement between Insurance and Care NSW and the Association where a staff member is given leave of absence from the workplace to take up employment with the staff member’s Association for a specified period of time during which the Association is required to reimburse Insurance and Care NSW for the staff member's salary and associated on-costs.

3.41	On special leave means the staff member is required to apply for special leave in order to engage in an activity which attracts the grant of special leave in the terms of this Award.

3.42	Ordinary hourly rate of pay means the hourly equivalent of the annual rate of pay of the classification set out in Part C Monetary Rates of this Award and calculated using the formula set out in clause 13, Casual Employment of this Award.

3.43	Overtime means all time worked, whether before or after the ordinary daily hours of duty, at the direction of the appropriate People Leader, which, due to its character or special circumstances, cannot be performed during the staff member’s ordinary hours of duty. 

3.44	Part-time entitlement, unless specified otherwise in this Award, means pro rata of the full-time entitlements calculated according to the number of hours a staff member works in a part-time position or under a part-time arrangement.

3.45	Part-time hours means hours which are less than the hours which constitute full-time work under this Award. 

3.46	Part-time position means a designated part-time position and, unless otherwise specified, includes any position which is filled on a part-time basis.

3.47	Part-time staff member means a staff member whose ordinary hours of duty are specified as part-time in a written agreement between icare and the employee. 

3.48	People Leader means the team leader or manager of the area in which a staff member is employed or any other staff member authorised by the Group Executive to fulfil the role of a team leader or manager, other than a person engaged as a consultant or contractor.

3.49	Prescribed ceasing time means, for a staff member working standard hours, the conclusion of daily standard hours for that staff member. For a staff member working flexible working hours, the prescribed ceasing time means the conclusion of bandwidth of the Flexible Working Hours Agreement.

3.50	Prescribed starting time means, for a staff member not working under a flexible working hours arrangement, the commencement of standard daily hours of that staff member. For a staff member working flexible working hours, the prescribed starting time means the time of commencement within the bandwidth of the Flexible Working Hours Agreement.

3.51	Public holiday means a day proclaimed under the Public Holidays Act 2010, as a public holiday. 

[bookmark: _Hlk534208801]3.52	Recall to duty means those occasions when a staff member is directed to return to duty outside the staff member’s ordinary hours or outside the bandwidth in the case of a staff member working under the Flexible Working Hours Agreement.

3.53	Relief staff means staff employed on a temporary basis to provide relief in a position until the return from authorised leave of the substantive occupant or in a vacant position until it is filled substantively.

3.54	Residence, in relation to a staff member an employee, means the ordinary and permanent place of abode of the staff member.

3.55	Secondment means an arrangement agreed to by the Chief Human Resources Officer, the staff member and another Government Sector Agency, a public sector organisation or a private sector organisation which enables the staff member employee to work in such other organisation for an agreed period of time and under conditions agreed to prior to the commencement of the period of secondment. Secondments are also to comply with Part 5 of the Government Sector Employment Act 2013.

3.56	Shift worker - Continuous Shifts means a staff member engaged in work carried out in continuous shifts throughout the 24 hours of each of at least six consecutive days without interruption except during breakdown or meal breaks or due to unavoidable causes beyond the control of the appropriate People Leader.

3.57	Shift worker - Non-continuous Shifts means a staff member who is not a day worker or a shift worker - continuous shifts, as defined above.

3.58	Staff member means an on-going, temporary or casual employee employed under the State Insurance and Care Governance Act 2015 (SICG Act) and includes both full-time and part-time staff except those employees employed in ‘executive positions’ as defined in section 16 of the SICG Act. For the purposes of maternity leave, as set out in clause 66, Parental Leave of this Award, staff member means a female staff member.

3.59	Standard hours are set and regular hours of operation as determined by the Chief Human Resources Officer in accordance with any direction from the Industrial Relations Commission of NSW. Standard hours are generally the hours which were in operation prior to the introduction of flexible working hours or have been determined as standard hours for the organisation since the introduction of flexible working hours.

3.60	Standby means an instruction given by the appropriate People Leader to a staff member to be available for immediate contact in case of an authorised call-out requiring the performance of duties.

3.61	Study leave means leave without pay granted for courses at any level or for study tours during which financial assistance may be approved by the Group Executive, if the activities to be undertaken are considered to be of relevance or value to Insurance and Care NSW.

3.62	Study Time means the time allowed off from normal duties on full pay to a staff member who is studying in a part-time course which is of relevance to Insurance and Care NSW.

3.63	Temporary work location means the place at or from which a staff member temporarily performs official duty if required to work away from the employee’s normal place of work.

3.64	Trade Union or Union means a registered trade union, as defined in the Industrial Relations Act 1996.

3.65	Trade Union Delegate means an accredited Association delegate responsible for his/her workplace; and/or a person who is elected by the Association as its representative, an executive member or a member of the Association's Council.

3.66	Trade Union Official means a person who is employed by the Association to carry out duties of an official in a permanent or temporary capacity, including elected full-time officials and/or staff members placed on loan to the Association for an agreed period of time.

3.67	Workplace means the whole of the organisation or, as the case may be, a Function, Business Line or Team in which the staff member is employed.

3.68	Workplace management means the appropriate People Leader, or any other person authorised by the Group Executive to assume responsibility for the conduct and effective, efficient and economical management of the functions and activities of icare or part of the organisation.

4.  Parties to the Award

The parties to this Award are:
Insurance and Care NSW; and

Public Service Association and Professional Officers’ Association Amalgamated Union of New South Wales.

5.  Coverage

The provisions of this Award shall apply to permanent, temporary and casual employees (as specified in this Award) as defined in the State Insurance and Care Governance Act 2015 (SICG Act). This Award shall not apply to Executives as defined within section 16 of the SICG Act or any employee remunerated at a level greater than the maximum of Grade 12 of the Salary Grade scale as detailed in Part C - Monetary Rates of this Award.

If, during the currency of this Award, the Crown Employees’ (Public Service Conditions of Employment) Reviewed Award 2009 (the Conditions Award) is varied, or any existing Public Sector Determination which operated as at the effective date of this Award, the variation will be discussed at a meeting between the Association and the Chief Human Resources Officer of icare, which shall occur within 21 days of either party informing the other of the approval of the variation to the Conditions Award by the Industrial Relations Commission of NSW. The presumption will be that this Award will be varied to reflect the variation to the Conditions Award unless it is not relevant to icare. The meeting between the Association and the Chief Human Resources Officer will determine the appropriateness and wording of any variation. The onus will be on icare to justify or prove that the proposed variation is not relevant to icare.

6.  Statement of Intent

This Award contains salaries, allowances and conditions of employment of employees employed by icare. The Award supports and encourages consultative processes, to facilitate, as appropriate, greater flexibility in the workplace and to help ensure that any excess hours, accumulated as a result of icare’s work requirements, are not forfeited.

7.  Work Environment

7.1	The parties to this Award are committed to providing and maintaining a work environment that complies with all relevant Work Health and Safety and Workers Compensation and Injury Management legislation. 

7.2	Equality in employment - icare is committed to the achievement of equality in employment and the Award has been drafted to reflect this commitment.

7.3	Harassment-free Workplace - Harassment on the grounds of sex, race, marital status, physical or mental disability, sexual preference, transgender, age or responsibilities as a carer is unlawful in terms of the Anti-Discrimination Act 1977. All employees are required to refrain from, or being party to, any form of harassment in the workplace.

8.  Grievance and Dispute Settling Procedures

8.1	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 icare, if required.

8.2	A staff member is required to notify in writing their People Leader, as to the substance of the grievance, dispute or difficulty, request a meeting to discuss the matter, and if possible, state the remedy sought.

8.3	Where the grievance or dispute involves confidential or other sensitive material (including issues of harassment or discrimination under the Anti-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 Group Executive or delegate. 

8.4	The People Leader, or other appropriate officer, 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.

8.5	If the matter remains unresolved with the People Leader, the staff member may request to meet the appropriate person at the next level of management in order to resolve the matter. This People Leader 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 relevant Group Executive. 

8.6	If the matter remains unresolved, the Chief Human Resources Officer 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.

8.7	A staff member, at any stage, may request to be represented by the Association.

8.8	The staff member, or the Association on their behalf, or the CEO&MD may refer the matter to the Industrial Relations Commission of New South Wales if the matter is unresolved following the use of these procedures.
 
8.9	The staff member, Association and the CEO&MD shall agree to be bound by any order or determination by the Industrial Relations Commission of New South Wales in relation to the dispute.

8.10	Whilst the procedures outlined in subclauses 8.1 to 8.10 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 work 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.

9.  Salary Packaging Arrangements, Including Salary Sacrifice to Superannuation

9.1	The entitlement to salary package in accordance with this clause is available to: 

9.1.1	ongoing full-time and part-time staff members; and

9.1.2	temporary staff members, subject to icare’s convenience; and

9.1.3	casual employees, subject to icare’s convenience, and limited to salary sacrifice to superannuation in accordance with subclause 9.7. 

9.2	For the purposes of this clause: 

9.2.1	"salary" means the salary or rate of pay prescribed for the staff member's Salary Grade by Part C of this Award, and any other payment that can be salary packaged in accordance with Australian taxation law. 

9.2.2	"post compulsory deduction salary" means the amount of salary available to be packaged after payroll deductions required by legislation or order have been taken into account. Such payroll deductions may include, but are not limited to, taxes, compulsory superannuation payments, HECS payments, child support payments, and judgement debtor/garnishee orders. 

[bookmark: _Hlk534213087]9.3	By mutual agreement with the Chief Human Resources Officer, a staff member may elect to package a part or all of their post compulsory deduction salary in order to obtain: 

9.3.1	a benefit or benefits selected from those approved by the Chief Human Resources Officer; and 

9.3.2 	an amount equal to the difference between the staff member's salary, and the amount specified by the Chief Human Resources Officer for the benefit provided to or in respect of the staff member in accordance with such agreement. 
9.4	An election to salary package must be made prior to the commencement of the period of service to which the earnings relate. 

9.5	The agreement shall be known as a Salary Packaging Agreement. 

9.6	Except in accordance with subclause 9.7, a Salary Packaging Agreement shall be recorded in writing and shall be for a period of time as mutually agreed between the staff member and the Chief Human Resources Officer at the time of signing the Salary Packaging Agreement. 

9.7	Where a staff member makes an election to sacrifice a part or all of their post compulsory deduction salary as additional employer superannuation contributions, the staff member may elect to have the amount sacrificed:

9.7.1 	paid into the superannuation fund established under the First State Superannuation Act 1992; or

9.7.2 	where icare is making compulsory employer superannuation contributions to another complying superannuation fund, paid into the same complying fund; or 

9.7.3 	subject to icare’s agreement, paid into another complying superannuation fund. 

9.8	Where the staff member makes an election to salary sacrifice, icare shall pay the amount of post compulsory deduction salary, the subject of election, to the relevant superannuation fund. 

[bookmark: _Hlk534216027]9.9	Where the staff member makes an election to salary package and where the staff member is a member of a superannuation scheme established under the: 

9.9.1	Police Regulation (Superannuation) Act 1906; 

9.9.2	Superannuation Act 1916; 

9.9.3	State Authorities Superannuation Act 1987; or 

9.9.4	State Authorities Non-contributory Superannuation Act 1987, 

icare must ensure that the staff member’s superable salary for the purposes of the above Acts, as notified to the SAS Trustee Corporation, is calculated as if the Salary Packaging Agreement had not been entered into. 

9.10	Where the staff member makes an election to salary package, and where the staff member is a member of a superannuation fund other than a fund established under legislation listed in subclause 9.9 of this clause, icare must continue to base contributions to that fund on the salary payable as if the Salary Packaging Agreement had not been entered into. This clause applies even though the superannuation contributions made by icare may be in excess of superannuation guarantee requirements after the salary packaging is implemented. 

9.11	Where the staff member makes an election to salary package: 

9.11.1	subject to Australian Taxation law, the amount of salary packaged will reduce the salary subject to appropriate PAYG taxation deductions by the amount packaged; and 

9.11.2	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 staff member is entitled under this Award, Act or statute which is expressed to be determined by reference to the staff member’s rate of pay, shall be calculated by reference to the rate of pay which would have applied to the staff member under Part C of this Award if the Salary Packaging Agreement had not been entered into. 

9.12	The Chief Human Resources Officer may vary the range and type of benefits available from time to time following discussion with the Association. Such variations shall apply to any existing or future Salary Packaging Agreement from date of such variation. 

9.13	The Chief Human Resources Officer will determine from time to time the value of the benefits provided following discussion with the Association. Such variations shall apply to any existing or future Salary Packaging Agreement from the date of such variation. In this circumstance, the staff member may elect to terminate the Salary Packaging Agreement.

SECTION 2 - ATTENDANCE/HOURS OF WORK

10.  Local Arrangements

10.1	Local arrangements may be negotiated between the Chief Human Resources Officer and the Association in respect of the whole of icare or part of icare in relation to any matter contained in this Award. 

10.2	All local arrangements negotiated between the Chief Human Resources Officer and the Association must:

10.2.1	be approved by the CEO&MD; and 

10.2.2	be approved in writing by the General Secretary of the Association; and

10.2.3	be contained in a formal document, such as a co-lateral agreement, a memorandum of understanding, an award, an enterprise agreement or other industrial instrument; and

10.2.4	include a clause allowing either party to terminate the arrangement by giving 12 months’ notice.

10.3	Subject to the provisions of subclause 10.2 of this clause, nothing in this clause shall prevent the negotiation of a Flexible Working Hours Agreement between icare and the Association in respect of the provisions contained in clause 25, Flexible Work Practices of this Award, where the conditions of employment of any group are such that the application of the standard flexitime provisions would not be practicable.  Where such local arrangements do not include provisions in relation to core time, settlement periods, contract hours, flex credit, flex debit, or flex leave, the relevant provisions of clause 23, Flexible Working Hours of this Award shall apply.

10.4	Attendance and the accrual of flexible working hours credit - A staff member may only work outside the hours of a standard day but within the bandwidth and accrue hours toward a flexible working hours credit if the work is available to be performed.

10.5	Where a staff member has accrued 8 weeks recreation leave, unless otherwise authorised by their People Leader, flex leave can only be taken where recreation leave has been applied for and approved.  If, however, recreation leave has been applied for and declined or not actioned by the People Leader, access to flex leave is still available.

11.  Working Hours

11.1	The working hours of staff and the manner of their recording, shall be as determined from time to time by the appropriate People Leader in accordance with any direction of the Chief Human Resources Officer. Such direction will include the definition of full time contract hours as contained in clause 3, Definitions of this Award.

11.2	The People Leader in charge of a Business Line or Team will be responsible to the Group Executive for the proper observance of hours of work and for the proper recording of such attendance.

11.3	The appropriate People Leader may require a staff member to perform duty beyond the hours determined under subclause 11.1 of this clause but only if it is reasonable for the staff member to be required 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:

11.3.1	the staff member’s prior commitments outside the workplace, particularly the staff member’s family and carer responsibilities, community obligations or study arrangements, 

11.3.2	 any risk to staff member’s health and safety,

11.3.3	 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, 

11.3.4	the notice (if any) given by the appropriate People Leader regarding the working of the additional hours, and by the staff member of their intention to refuse the working of additional hours, or

11.3.5	any other relevant matter.

11.4	The application of hours of work is subject to the provisions of this clause.

11.5	The ordinary hours may be standard or flexible and may be worked on a full time or part-time basis.

11.6	The appropriate People Leader shall ensure that all staff members employed in icare are informed of the hours of duty required to be worked and of their rights and responsibilities in respect of such hours of duty.

12.  Calculation of Service

12.1 	In calculating years of service for staff members the following aggregate periods of leave without pay shall not be taken into account:

12.1.1	Recreation Leave - Leave Without Pay which in any one period, exceeds 5 working days in any period of 12 months

12.1.2	Sick Leave - Leave Without Pay of 21 days or more 

12.1.3	Increments - Leave Without Pay of 5 days or more, in any one period, defers the increment date

13.  Casual Employment

13.1	Hours of Work

13.1.1	A casual employee is engaged and paid on an hourly basis.

13.1.2	A casual employee will be engaged and paid for a minimum of 3 consecutive hours for each day worked.

13.1.3	A casual employee shall not work more than 9 consecutive hours per day (exclusive of meal breaks) without the payment of overtime for such time in excess of 9 hours, except where longer periods are permitted under a local agreement negotiated under clause 10 of this Award, covering the particular class of work, or are required by the usual work pattern of the position.

13.2	Rate of Pay

13.2.1	Casual employee shall be paid the ordinary hourly rate of pay calculated by the following formula for the hours worked per day:

Annual salary divided by 52.17857 divided by the ordinary weekly hours of the classification.

13.2.2	Casual employees shall be paid a loading on the appropriate ordinary hourly rate of pay of:

15% for work performed on Mondays to Fridays (inclusive)

50% for work performed on Saturdays

75% for work performed on Sundays

150% for work performed on public holidays.

13.2.3	Casual employees shall also receive a 1/12th loading in lieu of annual leave.

13.2.4	The loadings specified in paragraph 13.2.2 of this subclause are in recognition of the casual nature of the employment and compensate the employee for all leave, other than annual leave and long service leave, and all incidence of employment, except overtime.

13.3	Overtime

13.3.1	Casual employees shall be paid overtime for work performed:

(a)	In excess of 9 consecutive hours (excluding meal breaks) except where longer periods are permitted under local agreement negotiated under clause 10 of this Award, covering the particular class of work, or are required by the usual work pattern of the position; or

(b)	Outside the bandwidth application to the particular class of work; or

(c)	In excess of the daily roster pattern applicable for the particular class of work; or

(d)	In excess of the standard weekly roster of hours for the particular class of work; or

(e)	In accordance with a local arrangement negotiated under clause 10 of this Award.

13.3.2	Overtime rates will be paid in accordance with the rates set in clause 82, Overtime Worked by Day Workers of this Award.

13.3.3	Overtime payments for casual employees are based on the ordinary hourly rate plus the 15% loading set out in paragraph 13.2.2.

13.3.4	The loading in lieu of annual leave as set out in paragraph 13.2.3 of this clause is not included in the hourly rate for the calculation of overtime payments for casual employees.

13.4	Leave

13.4.1	Other than as described under subclauses 13.4, 13.5 and 13.6, casual employees are not entitled to any other paid or unpaid leave.

13.4.2	As set out in paragraph 13.2.3 of this clause, casual employees will be paid 1/12th in lieu of annual leave.

13.4.3	Casual employees will be entitled to Long Service Leave in accordance with the provisions of the Long Service Leave Act 1955.

13.4.4	Casual employees are entitled to unpaid parental leave under Chapter 2, Part 4, Division 1, section 54, Entitlement to Unpaid Parental Leave, in accordance with the Industrial Relations Act 1996. The following provisions shall also apply in addition to those set out in the Industrial Relations Act. 

(a)	icare must not fail to re-engage a regular casual employee (see section 53(2) of the Industrial Relations Act) because:

(i)	the employee or employee's spouse is pregnant; or
(ii)	the employee is or has been immediately absent on parental leave.

The rights of an employer in relation to engagement and re-engagement of casual employees are not affected, other than in accordance with this clause.

13.5	Personal Carers entitlement for casual employees

13.5.1	Casual employees are entitled to not be available to attend work, or to leave work if they need to care for a family member described in paragraph 72.4.2 of Sick Leave to Care for a Family Member of this Award who is sick and requires care and support, or who requires care due to an unexpected emergency, or the birth of a child. This entitlement is subject to the evidentiary requirements set out in paragraph 13.5.4, and the notice requirements set out in paragraph 13.5.5 of this clause.

13.5.2	The appropriate People Leader and the casual employee shall agree on the period for which the employee will be entitled to not be available to attend work. In the absence of agreement, the employee is entitled to not be available to attend work for up to 48 hours (i.e. two days) per occasion. The casual employee is not entitled to any payment for the period of non-attendance.

13.5.3	icare must not fail to re-engage a casual employee because the employee accessed the entitlements provided for in this clause. The rights of icare to engage or not to engage a casual employee are otherwise not affected.

13.5.4	The casual employee shall, if required, 

(a)	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, or 

(b)	establish by production of documentation acceptable to the employer or a statutory declaration, the nature of the emergency and that such emergency resulted in the person concerned requiring care by the employee.

In normal circumstances, a casual employee must not take carer's leave under this subclause where another person had taken leave to care for the same person.

13.5.5	The casual employee must, as soon as reasonably practicable and during the ordinary hours of the first day or shift of such absence, inform the employer of their inability to attend for duty. If it is not reasonably practicable to inform the employer during the ordinary hours of the first day or shift of such absence, the employee will inform the employer within 24 hours of the absence.

13.6	Bereavement entitlements for casual employees

13.6.1	Casual employees are entitled to not be available to attend work, or to leave work upon the death in Australia of a family member on production of satisfactory evidence (if required by icare).

13.6.2	The appropriate People Leader and the casual employee shall agree on the period for which the employee will be entitled to not be available to attend work. In the absence of agreement, the employee is entitled to not be available to attend work for up to 48 hours (i.e. two days) per occasion. The casual employee is not entitled to any payment for the period of non-attendance.

13.6.3	icare must not fail to re-engage a casual employee because the employee accessed the entitlements provided for in this clause. The rights of icare to engage or not engage a casual employee are otherwise not affected.

13.6.4	The casual employee must, as soon as reasonably practicable and during the ordinary hours of the first day or shift of such absence, inform the employer of their inability to attend for duty. If it is not reasonably practicable to inform the employer during the ordinary hours of the first day or shift of such absence, the employee will inform the employer within 24 hours of the absence.

13.7	Application of other clauses of this Award to casual employees

13.7.1	The following clauses of this Award do not apply to casual employees:

	11
	Working Hours

	18
	Variation of Hours

	19
	Natural Emergencies and Major Transport Disruptions

	21
	Public Holidays

	22
	Standard Working Hours

	22-25
	relating to Flexible Working arrangements

	27
	Excess Travelling Time

	28
	Waiting Time

	38
	Room at Home Used as Office

	43-57
	relating to Trade Union activities

	53
	Travelling and other costs of Trade Union Delegates

	57
	Leave - General Provisions

	57-75
	relating to the various Leave provisions

	77
	Study Assistance

	78
	Shift Work

	79-80
	relating to Overtime

	82-83
	relating to Recall to Duty, On-Call and Stand-by Arrangements

	87
	Payment for Overtime or Leave in Lieu

	88
	Compensation for Additional Hours Worked by Duty Officer, State Emergency Services.



14.  Part-Time Employment

14.1	General

14.1.1	Part-time work may be undertaken with the agreement of the appropriate People Leader. Part-time work may be undertaken in a part-time position or under a part-time arrangement.

14.1.2	A part-time staff member is to work contract hours less than full-time hours. 

14.1.3	Unless otherwise specified in this Award, part-time staff members receive full time entitlements on a pro rata basis calculated according to the number of hours a staff member works in a part-time position or under a part-time arrangement. Entitlements to paid leave will accrue on the equivalent hourly basis.

14.1.4	Before commencing part-time work, the appropriate People Leader and the staff member must agree upon:

(a)	the hours to be worked by the staff member, the days upon which they will be worked, commencing and ceasing times for the work, and whether hours may be rostered flexibly; 

(b)	whether flexible working hours provisions or standard hours provisions will apply to the part-time staff member; and

(c)	the classification applying to the work to be performed;

14.1.5	The terms of the agreement must be in writing and may only be varied with the consent of both parties.

14.1.6	Incremental progression for part-time staff members is the same as for full time staff members, that is, part-time staff members receive an increment annually, where such increment is available. 





14.2	Additional hours

14.2.1	The appropriate People Leader may request, but not require, a part-time staff member to work additional hours. For the time worked in excess of the staff member’s usual hours and up to the normal full-time hours for the classification, part-time staff members may elect to:

(a)	be paid for additional hours at their hourly rate plus a loading of 1/12th in lieu of recreation leave; or

(b)	if working under a Flexible Working Hours scheme under clause 23 of this Award, or a Local Agreement made in accordance with clause 10 of this Award, have the time worked credited as flex time.

14.2.2	For time worked in excess of the full-time hours of the classification, or outside the bandwidth payment shall be made at the appropriate overtime rate in accordance with clause 86, Rate of Payment for Overtime of this Award.

15.  Morning and Afternoon Breaks

Staff members may take a 10 minute morning break, provided that the discharge of public business is not affected and, where practicable, they do so out of the view of the public contact areas. Staff members may also take a 10 minute afternoon break, subject to the same conditions as apply to the morning break.

16.  Meal Breaks

16.1	Meal breaks must be given to and taken by staff members. No staff member shall be required to work continuously for more than 5 hours without a meal break, provided that: 

16.1.1	where the prescribed break is more than 30 minutes, the break may be reduced to not less than 30 minutes if the staff member agrees. If the staff member requests to reduce the break to not less than 30 minutes, the reduction must be operationally convenient; and

16.1.2	where the nature of the work of a staff member or a group of staff members is such that it is not possible for a meal break to be taken after not more than 5 hours, local arrangements may be negotiated between the Chief Human Resources Officer and the Association to provide for payment of a penalty.

17.  Lactation Breaks

17.1	This clause applies to staff members who are lactating mothers.  A lactation break is provided for breastfeeding, expressing milk or other activity necessary to the act of breastfeeding or expressing milk and is in addition to any other rest period and meal break as provided for in this Award.

17.2	A full-time staff member or a part-time staff member working more than 4 hours per day is entitled to a maximum of two paid lactation breaks of up to 30 minutes each per day.

17.3	A part-time staff member working 4 hours or less on any one day is entitled to only one paid lactation break of up to 30 minutes on any day so worked.

17.4	A flexible approach to lactation breaks can be taken by mutual agreement between a staff member and their People Leader provided the total lactation break time entitlement is not exceeded.  When giving consideration to any such requests for flexibility, a People Leader needs to balance the operational requirements of the organisation with the lactating needs of the staff member.

17.5	icare shall provide access to a suitable, private space with comfortable seating for the purpose of breastfeeding or expressing milk.

17.6	Other suitable facilities, such as refrigeration and a sink, shall be provided where practicable.  Where it is not practicable to provide these facilities, discussions between the People Leader and staff member will take place to attempt to identify reasonable alternative arrangements for the staff member's lactation needs.

17.7	Staff members experiencing difficulties in effecting the transition from home-based breastfeeding to the workplace will have telephone access in paid time to a free breastfeeding consultative service, such as that provided by the Australian Breastfeeding Association's Breastfeeding Helpline Service or the Public Health System.

17.8	Staff members needing to leave the workplace during time normally required for duty to seek support or treatment in relation to breastfeeding and the transition to the workplace may utilise sick leave in accordance with clause 70, Sick Leave of this Award, or access to the flexible working hours scheme provided in clause 23, Flexible Working Hours of this Award, where applicable.

18.  Variation of Hours

18.1	If the appropriate People Leader is satisfied that a staff member is unable to comply with the general hours operating in icare because of limited transport facilities, urgent personal reasons, community or family reasons, the appropriate People Leader may vary the staff member's hours of attendance on a one off, short or long-term basis, subject to the following:

18.1.1	the variation does not adversely affect the operational requirements;

18.1.2	there is no reduction in the total number of daily hours to be worked;

18.1.3	the variation is not more than an hour from the commencement or finish of the span of usual commencing and finishing time; 

18.1.4	a lunch break of one hour is available to the staff member, unless the staff member elects to reduce the break to not less than 30 minutes; 

18.1.5	no overtime or meal allowance payments are made to the staff member, as a result of an agreement to vary the hours; 

18.1.6	ongoing arrangements are documented; and

18.1.7	the Association is consulted, as appropriate, on any implications of the proposed variation of hours for the work area.

19.  Natural Emergencies and Major Transport Disruptions

19.1	A staff member prevented from attending work at a normal work location by a natural emergency or by a major transport disruption may:

19.1.1	apply to vary the working hours as provided in clause 18, Variation of Hours of this Award; and/or

19.1.2	negotiate an alternative working location with the icare; and/or

19.1.3	take available family and community service leave and/or flex leave, recreation or extended leave or leave without pay to cover the period concerned.

20.  Notification of Absence from Duty

20.1	If a staff member is to be absent from duty, other than on authorised leave, the staff member must notify their People Leader, or must arrange for the People Leader to be notified, as soon as possible, of the reason for the absence.

20.2	If a staff member is absent from duty without authorised leave and does not provide an explanation of the absence to the satisfaction of the appropriate People Leader, the amount representing the period of absence shall be deducted from the staff member's pay. 

21.  Public Holidays

21.1	Unless directed to attend for duty by the appropriate People Leader, a staff member is entitled to be absent from duty without loss of pay on any day which is:

21.1.1	a public holiday throughout the State; or

21.1.2	a local holiday in that part of the State at or from which the staff member performs duty; or

21.1.3	a day between Boxing Day and New Year's Day determined by the CEO&MD (icare day)

21.2	A staff member required by the appropriate People Leader to work on a local holiday may be granted time off in lieu on an hour for hour basis for the time worked on a local holiday.

21.3	If a local holiday falls during a staff member's absence on leave, the staff member is not to be credited with the holiday. 

22.  Standard Working Hours

22.1	Standard hours are set and regular with an hour for lunch and, if worked by the staff member under the Flexible Working Hours Agreement, would equal the contract hours required to be worked under the Agreement. Standard hours could be full time or part-time.

22.2	Urgent Personal Business - Where a staff member requires to undertake urgent personal business, appropriate leave or time off may be granted by the appropriate People Leader. Where time off has been granted, such time shall be made up as set out in subclause 22.4.

22.3	Late Attendance - If a staff member is late for work, such staff member must either take appropriate leave or, if the appropriate People Leader approves, make the time up in accordance with subclause 22.4.

22.4	Making up of Time - The time taken off in circumstances outlined in subclauses 22.2 and 22.3 must be made up at the earliest opportunity. The time may be made up on the same day or on a day or days agreed to between the staff member and the appropriate People Leader.

23.  Flexible Working Hours

23.1	The parties to this Award are committed to fostering flexible work practices with the intention of providing greater flexibility in dealing with workloads, work deadlines and the balance between work and family life. All parties are committed to managing time worked to prevent any forfeiture of credit hours accumulated under a flexible working hours agreement.

23.2	Unless local arrangements have been negotiated as provided in clause 10, Local Arrangements of this Award, and consistent with subclause 23.1, a flexible working hours scheme in terms of this subclause may operate, subject to operational requirements, as determined by the appropriate People Leader. 

23.3	Where the operational requirements allow, the working of flexible hours under a flexible working hours scheme operating in icare, shall be extended to a staff member working under a part time work arrangement. Except for provisions contained in subclauses 23.11, 23.13 and 23.16, all other provisions under this subclause shall be applied pro rata to a staff member working under a part time work arrangement.

23.4	Exclusions - Flexible working hours shall not apply to staff members who work:

23.4.1	permanent standard hours; or
23.4.2	according to a shift roster.

23.5	Attendance - A staff member's attendance outside the hours of a standard day but within the bandwidth shall be subject to the availability of work.

23.6	Bandwidth - The bandwidth shall be between the hours of 7.30 a.m. and 6.00 p.m., unless a different time span has been negotiated under a local arrangement in terms of clause 10, Local Arrangements of this Award.

23.7	Coretime - The coretime shall be between the hours of 9.30 a.m. and 3.30 p.m., excluding the lunch break, unless other arrangements have been negotiated under a local arrangement in terms of clause 10, Local Arrangements of this Award. 

23.8	Lunch break - The standard lunch period shall be 1 hour. With the approval of the People Leader, the lunch period may be extended by the staff member up to 2 and 1/2 hours or reduced to not less than 30 minutes within the span of hours determined by the CEO&MD. Where a local arrangement has been negotiated in terms of clause 10, Local Arrangements of this Award, the lunch break shall be taken in accordance with such local arrangement.

23.9	Settlement period - Unless a local arrangement has been negotiated in terms of clause 10, Local Arrangements of this Award, the settlement period shall be four weeks.

23.9.1	For time recording purposes the settlement period and flex leave must coincide.

23.9.2	Where exceptional circumstances apply, e.g. prolonged transport strikes, adverse weather conditions and the like, the Chief Human Resources Officer may extend the affected settlement period by a further 4 weeks. 

23.10	Contract hours - The contract hours for a settlement period shall be calculated by multiplying the staff member's weekly contract hours by the number of weeks in a settlement period.

23.11	Flexible working hours credit - a staff member may carry a maximum of 10 hours credit into the next settlement period. Local arrangements in terms of clause 10, Local Arrangements of this Award may be negotiated in respect of the carry over of additional flexible hours credit than permitted in this clause, the length of the settlement period and the banking of any accumulated credit hours for time worked.

23.12	Weekly hours worked during the settlement period are to be monitored by the staff member and their People Leader. If it appears that the staff member may exceed an accumulated work time of 150 hours in a settlement period; or if the total hours of work in a settlement period with the credit hour carry over from the previous settlement period may exceed 150 hours, the People Leader and staff member shall develop a strategy to ensure that the staff member does not forfeit any of the credit hours accumulated, or likely to be accumulated.

23.13	Flexible Working Hours Debit - The following provisions shall apply to the carry over of flexible working hours debits, unless a local arrangement has been negotiated in terms of clause 10, Local Arrangements of this Award:

23.13.1	A debit of up to 10 hours at the end of a settlement period may be carried over into the next period; 

23.13.2	Where the debit exceeds 10 hours, the excess will be debited as leave without pay, unless the staff member elects to be granted available recreation or extended leave to offset the excess.

23.13.3	Any debit of hours outstanding on a staff member's last day of duty is to be deducted from any unpaid salary or the monetary value of accrued recreation/extended leave. If applicable, the debit of hours may be transferred to another NSW government sector organisation under the mobility provisions of Part 5 of the Government Sector Employment Act 2013.
23.14	Cessation of duty - A staff member may receive payment for a flex day accrued and remaining untaken on the last day of service: 

23.14.1	Where the staff member's services terminate without a period of notice for reasons other than misconduct; or

23.14.2	Where an application for flex leave which would have eliminated the accumulated day or days was made during the period of notice of retirement or resignation and was refused or could not be granted; or

23.14.3	In such other circumstances as have been negotiated between the Chief Human Resources Officer and the Association under a local arrangement in terms of clause 10, Local Arrangements of this Award; or

23.14.4	Prior to a staff member’s last day of service the staff member and People Leader shall ensure that a staff member does not forfeit any credit hours accumulated. Strategies to reduce accumulated credit hours may include those outlined in paragraph 23.16.2.

23.15	Where a staff member ceases duty in icare in order to take up employment in another Government sector organisation, the same provisions as apply to recreation leave under Part 3, Division 2 of the Government Sector Employment Regulation 2014, Cross-government sector leave arrangements shall apply to the accrued but untaken or not forfeited flex leave.

23.16	Flex leave - Subject to operational requirements:

23.16.1	A staff member may take off one full day or two half days in a settlement period of 4 weeks. 

23.16.2	Where it appears a staff member may exceed a 10 hour credit, as per subclause 23.11 strategies to reduce this credit may include the granting of additional full days, consecutive days, half days, or any combination of days and half days. 

23.16.3	Flex leave may be taken on consecutive working days. 

23.16.4	Absences on flex leave may be combined with other periods of authorised leave. 

23.16.5	Local arrangements in respect of the taking of flex leave may be negotiated in terms of clause 10, Local Arrangements of this Award.

23.17	Absence during coretime - Where a staff member needs to take a short period of authorised leave within coretime, other than flex leave, the quantum of leave to be granted shall be determined according to the provisions contained in clause 59, Absence from Work of this Award.

23.18	Standard hours - Notwithstanding the provisions of this clause, the appropriate People Leader may direct the staff member to work standard hours and not flexible hours: 

23.18.1	where the appropriate People Leader decides that the working of flexible hours by a staff member or members does not suit the operational requirements of icare, the Association shall be consulted, where appropriate; or

23.18.2	as remedial action in respect of a staff member who has been found to have deliberately and persistently breached the flexible working hours scheme.

23.19	Easter concession - Staff members who work under a flexible working hours scheme may be granted, subject to the convenience of icare, an additional half day's flex leave on the Thursday preceding the Good Friday public holiday or, if directed to work, an additional half day’s flex leave on another day within that settlement period.


24.  Non-Compliance

In the event of any persistent failure by a staff member to comply with the hours of duty required to be worked, icare shall investigate such non-compliance as soon as it comes to notice and shall take appropriate remedial action according to Part 7, Performance Management of the Government Sector Employment Rules 2014. 

25.  Flexible Work Practices

Nothing in this Award shall affect the hours of duty of a staff member who is covered by a written flexible
working hours agreement.

SECTION 3 - TRAVEL ARRANGEMENTS

26.  Travelling Compensation

26.1	Any authorised official travel and associated expenses, properly and reasonably incurred by a staff member required to perform duty at a location other than their normal place of work shall be met by icare. 

26.2	The appropriate People Leader shall require staff members to obtain an authorisation for all official travel prior to incurring any travel expense.

26.3	Where available at a particular centre or location, the overnight accommodation to be occupied by staff members who travel on official business shall be the middle of the range standard, referred to generally as three star or three diamond standard of accommodation. 

26.4	Where payment of a proportionate amount of an allowance applies in terms of this clause, the amount payable shall be the appropriate proportion of the daily rate. Any fraction of an hour shall be rounded off to the nearest half-hour.

26.5	icare will elect whether to pay the accommodation directly or whether a staff member should pay the accommodation and be compensated in accordance with this clause.  Where practicable, staff members shall obtain prior approval when making their own arrangements for overnight accommodation.

26.6	Subject to subclause 26.14, a staff member who is required by the appropriate People Leader to work from a temporary work location shall be compensated for accommodation, meal and incidental expenses properly and reasonably incurred during the time actually spent away from the staff member's residence in order to perform the work.

26.7	If meals are provided by icare at the temporary work location, the staff member shall not be entitled to claim the meal allowance.

26.8	For the first 35 days, the payment shall be:

26.8.1	where icare elects to pay the accommodation provider the staff member shall receive:

(a)	the appropriate meal allowance in accordance with Item 1 of Table 3 - Allowances of Part C Monetary Rates and 

(b)	incidentals as set out in Item 3 of Table 2 - Allowances of Part C Monetary Rates, and 

(c)	actual meal expenses properly and reasonably incurred (excluding morning and afternoon teas) for any residual part day travel;

26.8.2	where icare elects not to pay the accommodation provider the staff member shall elect to receive either:

(a)	the appropriate rate of allowance specified in Item 2 of Table 2 - Allowances of Part C Monetary Rates, and actual meal expenses properly and reasonably incurred (excluding morning and afternoon teas) for any residual part day travel; or

(b)	in lieu of subparagraph (a) of this paragraph, payment of the actual expenses properly and reasonably incurred for the whole trip on official business (excluding morning and afternoon teas) together with an incidental expenses allowance set out in Item 2 of Table 2 - Allowances of Part C Monetary Rates.

26.9	Payment of the appropriate allowance for an absence of less than 24 hours may be made only where the staff member satisfies the appropriate People Leader that, despite the period of absence being of less than 24 hours duration, expenditure for accommodation and three meals has been incurred.

26.10	Where a staff member is unable to so satisfy the appropriate People Leader, the allowance payable for part days of travel shall be limited to the expenses incurred during such part day travel.

26.11	After the first 35 days - If a staff member is required by the appropriate People Leader to work in the same temporary work location for more than 35 days, such staff member shall be paid the appropriate rate of allowance as specified in Item 2 of Table 2 - Allowances of Part C Monetary Rates.

26.12	Long term arrangements - As an alternative to the provisions after the first 35 days set out in subclause 26.11, icare may make alternative arrangements for meeting the additional living expenses, properly and reasonably incurred by a staff member working from a temporary work location.

26.13	The return of a staff member to their home at weekends or during short periods of leave while working from a temporary work location shall not constitute a break in the temporary work arrangement.

26.14	This clause does not apply to staff members who are on an employee-initiated secondment as outlined in Part 5 of the Government Sector Employment Act 2013.

27.  Excess Travelling Time

27.1	Excess Travelling Time - A staff member directed by the appropriate People Leader to travel on official business outside the usual hours of duty to perform work at a location other than normal headquarters will, at the appropriate People Leader’s discretion, be compensated for such time either by:

27.1.1	Payment calculated in accordance with the provisions contained in this clause; or

27.1.2	If it is operationally convenient, by taking equivalent time off in lieu to be granted for excess time spent in travelling on official business.   Such time in lieu must be taken within 1 month of accrual unless otherwise authorised by the staff member’s manager.

27.2	Compensation under paragraphs 27.1.1 and 27.1.2 of this clause shall be subject to the following conditions:

27.2.1	On a non-working day - subject to the provisions of paragraphs 27.3.4, 27.3.5, 27.3.6 and 27.3.7, all time spent travelling on official business;

27.2.2	On a working day - subject to the provisions of subclause 27.3, all time spent travelling on official business outside the usual hours of duty, provided that the period for which compensation is being sought is more than a half an hour on any one day.

27.3	Compensation for excess travelling time shall exclude the following:

27.3.1	Time normally taken for the periodic journey from home to headquarters and return;

27.3.2	Any periods of excess travel of less than 30 minutes on any one day;

27.3.3	Travel to new headquarters on permanent transfer, if special leave has been granted for the day or days on which travel is to be undertaken; 

27.3.4	Time from 11.00 p.m. on one day to 7.30 a.m. on the following day if sleeping facilities have been provided.

27.3.5	Travel not undertaken by the most practical available route and by the most practical and economic means of transport;

27.3.6	Time within the flex time bandwidth;

27.3.7	Travel overseas.

27.4	Payment - Payment for travelling time calculated in terms of this clause shall be at the staff member’s ordinary rate of pay on an hourly basis calculated as follows:

	Annual salary
	x
	5
	x
	1

	1
	
	260.89
	
	Normal hours of work



27.5	The rate of payment for travel or waiting time on a non-working day shall be the same as that applying to a working day.

27.6	Staff members whose salary is in excess of the maximum rate for Grade 5 shall be paid travelling time or waiting time calculated at the maximum rate for Grade 5 plus $1.00 per annum, as adjusted from time to time.

27.7	Time off in lieu or payment for excess travelling time or waiting time will not be granted or made for more than eight hours in any period of 24 consecutive hours.

28.  Waiting Time

When a staff member travelling on official business is required to wait for transport in order to commence a journey to another location or to return home or headquarters and such time is outside the normal hours of duty, the waiting time shall be treated and compensated for in the same manner as excess travelling time pursuant to clause 27, Excess Travelling Time of this Award

29.  Meal Expenses on One-Day Journeys

29.1	A staff member who is authorised by the appropriate People Leader to undertake a one-day journey on official business which does not require the staff member to obtain overnight accommodation, shall be paid the appropriate rate of allowance set out in Item 1 - Allowances of Table 2 of Part C Monetary Rates for: -

29.1.1	Breakfast when required to commence travel at or before 6.00 a.m. and at least 1 hour before the prescribed starting time;

29.1.2	An evening meal when required to travel until or beyond 6.30 p.m.; and

29.1.3	Lunch when required to travel a total distance on the day of at least 100 kilometres and, as a result, is located at a distance of at least 50 kilometres from the staff member’s normal headquarters at the time of taking the normal lunch break.

30.  Restrictions on Payment of Travelling Allowances

30.1	An allowance under clause 26, Travelling Compensation of this Award is not payable in respect of:

30.1.1	Any period during which the staff member returns to their residence at weekends or public holidays, commencing with the time of arrival at that residence and ending at the time of departure from the residence;
30.1.2	Any period of leave, except with the approval of the appropriate People Leader or as otherwise provided by this clause; or

30.1.3	Any other period during which the staff member is absent from the staff member's temporary work location otherwise than on official duty.

30.2	A staff member who is in receipt of an allowance under clause 26, Travelling Compensation shall be entitled to the allowance in the following circumstances: 

30.2.1	When granted special leave to return to their residence at a weekend, for the necessary period of travel for the journey from the temporary work location to the staff member's residence; and for the return journey from the staff member's residence to the temporary work location, or 

30.2.2	When leaving a temporary work location on ceasing to perform duty at or from a temporary work location, for the necessary period of travel to return to the staff member's residence or to take up duty at another temporary work location;

but is not entitled to any other allowance in respect of the same period.

31.  Increase or Reduction in Payment of Travelling Allowances

31.1	Where the Group Executive is satisfied that a travelling allowance is:

31.1.1	Insufficient to adequately reimburse the staff member for expenses properly and reasonably incurred, a further amount may be paid to reimburse the staff member for the additional expenses incurred; or

31.1.2	In excess of the amount which would adequately reimburse the staff member for expenses properly and reasonably incurred, the allowance may be reduced to an amount which would reimburse the staff member for expenses incurred properly and reasonably.

32.  Production of Receipts

Payment of any actual expenses shall be subject to the production of receipts, unless the Group Executive is prepared to accept other evidence from the staff member. 

33.  Travelling Distance

The need to obtain overnight accommodation shall be determined by the appropriate People Leader having regard to the safety of the staff member or members travelling on official business and local conditions applicable in the area. Where staff members are required to attend conferences or seminars which involve evening sessions or staff members are required to make an early start at work in a location away from their normal workplace, overnight accommodation shall be appropriately granted by the People Leader.

SECTION 4 - ALLOWANCES AND OTHER MATTERS

34.  Allowance Payable for Use of Private Motor Vehicle

34.1	The appropriate People Leader may authorise a staff member to use a private motor vehicle for work where:

34.1.1	Such use will result in greater efficiency or involve icare in less expense than if travel were undertaken by other means; or

34.1.2	Where the staff member is unable to use other means of transport due to a disability.

34.2	A staff member who, with the approval of the appropriate People Leader, uses a private motor vehicle for work shall be paid an appropriate rate of allowance specified in Item 4 of Table 2 of Part C Monetary Rates for the use of such private motor vehicle.  A deduction from the allowance payable is to be made for travel as described in subclause 34.4.

34.3	Different levels of allowance are payable for the use of a private motor vehicle for work depending on the circumstances and the purpose for which the vehicle is used.

34.3.1	The casual rate is payable if a staff member elects, with the approval of the appropriate People Leader, to use their vehicle for occasional travel for work.  This is subject to the allowance paid for the travel not exceeding the cost of travel by public or other available transport.

34.3.2	The official business rate is payable if a staff member is directed, and agrees, to use the vehicle for official business and there is no other transport available.  It is also payable where the staff member is unable to use other transport due to a disability.  The official business rate includes a component to compensate a staff member for owning and maintaining the vehicle.

34.4	Deduction from allowance

34.4.1	Except as otherwise specified in this Award, a staff member shall bear the cost of ordinary daily travel by private motor vehicle between the staff member's residence and headquarters and for any distance travelled in a private capacity. A deduction will be made from any motor vehicle allowance paid, in respect of such travel.

34.4.2	In this subclause "headquarters" means the administrative headquarters to which the staff member is attached or from which the staff member is required to operate on a long term basis or the designated headquarters per paragraph 34.4.3.

34.4.3	Designated headquarters

(a)	Where the administrative headquarters of the staff member to which they are attached is not within the typical work area in which the staff member is required to use the private vehicle on official business, the distance to and from a point designated within the typical work area is to be adopted as the distance to and from the headquarters for the purpose of calculating the daily deduction. 

(b)	A staff member's residence may be designated as their headquarters provided that such recognition does not result in a further amount of allowance being incurred than would otherwise be the case. 

34.4.4	On days when a staff member uses a private vehicle for official business and travels to and from home, whether or not the staff member during that day visits headquarters, a deduction is to be made from the total distance travelled on the day.  The deduction is to equal the distance from the staff member's residence to their headquarters and return or 20 kilometres (whichever is the lesser) and any distance that is travelled in a private capacity.

34.4.5	Where a headquarters has been designated per paragraph 34.4.3 and the staff member is required to attend the administrative headquarters, the distance for calculating the daily deduction is to be the actual distance to and from the administrative headquarters, or, to and from the designated headquarters, whichever is the lesser. 

34.4.6	Deductions are not to be applied in respect of days characterised as follows:

(a)	When staying away from home overnight, including the day of return from any itinerary. 

(b)	When the employee uses the vehicle on official business and returns it to home prior to travelling to the headquarters by other means of transport at their own expense. 

(c)	When the employee uses the vehicle for official business after normal working hours.

(d)	When the monthly claim voucher shows official use of the vehicle has occurred on one day only in any week. Exemption from the deduction under this subparagraph is exclusive of, and not in addition to, days referred to in subparagraphs (a), (b) and (c) of this paragraph. 

(e)	When the employee buys a weekly or other periodical rail or bus ticket, provided icare is satisfied that: 

(i)	at the time of purchasing the periodical ticket the employee did not envisage the use of their private motor vehicle on approved official business;

(ii)	the periodical ticket was in fact purchased; and

(iii)	in regard to train travellers, no allowance is to be paid in respect of distance between the staff member’s home and the railway station or other intermediate transport stopping place. 

34.5	The staff member must have in force, in respect of a motor vehicle used for work, in addition to any policy required to be effected or maintained under the Motor Vehicles (Third Party Insurance) Act 1942, a comprehensive motor vehicle insurance policy to an amount and in a form approved by the appropriate People Leader.

34.6	Expenses such as tolls, etc., shall be refunded to staff members where the charge was incurred during approved work related travel.

34.7	Where a staff member tows a trailer or horse-float during travel resulting from approved work activities while using a private vehicle, the staff member shall be entitled to an additional allowance as prescribed in Item 4 of Table 2 - Allowances of Part C, Monetary Rates.

35.  Damage to Private Motor Vehicle Used for Work

35.1	Where a private vehicle is damaged while being used for work, any normal excess insurance charges prescribed by the insurer shall be reimbursed by icare, provided:

35.1.1	The damage is not due to gross negligence by the staff member; and

35.1.2	The charges claimed by the staff member are not the charges prescribed by the insurer as punitive excess charges.

35.2	Provided the damage is not the fault of the staff member, icare shall reimburse to a staff member the costs of repairs to a broken windscreen, if the staff member can demonstrate that:

35.2.1	The damage was sustained on approved work activities; and

35.2.2	The costs cannot be met under the insurance policy due to excess clauses.

36.  Overseas Travel

Unless the Group Executive determines that a staff member shall be paid travelling rates especially determined for the occasion, a staff member required by icare to travel overseas on official business shall be paid the appropriate overseas travelling allowance rates as specified in the relevant Department of Premier and Cabinet Circular as issued from time to time.

37.  Exchanges

37.1	The Group Executive may arrange two way or one way exchanges with other organisations both public and private, if icare or the staff member will benefit from additional training and development which is intended to be used in the carrying out of icare’s business.

37.2	The conditions applicable to those staff members who participate in exchanges will be determined by the Group Executive according to the individual circumstances in each case (Item 6 of Table 2 - Allowances of Part C, Monetary Rates).

37.3	The provisions of this subclause do not apply to the loan of services of staff members to the Association.  The provisions of clause 47, Conditions Applying to On Loan Arrangements of this Award apply to staff members who are loaned to the Association.

38.  Room at Home Used as Office

38.1	Where no office is provided in a particular location - Where it is impractical to provide an office in a particular location, staff members stationed in such a location may be required to use a spare room at their home as an office. In such cases, icare will be responsible for providing furniture, telephone and other equipment, as required. In addition, an allowance as specified in Item 7 of Table 2 - Allowances of Part C, Monetary Rates is payable for the use of a room at home as an office. 

38.2	Where an office exists in a particular location - Where an office or offices already exist in a particular location but the staff member and the manager agree that the staff member could work from home on a short term or longer term basis, the arrangement shall be negotiated in accordance with icare policy. The allowance set out in subclause 38.1 shall not apply in these circumstances.

38.3	Requirements - Arrangements under subclauses 38.1 or 38.2 shall be subject to:

38.3.1	A formal agreement being reached in respect of the hours to be worked; and 

38.3.2	The duties of the Person Conducting the Business or Undertaking under relevant Work Health Safety legislation to provide a safe work environment.

39.  Uniforms, Protective Clothing and Laundry Allowance

39.1	Uniform, etc. provided by icare - A staff member who is required or authorised by icare to wear a uniform, protective clothing or other specialised clothing in connection with the performance of official duties shall be provided by icare with such clothing and shall be paid an allowance at the rate specified in Item 8 of Table 2 - Allowances of Part C, Monetary Rates for laundering the uniform or protective clothing.

39.2	Where payment of the laundry allowance is not appropriate because of the specialised nature of the clothing, the cost of maintaining such clothing shall be met by icare.

39.3	Uniform, etc. provided by the staff member - Where the uniform, protective clothing or other specialised clothing is provided by the staff member, such staff member shall be reimbursed the cost of the uniform, protective clothing or other specialised clothing.

40.  Compensation for Damage to Or Loss of Staff Member’s Personal Property

40.1	Where damage to or loss of the staff member's personal property occurs in the course of employment, a claim may be lodged under the Workers Compensation Act 1987 and/or under any insurance policy of icare covering the damage to or loss of the personal property of the staff member.

40.2	If a claim under subclause 40.1 is rejected by the insurer, the Group Executive may compensate a staff member for the damage to or loss of personal property, if such damage or loss: 

40.2.1	Is due to the negligence of icare, another staff member, or both, in the performance of their duties; or

40.2.2	Is caused by a defect in a staff member's material or equipment; or

40.2.3	Results from a staff member’s protection of or attempt to protect icare property from loss or damage.
40.3	Compensation in terms of subclause 40.2 of this clause shall be limited to the amount necessary to repair the damaged item. Where the item cannot be repaired or is lost, the Group Executive may pay the cost of a replacement item, provided the item is identical to or only marginally different from the damaged or lost item and the claim is supported by satisfactory evidence as to the price of the replacement item. 

40.4	For the purpose of this clause, personal property means a staff member's clothes, spectacles, hearing-aid, tools of trade or similar items which are ordinarily required for the performance of the staff member’s duties.
40.5	Compensation for the damage sustained shall be made by icare where, in the course of work, clothing or items such as spectacles, hearing aids, etc., are damaged or destroyed by natural disasters or by theft or vandalism.

41.  Community Language Allowance Scheme (CLAS)

41.1	Staff members who possess a basic level of competence in a community language and who work in locations where their community language is utilised at work to assist clients and such staff members are not:

41.1.1	Employed as interpreters and translators; and

41.1.2	Employed in those positions where particular language skills are an integral part of essential requirements of the position, shall be paid an allowance as specified in Item 1 of Table 2 - Allowances of Part C Monetary Rates, subject to subclauses 41.2 and 41.3 of this clause.

41.2	The base level of the CLAS is paid to staff members who:

41.2.1	are required to meet occasional demands for language assistance (there is no regular pattern of demand for their skill); and

41.2.2	have passed an examination administered by Multicultural NSW, or who have a National Accreditation Authority for Translators and Interpreters (NAATI) language Recognition award. 

41.3	The higher level of CLAS is paid to staff members who meet the requirements for the base level of payment and:

41.3.1	are regularly required to meet high levels of customer demand involving a regular pattern of usage of the staff member’s language skills, as determined by the appropriate People Leader; or

41.3.2	have achieved qualifications of NAATI interpreter level or above. This recognises that staff with higher levels of language skill will communicate with an enhanced degree of efficiency and effectiveness.
42.  First Aid Allowance

42.1	A staff member appointed as a First Aid Officer shall be paid a first aid allowance at the rate appropriate to the qualifications held by such staff member as specified in Item 11 of Table 3 - Allowances of Part C, Monetary Rates.

42.2	The First Aid Allowance - Basic Qualifications rate will apply to a staff member appointed as a First Aid Officer who holds a St John’s Ambulance Certificate or equivalent qualifications (such as the Civil Defence or the Red Cross Society’s First Aid Certificates) issued within the previous three years.

42.3	The Holders of current Occupational First Aid Certificate Allowance rate will apply to a staff member appointed as a First Aid Officer who:

42.3.1	is appointed to be in charge of a First-Aid room in a workplace of 200 or more staff members; and 

42.3.2	holds an Occupational First-Aid Certificate issued within the previous three years.

42.4	The First Aid Allowance shall not be paid during leave of one week or more.

42.5	When the First Aid Officer is absent on leave for one week or more and another qualified staff member is selected to relieve in the First Aid Officer's position, such staff member shall be paid a pro rata first aid allowance for assuming the duties of a First Aid Officer.

42.6	First Aid Officers may be permitted to attend training and retraining courses conducted during normal hours of duty. The cost of training staff members who do not already possess qualifications and who need to be trained to meet icare’s needs, and the cost of retraining First Aid Officers, are to be met by icare.

43.  Review of Allowances Payable in Terms of This Award

43.1	Adjustment of Allowances - Allowances contained in this Award shall be reviewed as follows:

43.1.1	Allowances listed in this paragraph will be determined at a level consistent with the reasonable allowances amounts for the appropriate income year as published by the Australian Taxation Office (ATO):

(a)	Clause 26, Travelling Compensation;

(b)	Clause 29, Meal Expenses on One Day Journeys; and

(c)	Clause 86, Overtime Meal Allowances.

43.1.2	Allowances listed in this paragraph will be determined and become effective from 1 July each year at a level consistent with the reasonable allowances amounts as published at or before that time in the Federal Budget or by the Australian Taxation Office (ATO) if not provided in the Federal Budget:

(a)	Clause 34, Allowances Payable for the Use of Private Motor Vehicle.

43.1.3	Allowances payable in terms of clauses listed in this paragraph shall be adjusted on 1 July each year in line with the increases in the Consumer Price Index for Sydney during the preceding year (March quarter figures):

(a)	Clause 38, Room at Home Used as Office; and

(b)	Clause 86, Overtime Meal Allowances.

43.1.4	Allowances payable in terms of clauses listed in this paragraph shall continue to be subject to a percentage increase under a Public Sector Award, Agreement or Determination and shall be adjusted on and from the date or pay period the percentage increase takes effect:

(a)	Clause 41, Community Language Allowance Scheme (CLAS);

(b)	Clause 42, First Aid Allowance; 

(c)	Clause 84, On-Call (Stand-by) and On-Call Allowance.

SECTION 5 - UNION CONSULTATION, ACCESS AND ACTIVITIES

44.  Trade Union Activities Regarded as on Duty

44.1	An Association delegate will be released from the performance of normal duties when required to undertake any of the activities specified below. While undertaking such activities the Association delegate will be regarded as being on duty and will not be required to apply for leave:

44.1.1	Attendance at meetings with workplace management or workplace management representatives;
44.1.2	A reasonable period of preparation time, before-

(a)	meetings with management;

(b)	disciplinary or grievance meetings when an Association member requires the presence of an Association delegate; and

(c)	any other meeting with management,

by agreement with management, where operational requirements allow the taking of such time;

44.1.3	Giving evidence in court on behalf of icare;

44.1.4	Appearing as a witness before the Industrial Relations Commission;

44.1.5	Representing the Association at the Industrial Relations Commission as an advocate or as a Tribunal Member;

44.1.6	Presenting information on the Association and Association activities at induction sessions for new staff of icare; and

44.1.7	Distributing official Association publications or other authorised material at the workplace, provided that a minimum of 24 hours’ notice is given to workplace management, unless otherwise agreed between the parties. Distribution time is to be kept to a minimum and is to be undertaken at a time convenient to the workplace.

45.  Trade Union Activities Regarded as Special Leave

45.1	The granting of special leave with pay will apply to the following activities undertaken by an Association delegate, as specified below:

45.1.1	Annual conferences of the Association;

45.1.2	Meetings of the Association’s Executive, Councils, Industry and Advisory Groups;

45.1.3	Annual conference of Unions NSW and the Australian Council of Trade Unions;

45.1.4	Attendance at meetings called by Unions NSW involving the Association which requires attendance of a delegate;

45.1.5	Attendance at meetings called by the Board, as the employer for industrial purposes, as and when required;

45.1.6	Giving evidence before an Industrial Tribunal as a witness for the Association;

45.1.7	Reasonable travelling time to and from conferences or meetings to which the provisions of clauses 44, 45 and 46 apply.

46.  Trade Union Training Courses

46.1	Courses organised and conducted by the Trade Union Education Foundation or by the Association or a training provider nominated by the Association will attract the grant of special leave. A maximum of 12 working days in any period of 2 years applies to this training and is subject to: -

46.1.1	The operating requirements of the workplace permitting the grant of leave and the absence not requiring employment of relief staff;

46.1.2	Payment being at the base rate, i.e. excluding extraneous payments such as shift allowance/penalty rates, overtime, etc.;
46.1.3	All travelling and associated expenses being met by the staff member or the Association;

46.1.4	Attendance being confirmed in writing by the Association or a nominated training provider.

47.  Conditions Applying to on Loan Arrangements

47.1	Subject to the operational requirements of the workplace, on loan arrangements will apply to the following activities:

47.1.1	Meetings interstate or in NSW of a Federal nature to which an Association member has been nominated or elected by the Association: -

(a)	As an Executive Member; or

(b)	A member of a Federal Council; or

(c)	Vocational or industry committee.

47.1.2	Briefing counsel on behalf of the Association;

47.1.3	Assisting Association officials with preparation of cases or any other activity outside their normal workplace at which the delegate is required to represent the interests of the Association;

47.1.4	Country tours undertaken by a member of the executive or Council of the Association;

47.1.5	Taking up of full time duties with the Association if elected to the office of President, General Secretary or to another full time position with the Association.

47.1.6	Financial Arrangements - The following financial arrangements apply to the occasions when a staff member is placed "on loan" to the Association: -

(a)	icare will continue to pay the delegate or an authorised Association representative whose services are on loan to the Association;

(b)	icare will seek reimbursement from the Association at regular intervals of all salary and associated on costs, including superannuation, as specified by the NSW Treasury from time to time.

(c)	Agreement with the Association on the financial arrangements must be reached before the on loan arrangement commences and must be documented in a manner negotiated between icare and the Association. 

47.1.7	Recognition of "on loan" arrangement as service - On loan arrangements negotiated in terms of this clause are to be regarded as service for the accrual of all leave and for incremental progression.

47.1.8	Limitation - On loan arrangements may apply to full-time or part-time staff and are to be kept to the minimum time required. Where the Association needs to extend an on loan arrangement, the Association shall approach the Chief Human Resources Officer in writing for an extension of time well in advance of the expiration of the current period of on loan arrangement.

47.1.9	Where the Chief Human Resources Officer and the Association cannot agree on the on loan arrangement, the matter is to be referred to the CEO&MD for determination after consultation with the Chief Human Resources Officer and the Association.





48.  Period of Notice for Trade Union Activities

The Chief Human Resources Officer must be notified in writing by the Association or, where appropriate, by the accredited delegate as soon as the date and/or time of the meeting, conference or other accredited activity is known.

49.  Access to Facilities by Trade Union Delegates

49.1	The workplace shall provide accredited delegates with reasonable access to the following facilities for authorised Association activities:

49.1.1	Telephone, facsimile, internet and email facilities;

49.1.2	A notice board for material authorised by the Association or access to staff notice boards for material authorised by the Association;

49.1.3	Workplace conference or meeting facilities, where available, for meetings with member(s), as negotiated between local management and the Association.

50.  Responsibilities of the Trade Union Delegate

50.1	Responsibilities of the Association delegate are to:

50.1.1	Establish accreditation as a delegate with the Association and provide proof of accreditation to the workplace;

50.1.2	Participate in the workplace consultative processes, as appropriate;

50.1.3	Follow the dispute settling procedure applicable in the workplace;

50.1.4	Provide sufficient notice to the People Leader of any proposed absence on authorised Association business;

50.1.5	Account for all time spent on authorised Association business;

50.1.6	When special leave is required, to apply for special leave in advance;

50.1.7	Distribute Association literature/membership forms, under local arrangements negotiated between the Chief Human Resources Officer and the Association; and

50.1.8	Use any facilities provided by the workplace properly and reasonably as negotiated at organisational level.

51.  Responsibilities of the Trade Union

51.1	Responsibilities of the Association are to:

51.1.1	Provide written advice to the Chief Human Resources Officer about an Association activity to be undertaken by an accredited delegate and, if requested, to provide written confirmation to the workplace management of the delegate's attendance/participation in the activity;

51.1.2	Meet all travelling, accommodation and any other costs incurred by the accredited delegate, except as provided in paragraph 52.1.3 of Responsibilities of Workplace Management of this Award;

51.1.3	Pay promptly any monies owing to the workplace under a negotiated on loan arrangement;

51.1.4	Provide proof of identity when visiting a workplace in an official capacity, if requested to do so by management;
51.1.5	Apply to the Chief Human Resources Officer well in advance of any proposed extension to the "on loan" arrangement;

51.1.6	Assist the workplace management in ensuring that time taken by the Association delegate is accounted for and any facilities provided by the employer are used reasonably and properly; and

51.1.7	Advise employer of any leave taken by the Association delegate during the on loan arrangement.

52.  Responsibilities of Workplace Management

52.1	Where time is required for Association activities in accordance with this clause the responsibilities of the workplace management are to:

52.1.1	Release the accredited delegate from duty for the duration of the Association activity, as appropriate, and, where necessary, to allow for sufficient travelling time during the ordinary working hours;

52.1.2	Advise the workplace delegate of the date of the next induction session for new staff members in sufficient time to enable the Association to arrange representation at the session;

52.1.3	Meet the travel and/or accommodation costs properly and reasonably incurred in respect of meetings called by the workplace management;

52.1.4	Where possible, to provide relief in the position occupied by the delegate in the workplace, while the delegate is undertaking Association responsibilities to assist with the business of workplace management;

52.1.5	Re-credit any other leave applied for on the day to which special leave or release from duty subsequently applies;

52.1.6	Where an Association activity provided under this clause needs to be undertaken on the Association delegate's rostered day off or during an approved period of flexi leave, to apply the provisions of paragraph 52.1.5;

52.1.7	To continue to pay salary during an "on loan" arrangement negotiated with the Association and to obtain reimbursement of salary and on-costs from the Association at regular intervals, or as otherwise agreed between the parties if long term arrangements apply;

52.1.8	To verify with the Association the time spent by an Association delegate or delegates on Association business, if required; and

52.1.9	If the time and/or the facilities allowed for Association activities are thought to be used unreasonably and/or improperly, to consult with the Association before taking any remedial action.

53.  Right of Entry Provisions

The right of entry provisions shall be as prescribed under the relevant Work Health and Safety legislation and the Industrial Relations Act 1996.

54.  Travelling and Other Costs of Trade Union Delegates

54.1	Except as specified in paragraph 52.1.3 of Responsibilities of Workplace Management of this Award, all travel and other costs incurred by accredited Association delegates in the course of Association activities will be paid by the Association.

54.2	In respect of meetings called by the workplace management in terms of paragraph 52.1.3 of  Responsibilities of Workplace Management of this Award, the payment of travel and/or accommodation costs, properly and reasonably incurred, is to be made, as appropriate, on the same conditions as apply under clauses 26, Travelling Compensation, 29, Meal Expenses on One-Day Journeys, or 30, Restrictions on Payment of Travelling Allowances of this Award.

54.3	No overtime, leave in lieu, shift penalties or any other additional costs will be claimable by a staff member from icare, in respect of Association activities covered by special leave or on duty activities provided for in this clause.

54.4	The on loan arrangements shall apply strictly as negotiated and no extra claims in respect of the period of on loan shall be made on icare by the Association or the staff member.

55.  Industrial Action

55.1	Provisions of the Industrial Relations Act 1996 shall apply to the right of Association members to take lawful industrial action (Note the obligations of the parties under clause 8, Grievance and Dispute Settling Procedures).

55.2	There will be no victimisation of staff members prior to, during or following such industrial action.

56.  Consultation and Technological Change

There shall be effective means of consultation, as set out in the relevant Consultative Arrangements Policy and Guidelines document, on matters of mutual interest and concern, both formal and informal, between icare and Association.

57.  Deduction of Trade Union Membership Fees

At the staff member’s election, the Chief Human Resources Officer shall provide for the staff member’s Association membership fees to be deducted from the staff member’s pay and ensure that such fees are transmitted to the staff member’s Association at regular intervals. Alternative arrangements for the deduction of Association membership fees may be negotiated between the Chief Human Resources Officer and the Association in accordance with clause 10, Local Arrangements of this Award.

SECTION 6 - LEAVE

58.  Leave - General Provisions

58.1	The leave provisions contained in this Award apply to all staff members other than those to whom arrangements apply under another industrial instrument or under a local arrangement negotiated between the Chief Human Resources Officer and the Association in terms of clause 10, Local Arrangements of this Award.

58.2	Unless otherwise specified, part-time staff members will receive the paid leave provisions of this Award on a pro rata basis, calculated according to the number of hours worked per week.

58.3	Where paid and unpaid leave is available to be granted in terms of this Award, paid leave shall be taken before unpaid leave.

59.  Absence from Work

59.1	A staff member must not be absent from work unless reasonable cause is shown.

59.2	If a staff member is to be absent from duty because of illness or other emergency, the staff member shall notify or arrange for another person to notify the People Leader as soon as possible of the staff member's absence and the reason for the absence.

59.3	If a satisfactory explanation for the absence, is not provided, the staff member will be regarded as absent from duty without authorised leave and the appropriate People Leader shall deduct from the pay of the staff member the amount equivalent to the period of the absence.

59.4	The minimum period of leave available to be granted shall be a quarter day, unless local arrangements negotiated in the workplace allow for a lesser period to be taken.

59.5	Nothing in this clause affects any proceedings for a breach of discipline against a staff member who is absent from duty without authorised leave.

60.  Applying for Leave

60.1	An application by a staff member for leave under this Award shall be made to and dealt with by the appropriate People Leader.

60.2	The appropriate People Leader shall deal with the application for leave according to the wishes of the staff member, if the operational requirements of icare permit this to be done.

61.  Extended Leave

61.1	Definition of "service"

61.1.1	For the purposes of Extended leave, service includes:

(a)	in the case of a staff member who has completed at least 10 years’ service-any period of leave without pay, not exceeding 6 months, taken after 13 December 1963, and

(b)	service occurring before 24 February 2014, including service of the kind referred to in paragraph (a).

61.1.2	Subject to clauses 61.2.3 and 61.3.3 for the purpose of determining whether or not a staff member has completed at least 10 years’ service, as referred to in subclause 61.1.1(a), the staff member’s period of service is taken:

(a)	to include any period of leave without pay taken before 13 December 1963, and

(b)	to exclude any period of leave without pay taken after 13 December 1963.

61.2	Extended leave entitlements generally

61.2.1	After service for 7 years or more but not more than 10 years, a staff member is entitled to extended leave, proportionate to his or her length of service, calculated at the rate of:

(a)	2 months on full pay, or

(b)	4 months on half pay, or

(c)	one month on double pay,

for 10 years served.

61.2.2	After service for more than 10 years, a staff member is entitled to extended leave under subclause 61.2.1 in respect of the first 10 years and additional extended leave, proportionate to his or her length of service, calculated at the rate of:

(a)	5 months on full pay, or

(b)	10 months on half pay, or

(c)	2.5 months on double pay,

for each 10 years served after the first 10 years.

61.2.3	For the purposes of this clause, service includes any period of leave without pay taken before 13 December 1963.

61.3	Entitlement to extended leave if employment terminated in special circumstances

61.3.1	This clause applies to a staff member with at least 5 years’ service but less than 7 years’ service whose services are terminated:

(a)	by the staff member for reasons of illness, incapacity or domestic or other pressing necessity, or

(b)	by icare for reasons other than for misconduct.

61.3.2	The staff member is entitled to:

(a)	for 5 years’ service-one month’s leave on full pay, and

(b)	for further service in excess of 5 years-additional leave proportionate to the staff member’s length of service (up to but not including 7 years), calculated at the rate of 3 months’ leave for 15 years’ service.

61.3.3	For the purposes of this clause, service does not include any period of leave without pay, whether taken before, on or after 13 December 1963.

61.4 	Payment of accrued leave on termination of employment

61.4.1	If a staff member has acquired a right to extended leave and his or her services are terminated, the staff member may not take the extended leave but is instead to be paid the money value of the extended leave.

61.4.2	Any pension to which any such staff member is entitled under the Superannuation Act 1916 commences from and including the date on which the staff members’ extended leave, if taken, would have commenced.

61.5 	Leave to be paid out to dependants in cases of death

61.5.1	If a staff member has acquired a right to extended leave and dies before starting it, or after starting it dies before completing it:

(a)	the staff member’s spouse, or

(b)	if there is no such spouse, the staff member’s children, or

(c)	if there is no such spouse or child, the person who, in the opinion of the Chief Human Resources Officer, was, at the time of the staff member’s death, a dependent relative of the staff member,

is entitled to receive the money value of the extended leave not taken or not completed.

61.5.2	If a staff member with at least 5 years’ service but less than 7 years’ service dies:

(a)	the staff member’s spouse, or

(b)	if there is no such spouse, the staff member’s children, or

(c)	if there is no such spouse or child, the person who, in the opinion of the Chief Human Resources Officer, was, at the time of the staff member’s death, a dependent relative of the staff member,

is entitled to receive the money value of the extended leave that would have accrued to the staff member had his or her services terminated as referred to in clause 61.3.1.

61.5.3	If there is a guardian of any child referred to in subclause 61.5.1(b) or 61.5.2(b), the payment to which the child is entitled may be made to the child’s guardian for the child’s maintenance, education and advancement.

61.5.4	If:

(a)	no person is entitled to receive a payment under subclause 61.5.1 or 61.5.2, or

(b)	it appears to the Chief Human Resources Officer that more than one person is entitled as a spouse to a payment under subclause 61.5.1 or 61.5.2, 

the payment must instead be made to the staff member’s personal representatives.

61.5.5	Any payment under this clause is in addition to any payment due under any Act under which superannuation benefits are paid.

61.5.6	In this clause, spouse of a staff member includes a de facto partner of the staff member at the time of his or her death.

Note. De facto partner is defined in section 21C of the Interpretation Act 1987.

61.6 	Leave entitlement reduced by leave already taken or paid out

61.6.1	The following amounts of extended leave are to be deducted from a staff member’s extended leave entitlement:

(a)	for each period of extended leave taken on full pay-the number of days (or parts of a day) so taken,

(b)	for each period of extended leave taken on half pay-half the number of days (or parts of a day) so taken,

(c) 	for each period of extended leave taken on double pay-twice the number of days (or parts of a day) so taken,

(d)	for each period of extended leave in respect of which the staff member has been paid the money value-the number of days of extended leave on full pay that is equivalent to the money paid.

61.6.2	If a public holiday occurs while a staff member is taking extended leave, the amount of extended leave to be deducted is to be reduced by the length of the holiday (one day or half a day, as the case requires).

61.6.3	In subclause 61.6.2, public holiday means any special or public holiday for which the staff member is entitled to payment.

62.  Family and Community Service Leave

62.1	The appropriate People Leader shall grant to a staff member some, or all of their accrued family and community service leave on full pay, for reasons relating to unplanned and emergency family responsibilities or other emergencies as described in subclause 62.2. The appropriate People Leader may also grant leave for the purposes in subclause 62.3.  Non-emergency appointments or duties shall be scheduled or performed outside of normal working hours or through approved use of flexible working arrangements or other appropriate leave.

62.2	Such unplanned and emergency situations may include, but not be limited to, the following: -
62.2.1	Compassionate grounds - such as the death or illness of a close member of the family or a member of the staff member's household;

62.2.2	Emergency accommodation matters up to one day, such as attendance at court as defendant in an eviction action, arranging accommodation, or when required to remove furniture and effects; 

62.2.3	Emergency or weather conditions; such as when flood, fire, snow or disruption to utility services etc, threatens a staff member’s property and/or prevents a staff member from reporting for duty;

62.2.4	Attending to unplanned or unforeseen family responsibilities, such as attending child's school for an emergency reason or emergency cancellations by child care providers; 

62.2.5	Attendance at court by a staff member to answer a charge for a criminal offence, only if the appropriate People Leader considers the granting of family and community service leave to be appropriate in a particular case.

62.3	Family and community service leave may also be granted for:

62.3.1	An absence during normal working hours to attend meetings, conferences or to perform other duties, for staff members holding office in Local Government, and whose duties necessitate absence during normal working hours for these purposes, provided that the staff member does not hold a position of Mayor of a Council or Chairperson of a County Council; and

62.3.2	Attendance as a competitor in major amateur sport (other than Olympic or Commonwealth Games) for staff members who are selected to represent Australia or the State.

62.4	The definition of "family" or "relative" in this clause is the same as that provided in paragraph 72.4.2 of Sick Leave to Care for a Family Member of this Award.

62.5	Family and community service leave shall accrue as follows:

62.5.1	two and a half days in the staff member’s first year of service;

62.5.2	two and a half days in the staff member’s second year of service; and

62.5.3	one day per year thereafter.

62.6	If available family and community service leave is exhausted as a result of natural disasters, the Group Executive shall consider applications for additional family and community service leave, if some other emergency arises.

62.7	If available family and community service leave is exhausted, on the death of a family member or relative, additional paid family and community service leave of up to 2 days may be granted on a discrete, per occasion basis to a staff member.

62.8	In cases of illness of a family member for whose care and support the staff member is responsible, paid sick leave in accordance with clause 72, Sick Leave to Care for a Family Member of this Award shall be granted when paid family and community service leave has been exhausted or is unavailable.

62.9	The appropriate People Leader may also grant staff members other forms of leave such as accrued recreation leave, time off in lieu, flex leave and so on for family and community service leave purposes.

63.  Leave Without Pay

63.1	The appropriate People Leader may grant leave without pay to a staff member if good and sufficient reason is shown.

63.2	Leave Without Pay May be Granted on a Full-Time or a Part-Time Basis.

63.3	Where a staff member is granted leave without pay for a period not exceeding 10 consecutive working days, the staff member shall be paid for any proclaimed public holidays falling during such leave without pay.

63.4	Where a staff member is granted leave without pay which, when aggregated, does not exceed 5 working days in a period of twelve (12) months, such leave shall count as service for incremental progression and accrual of recreation leave.

63.5	A staff member who has been granted leave without pay shall not engage in employment of any kind during the period of leave without pay, unless prior approval has been obtained from the Group Executive.

63.6	A staff member shall not be required to exhaust accrued paid leave before proceeding on leave without pay but, if the staff member elects to combine all or part of accrued paid leave with leave without pay, the paid leave shall be taken before leave without pay.

63.7	No paid leave shall be granted during a period of leave without pay.

63.8	A permanent appointment may be made to the staff member’s position if:

63.8.1	the leave without pay has continued or is likely to continue beyond the original period of approval and is for a total period of more than 12 months; and

63.8.2	the staff member is advised of icare’s proposal to permanently backfill their position; and 

63.8.3	the staff member is given a reasonable opportunity to end the leave without pay and return to their position; and

63.8.4	icare advised the staff member at the time of the subsequent approval that the position will be filled on a permanent basis during the period of leave without pay.

63.9	The position cannot be filled permanently unless the above criteria are satisfied.

63.10	The staff member does not cease to be employed by icare if their position is permanently backfilled.

63.11	Subclause 63.8 of this clause does not apply to full-time unpaid parental leave granted in accordance with sub-paragraph 66.9.1(a) of Parental Leave or to military leave.

64.  Military Leave

64.1	During the period of 12 months commencing on 1 July each year, the appropriate People Leader may grant to a staff member who is a volunteer part-time member of the Defence Forces, military leave on full pay to undertake compulsory annual training and to attend schools, classes or courses of instruction or compulsory parades conducted by the staff member’s unit. 

64.2	In accordance with the Defence Reserve Service (Protection) Act 2001 (Cth), it is unlawful to prevent a staff member from rendering or volunteering to render, ordinary Defence Reserve Service.

64.3	Up to 24 working days military leave per financial year may be granted by the appropriate People Leader to members of the Naval and Military Reserves and up to 28 working days per financial year to members of the Air Force Reserve for the activities specified in subclause 64.1.

64.4	A appropriate People Leader may grant a staff member special leave of up to 1 day to attend medical examinations and tests required for acceptance as volunteer part time members of the Australian Defence Forces. 

64.5	A staff member who is requested by the Australian Defence Forces to provide additional military services requiring leave in excess of the entitlement specified in subclause 64.3 of this clause may be granted Military Leave Top Up Pay by the Group Executive. 
64.6	Military Leave Top up Pay is calculated as the difference between a staff member’s ordinary pay as if they had been at work, and the Reservist’s pay which they receive from the Commonwealth Department of Defence. 

64.7	During a period of Military Leave Top up Pay, a staff member will continue to accrue sick leave, recreation and extended leave entitlements, and icare will continue to make superannuation contributions at the normal rate.

64.8	At the expiration of military leave in accordance with subclause 64.3 or 64.4, the staff member shall furnish to the appropriate People Leader a certificate of attendance and details of the staff members reservist pay signed by the commanding officer or other responsible officer. 

65.  Observance of Essential Religious or Cultural Obligations

65.1	A staff member of:

65.1.1	Any religious faith who seeks leave for the purpose of observing essential religious obligations of that faith; or

65.1.2	Employees who are Aboriginal and Torres Strait Islanders shall be entitled to one day during NAIDOC week so that they can participate in National Aboriginal and Islander Day celebrations; or

[bookmark: _Hlk109832763]65.1.2	Any ethnic or cultural background who seeks leave for the purpose of observing any essential cultural obligations, may be granted recreation/extended leave to credit, flex leave or leave without pay to do so.

65.2	Provided adequate notice as to the need for leave is given by the staff member to icare and it is operationally convenient to release the staff member from duty, the appropriate People Leader must grant the leave applied for by the staff member in terms of this clause.

65.3	A staff member of any religious faith who seeks time off during daily working hours to attend to essential religious obligations of that faith, shall be granted such time off by the appropriate People Leader, subject to:

65.3.1	Adequate notice being given by the staff member;

65.3.2	Prior approval being obtained by the staff member; and

65.3.3	The time off being made up in the manner approved by the appropriate People Leader. 

65.4	Notwithstanding the provisions of subclauses 65.1, 65.2 and 65.3, arrangements may be negotiated between icare and the Association in terms of clause 10, Local Arrangements of this Award to provide greater flexibility for staff members for the observance of essential religious or cultural obligations. 

66.  Parental Leave

66.1	Parental leave includes maternity, adoption and "other parent" leave.

66.2	Maternity leave shall apply to a staff member who is pregnant and, subject to this clause the staff member shall be entitled to be granted maternity leave as follows:

66.2.1	For a period up to 9 weeks prior to the expected date of birth; and

66.2.2	For a further period of up to 12 months after the actual date of birth.

66.2.3	A staff member who has been granted maternity leave and whose child is stillborn may elect to take available sick leave instead of maternity leave.

66.3	Adoption leave shall apply to a staff member adopting a child and who will be the primary care giver, the staff member shall be granted adoption leave as follows:

66.3.1	For a period of up to 12 months if the child has not commenced school at the date of the taking of custody; or 

66.3.2	For such period, not exceeding 12 months on a full-time basis, as the appropriate People Leader may determine, if the child has commenced school at the date of the taking of custody.
66.3.3	Special Adoption Leave - A staff member shall be entitled to special adoption leave (without pay) for up to 2 days to attend interviews or examinations for the purposes of adoption. Special adoption leave may be taken as a charge against recreation leave, extended leave, flexitime or family and community service leave.

66.4	Where maternity or adoption leave does not apply, "other parent" leave is available to male and female staff who apply for leave to look after his/her child or children. Other parent leave applies as follows:

66.4.1	Short other parent leave - an unbroken period of up to 8 weeks at the time of the birth of the child or other termination of the spouse's or partner's pregnancy or, in the case of adoption, from the date of taking custody of the child or children;

66.4.2	Extended other parent leave - for a period not exceeding 12 months, less any short other parental leave already taken by the staff member as provided for in paragraph 66.4.1. Extended other parental leave may commence at any time up to 2 years from the date of birth of the child or the taking of custody of the child.

66.5	A staff member taking maternity or adoption leave is entitled to payment at the ordinary rate of pay for a period of up to 14 weeks, a staff member entitled to short other parent leave is entitled to payment at the ordinary rate of pay for a period of up to 1 week, provided the staff member: 

66.5.1	applied for parental leave within the time and in the manner determined set out in subclause 66.10; and

66.5.2	prior to the commencement of parental leave, completed not less than 40 weeks' continuous service.

66.5.3	Payment for the maternity, adoption or short other parent leave may be made as follows:

(a)	in advance as a lump sum; or

(b)	fortnightly as normal; or

(c)	fortnightly at half pay; or

(d)	a combination of full pay and half pay.

66.6	Payment for parental leave is at the rate applicable when the leave is taken. A staff member holding a full time position who is on part time leave without pay when they start parental leave is paid:

66.6.1	at the full time rate if they began part time leave 40 weeks or less before starting parental leave;

66.6.2	at the part time rate if they began part time leave more than 40 weeks before starting parental leave and have not changed their part time work arrangements for the 40 weeks; 

66.6.3	at the rate based on the average number of weekly hours worked during the 40 week period if they have been on part time leave for more than 40 weeks but have changed their part time work arrangements during that period.

66.7	A staff member who commences a subsequent period of maternity or adoption leave for another child within 24 months of commencing an initial period of maternity or adoption leave will be paid:
66.7.1	at the rate (full time or part time) they were paid before commencing the initial leave if they have not returned to work; or

66.7.2	at a rate based on the hours worked before the initial leave was taken, where the staff member has returned to work and reduced their hours during the 24 month period; or

66.7.3	at a rate based on the hours worked prior to the subsequent period of leave where the staff member has not reduced their hours.

66.8	Except as provided in subclauses 66.5, 66.6 and 66.7, parental leave shall be granted without pay.

66.9	Right to request

66.9.1	A staff member who has been granted parental leave in accordance with subclause 66.2, 66.3 or 66.4 may make a request to the appropriate People Leader to:

(a)	extend the period of unpaid parental leave for a further continuous period of leave not exceeding 12 months;

(b)	return from a period of full time parental leave on a part time basis until the child reaches school age (Note: returning to work from parental leave on a part time basis includes the option of returning to work on part time leave without pay);

to assist the staff member in reconciling work and parental responsibilities.

66.9.2	The appropriate People Leader shall consider the request having regard to the staff member’s circumstances and, provided the request is genuinely based on the staff member’s parental responsibilities, may only refuse the request on reasonable grounds related to the effect on the workplace or icare's business.  Such grounds might include cost, lack of adequate replacement staff, loss of efficiency and the impact on customer service.

66.10	Notification Requirements

66.10.1	When icare is made aware that a staff member or their spouse is pregnant or is adopting a child, the appropriate People Leader must inform the staff member of their entitlements and their obligations under this Award.

66.10.2	A staff member who wishes to take parental leave must notify the appropriate People Leader in writing at least 8 weeks (or as soon as practicable) before the expected commencement of parental leave:

(a)	that she/he intends to take parental leave, and 

(b)	the expected date of birth or the expected date of placement, and 

(c)	if she/he is likely to make a request under subclause 66.9 of this clause.

66.10.3	At least 4 weeks before a staff member's expected date of commencing parental leave they must advise:

(a)	the date on which the parental leave is intended to start, and 

(b)	the period of leave to be taken.

66.10.4	Staff member’s request and the appropriate People Leader’s decision to be in writing.

The staff member’s request under paragraph 66.9.1 and the appropriate People Leader’s decision made under paragraph 66.9.2 must be recorded in writing.

66.10.5	A staff member intending to request to return from parental leave on a part time basis or seek an additional period of leave of up to 12 months must notify the appropriate People Leader in writing as soon as practicable and preferably before beginning parental leave. If the notification is not given before commencing such leave, it may be given at any time up to 4 weeks before the proposed return on a part time basis, or later if the appropriate People Leader agrees.

66.10.6	A staff member on maternity leave is to notify icare of the date on which she gave birth as soon as she can conveniently do so.

66.10.7	A staff member must notify icare as soon as practicable of any change in her intentions as a result of premature delivery or miscarriage.

66.10.8	A staff member on maternity or adoption leave may change the period of leave or arrangement, once without the consent of icare and any number of times with the consent of icare. In each case she/he must give icare at least 14 days’ notice of the change unless the appropriate People Leader decides otherwise.

66.11	A staff member has the right to her/his former position if she/he has taken approved leave or part time work in accordance with subclause 66.9, and she/he resumes duty immediately after the approved leave or work on a part time basis.

66.12	If the position occupied by the staff member immediately prior to the taking of parental leave has ceased to exist, but there are other positions available that the staff member is qualified for and is capable of performing, the staff member shall be appointed to a position of the same grade and classification as the staff member’s former position.

66.13	A staff member does not have a right to her/his former position during a period of return to work on a part time basis. If the appropriate People Leader approves a return to work on a part time basis then the position occupied is to be at the same classification and grade as the former position. 

66.14	A staff member who has returned to full time duty without exhausting their entitlement to 12 months unpaid parental leave is entitled to revert back to such leave. This may be done once only, and a minimum of 4 weeks’ notice (or less if acceptable) must be given.

66.15	A staff member who is sick during her pregnancy may take available paid sick leave or accrued recreation or extended leave or sick leave without pay. A staff member may apply for accrued recreation leave, extended leave or leave without pay before taking maternity leave. Any leave taken before maternity leave, ceases at the end of the working day immediately preceding the day she starts her nominated period of maternity leave or on the working day immediately preceding the date of birth of the child, whichever is sooner.

66.16	A staff member may elect to take available recreation leave or extended leave within the period of parental leave provided this does not extend the total period of such leave.

66.17	A staff member may elect to take available recreation leave at half pay in conjunction with parental leave provided that:

66.17.1	accrued recreation leave at the date leave commences is exhausted within the period of parental leave;

66.17.2	the total period of parental leave is not extended by the taking of recreation leave at half pay;

66.17.3	when calculating other leave accruing during the period of recreation leave at half pay, the recreation leave at half pay shall be converted to the full time equivalent and treated as full pay leave for accrual of further recreation, extended and other leave at the full time rate.

66.18	If, for any reason, a pregnant staff member is having difficulty in performing her normal duties or there is a risk to her health or to that of her unborn child the appropriate People Leader, should, in consultation with the staff member, take all reasonable measures to arrange for safer alternative duties. This may include but is not limited to greater flexibility in when and where duties are carried out, a temporary change in duties, retraining, multi-skilling, teleworking and job redesign.

66.19	If such adjustments cannot reasonably be made, the appropriate People Leader must grant the staff member maternity leave, or any available sick leave, for as long as it is necessary to avoid exposure to that risk as certified by a medical practitioner, or until the child is born whichever is the earlier.

66.20	Communication during parental leave

66.20.1	Where a staff member is on parental leave and a definite decision has been made to introduce significant change at the workplace, icare shall take reasonable steps to:

(a)	make information available in relation to any significant effect the change will have on the status or responsibility level of the position the staff member held before commencing parental leave; and

(b)	provide an opportunity for the staff member to discuss any significant effect the change will have on the status or responsibility level of the position the staff member held before commencing parental leave.

66.20.2	The staff member shall take reasonable steps to inform the appropriate People Leader about any significant matter that will affect the staff member’s decision regarding the duration of parental leave to be taken, whether the staff member intends to return to work and whether the staff member intends to request to return to work on a part time basis.

66.20.3	The staff member shall also notify the appropriate People Leader of changes of address or other contact details which might affect icare’s capacity to comply with paragraph 66.20.1.

67.  Purchased Leave

67.1	A staff member may apply to enter into an agreement with icare to purchase either 10 days (2 weeks) or 20 days (4 weeks) additional leave in a 12 month period.

67.1.1	Each application will be considered subject to operational requirements and personal needs and will take into account the business needs and work demands.

67.1.2	The leave must be taken in the 12 month period specified in the Purchased Leave Agreement and will not attract any leave loading.

67.1.3	The leave will count as service for all purposes.

67.2	The purchased leave will be funded through the reduction in the staff member’s ordinary rate of pay.  

67.2.1	Purchased leave rate of pay means the rate of pay a staff member receives when their ordinary salary rate has been reduced to cover the cost of purchased leave.  

67.2.2	To calculate the purchased leave rate of pay, the staff member’s ordinary salary rate will  be reduced by the number of weeks of purchased leave and then annualised at a pro rata rate over the  12 month period. 

67.3	Purchased leave is subject to the following provisions:

67.3.1	The purchased leave cannot be accrued and will be refunded where it has not been taken in the 12 month period.

67.3.2	Other leave taken during the 12 month purchased leave agreement period i.e. sick leave, recreation leave, extended leave or leave in lieu will be paid at the purchased leave rate of pay.

67.3.3	Sick leave cannot be taken during a period of purchased leave.

67.3.4	The purchased leave rate of pay will be the salary for all purposes including superannuation and shift loadings. 

67.3.5	Overtime and salary related allowances not paid during periods of recreation leave will be calculated using the staff member’s hourly rate based on the ordinary rate of pay.

67.3.6	Higher Duties Allowance will not be paid when a period of purchased leave is taken.

67.4	Specific conditions governing purchased leave may be amended from time to time by the Chief Human Resources Officer in consultation with the Association.  The Chief Executive in consultation with the Board may make adjustments relating to their salary administration arrangements. 

68.  Recreation Leave

68.1	Accrual 

68.1.1	Except where stated otherwise in this Award, paid recreation leave for full time staff members and recreation leave for staff members working part time, accrues at the rate of 20 working days per year. Staff members working part time shall accrue paid recreation leave on a pro rata basis, which will be determined on the average weekly hours worked per leave year.

68.1.2	Additional recreation leave, at the rate of 5 days per year, accrues to a staff member, who is stationed indefinitely in a remote area of the State, being the Western and Central Division of the State described as such in the Second Schedule to the Crown Lands Consolidation Act 1913 before its repeal.

68.1.3	Recreation leave accrues from day to day.

68.2	Limits on Accumulation and Direction to Take Leave

68.2.1	At least two (2) consecutive weeks of recreation leave shall be taken by a staff member every 12 months, except by agreement with the appropriate People Leader in special circumstances.

68.2.2	Where the operational requirements permit, the application for leave shall be dealt with by the appropriate People Leader according to the wishes of the staff member.

68.2.3	The appropriate People Leader shall notify the staff member in writing when accrued recreation leave reaches 6 weeks or its hourly equivalent and at the same time may direct a staff member to take at least 2 weeks recreation leave within 3 months of the notification at a time convenient to icare.

68.2.4	The appropriate People Leader shall notify the staff member in writing when accrued recreation leave reaches 8 weeks or its hourly equivalent and direct the staff member to take at least 2 weeks recreation leave within 6 weeks of the notification. Such leave is to be taken at a time convenient to icare.

68.2.5	A staff member must take their recreation leave to reduce all balances below 8 weeks or its hourly equivalent, and icare must cooperate in this process. icare may direct a staff member with more than 8 weeks to take their recreation leave so that it reduces to below 8 weeks.

68.3	Conservation of Leave - If the appropriate People Leader is satisfied that a staff member is prevented by operational or personal reasons from taking sufficient recreation leave to reduce the accrued leave below an acceptable level of between 4 and 6 weeks or its hourly equivalent, the appropriate People Leader shall:-
68.3.1	Specify in writing the period of time during which the excess shall be conserved; and

68.3.2	On the expiration of the period during which conservation of leave applies, grant sufficient leave to the staff member at a mutually convenient time to enable the accrued leave to be reduced to an acceptable level below the 8 week limit.

68.3.3	An appropriate People Leader will inform a staff member in writing on a regular basis of the staff member’s recreation leave accrual.

68.4	Miscellaneous

68.4.1	Unless a local arrangement has been negotiated between the Chief Human Resources Officer and the Association, recreation leave is not to be granted for a period less than a quarter-day or in other than multiples of a quarter day. 

68.4.2	Recreation leave for which a staff member is eligible on cessation of employment is to be calculated to a quarter day (fractions less than a quarter being rounded up). 

68.4.3	Recreation leave does not accrue to a staff member in respect of any period of absence from duty without leave or without pay, except as specified in paragraph 68.4.4.

68.4.4	Recreation leave accrues during any period of leave without pay granted on account of incapacity for which compensation has been authorised to be paid under the Workers Compensation Act 1987; or any period of sick leave without pay or any other approved leave without pay, not exceeding 5 full time working days, or their part time equivalent, in any period of 12 months.

68.4.5	The proportionate deduction to be made in respect of the accrual of recreation leave on account of any period of absence referred to in paragraph 68.4.4 shall be calculated to an exact quarter-day (fractions less than a quarter being rounded down).

68.4.6	Recreation leave accrues at half its normal accrual rate during periods of extended leave on half pay or recreation leave taken on half pay.

68.4.7	Recreation leave may be taken on half pay in conjunction with and subject to the provisions applying to adoption, maternity or parental leave - see clause 66, Parental Leave of this Award.

68.4.8	On cessation of employment, a staff member is entitled to be paid, the money value of accrued recreation leave which remains untaken.

68.4.9	A staff member to whom paragraph 68.4.8 applies may elect to take all or part of accrued recreation leave which remains untaken at cessation of active duty as leave or as a lump sum payment; or as a combination of leave and lump sum payment.

68.5	Death - Where a staff member dies, the monetary value of recreation leave accrued and remaining untaken as at the date of death, shall be paid to the staff member's nominated beneficiary.

68.6	Where no beneficiary has been nominated, the monetary value of recreation leave is to be paid as follows:

68.6.1	To the widow or widower of the staff member; or

68.6.2	If there is no widow or widower, to the children of the staff member or, if there is a guardian of any children entitled under this subclause, to that guardian for the children's maintenance, education and advancement; or

68.6.3	If there is no such widow, widower or children, to the person who, in the opinion of the Chief Human Resources Officer was, at the time of the staff member's death, a dependent relative of the staff member; or
68.6.4	If there is no person entitled under paragraphs 68.6.1, 68.6.2 or 68.6.3 to receive the money value of any leave not taken or not completed by a staff member or which would have accrued to the staff member, the payment shall be made to the personal representative of the staff member.

68.7	Additional compensation for rostered work performed by shift workers on Sundays and Public Holidays Shift workers who are rostered to work their ordinary hours on Sundays and/or Public Holidays during the period 1 December of one year to 30 November, of the following year, or part thereof, shall be entitled to receive additional annual leave or payment as provided for in subclauses 79.5 or 79.6 respectively of clause 79, Shift Work of this Award.

68.8	Recreation leave does not accrue during leave without pay other than

68.8.1	military leave taken without pay when paid military leave entitlements are exhausted; 

68.8.2	absences due to natural emergencies or major transport disruptions, when all other paid leave is exhausted; 

68.8.3	any continuous period of sick leave taken without pay when paid sick leave is exhausted; 

68.8.4	incapacity for which compensation has been authorised under the Workplace Injury Management and Workers Compensation Act 1998; or 

68.8.5	periods which when aggregated, do not exceed 5 working days in any period of 12 months.

68.9	A staff member entitled to additional recreation leave under paragraph 68.1.2, or under paragraphs 79.7.6 or 79.8.5 of clause 79, Shift Work of this Award, can elect at any time to cash out the additional recreation leave. 

69.  Annual Leave Loading

69.1	General - Subject to the provisions set out in subclause 69.2 the annual leave loading shall be 17½% on the monetary value of up to 4 weeks recreation leave accrued in a leave year.

69.2	Shift workers - Shift workers proceeding on recreation leave are eligible to receive the more favourable of:

69.2.1	The shift premiums and penalty rates, or any other allowances paid on a regular basis in lieu thereof, which they would have received had they not been on recreation leave; or

69.2.2	17½% annual leave loading.

69.3	Leave year - For the calculation of the annual leave loading, the leave year shall commence on 1 December each year and shall end on 30 November of the following year.

69.4	Payment of annual leave loading for the leave year to 30 November shall be paid in the first full pay period in December of that calendar year.

69.5	Except in cases of voluntary redundancy, proportionate leave loading is not payable on cessation of employment.

70.  Sick Leave

70.1	Illness in this clause and in clauses 71 and 72 of this Award means physical or psychological illness or injury, medical treatment and the period of recovery or rehabilitation from an illness or injury. 

70.2	Payment for sick leave is subject to the staff member:

70.2.1	Informing their manager as soon as reasonably practicable that they are unable to perform duty because of illness.  This must be done as close to the staff member’s starting time as possible; and

70.2.2	Providing evidence of illness as soon as practicable if required by clause 71, Sick Leave - Requirements for Evidence of Illness of this Award.

70.3	If the appropriate People Leader is satisfied that a staff member is unable to perform duty because of the staff member's illness or the illness of his/her family member, the appropriate People Leader:

70.3.1	Shall grant to the staff member sick leave on full pay; and

70.3.2	May grant to the staff member, sick leave without pay if the absence of the staff member exceeds the entitlement of the staff member under this Award to sick leave on full pay.

70.4	The appropriate People Leader may direct a staff member to take sick leave if they are satisfied that, due to the staff member’s illness, the staff member:

70.4.1	is unable to carry out their duties without distress; or

70.4.2	risks further impairment of their health by reporting for duty; or

70.4.3	is a risk to the health, wellbeing or safety of other staff members, clients or members of the public. 

70.5	The appropriate People Leader may direct a staff member to participate in a return to work program if the staff member has been absent on a long period of sick leave.

70.6	Entitlements.  Staff members accruing sick leave:

70.6.1	At the commencement of employment with icare, a full-time staff member is granted an accrual of 5 days sick leave.

70.6.2	After the first four months of employment, the staff member shall accrue sick leave at the rate of 10 working days per year for the balance of the first year of service.

70.6.3	After the first year of service, the staff member shall accrue sick leave day to day at the rate of 15 working days per year of service.

70.6.4	All continuous service as a staff member in the NSW Government Sector shall be taken into account for the purpose of calculating sick leave due. Where the service in the NSW Government Sector is not continuous, previous periods of Government Sector service shall be taken into account for the purpose of calculating sick leave due if the previous sick leave records are available.

70.6.5	Notwithstanding the provisions of paragraph 70.6.4, sick leave accrued and not taken in the service of a Government sector employer may be accessed in terms of Part 3, Division 2 of the Government Sector Employment Regulation 2014, Cross-government sector leave arrangements.

70.6.6	Sick leave without pay shall count as service for the accrual of recreation leave and paid sick leave.  In all other respects sick leave without pay shall be treated in the same manner as leave without pay.

70.6.7	When determining the amount of sick leave accrued, sick leave granted on less than full pay, shall be converted to its full pay equivalent.

70.6.8	Paid sick leave shall not be granted during a period of unpaid leave.

70.7	Payment during the initial 3 months of service - Paid sick leave which may be granted to a staff member, other than a seasonal or relief staff member, in the first 3 months of service shall be limited to 5 days paid sick leave, unless the appropriate People Leader approves otherwise. Paid sick leave in excess of 5 days granted in the first 3 months of service shall be supported by a satisfactory medical certificate.

70.8	Seasonal or relief staff - No paid sick leave shall be granted to temporary employees who are employed as seasonal or relief staff for a period of less than 3 months.

71.  Sick Leave - Requirements for Evidence of Illness

71.1	A staff member absent from duty for more than 2 consecutive working days because of illness must furnish evidence of illness to the appropriate People Leader in respect of the absence.

71.2	In addition to the requirements under subclause 70.2 of clause 70, Sick Leave of this Award, a staff member may absent themselves for a total of 5 working days due to illness without the provision of evidence of illness to the appropriate People Leader.  Staff members who absent themselves in excess of 5 working days in a calendar year may be required to furnish evidence of illness to the appropriate People Leader for each occasion absent for the balance of the calendar year.

71.3	As a general practice backdated medical certificates will not be accepted.  However, if a staff member provides evidence of illness that only covers the latter part of the absence, they can be granted sick leave for the whole period if the appropriate People Leader is satisfied that the reason for the absence is genuine.

71.4	If a staff member is required to provide evidence of illness for an absence of 2 consecutive working days or less, the appropriate People Leader will advise them in advance.

71.5	If the appropriate People Leader is concerned about the diagnosis described in the evidence of illness produced by the staff member, after discussion with the staff member, the evidence provided and the staff member's application for leave can be referred to the icare nominated medical assessor for advice.

71.5.1	The type of leave granted to the staff member will be determined by the appropriate People Leader based on the medical assessor’s advice.

71.5.2	If sick leave is not granted, the appropriate People Leader will, as far as practicable, take into account the wishes of the staff member when determining the type of leave granted.

71.6	The granting of paid sick leave shall be subject to the staff member providing evidence which indicates the nature of illness or injury and the estimated duration of the absence.  If a staff member is concerned about disclosing the nature of the illness to their manager, they may elect to have the application for sick leave dealt with confidentially by an alternate manager or the human resources section of icare.

71.7	The reference in this clause to evidence of illness shall apply, as appropriate:

71.7.1	up to one week may be provided by a registered dentist, optometrist, chiropractor, osteopath, physiotherapist, oral and maxillo facial surgeon or, at the appropriate People Leader’s discretion, another registered health services provider, or

71.7.2	where the absence exceeds one week, and unless the health provider listed in paragraph 71.7.1 of this subclause is also a registered medical practitioner, applications for any further sick leave must be supported by evidence of illness from a registered medical practitioner, or

71.7.3	at the appropriate People Leader’s discretion, other forms of evidence that satisfy that a staff member had a genuine illness.

71.8	If a staff member who is absent on recreation leave or extended leave, furnishes to the appropriate People Leader satisfactory evidence of illness in respect of an illness which occurred during the leave, the appropriate People Leader may, subject to the provisions of this clause, grant sick leave to the staff member as follows:

71.8.1	In respect of recreation leave, the period set out in the evidence of illness;

71.8.2	In respect of extended leave, the period set out in the evidence of illness if such period is 5 working days or more.

71.9	Subclause 71.8 applies to all staff members other than those on leave prior to resignation or termination of services, unless the resignation or termination of services amounts to a retirement.

72.  Sick Leave to Care for a Family Member

72.1	Where family and community service leave provided for in clause 62 of this Award is exhausted or unavailable, a staff member with responsibilities in relation to a category of person set out in subclause 72.4 of this clause who needs the staff member's care and support, may elect to use available paid sick leave, subject to the conditions specified in this clause, to provide such care and support when a family member is ill.

72.2	The sick leave shall initially be taken from the sick leave accumulated over the previous 3 years. In special circumstances, the appropriate People Leader may grant additional sick leave from the sick leave accumulated during the staff member’s eligible service.

72.3	If required by the appropriate People Leader to establish the illness of the person concerned, the staff member must provide evidence consistent with subclause 71.6 of Sick Leave - Requirements for Evidence of Illness of this Award.

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

72.4.1	The staff member being responsible for the care and support of the person concerned; and

72.4.2	The person concerned being: -

(a)	a spouse of the staff member; or

(b)	a de facto spouse being a person of the opposite sex to the staff member who lives with the staff member as her husband or his wife on a bona fide domestic basis although not legally married to that staff member; or

(c)	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 or legal guardian), grandparent, grandchild or sibling of the staff member or of the spouse or de facto spouse of the staff member; or

(d)	a same sex partner who lives with the staff member as the de facto partner of that staff member on a bona fide domestic basis; or a relative of the staff member who is a member of the same household, where for the purposes of this definition: -

"relative" means a person related by blood, marriage, affinity or Aboriginal kinship structures;

"affinity" means a relationship that one spouse or partner has to the relatives of the other; and 

"household" means a family group living in the same domestic dwelling.





73.  Sick Leave - Workers Compensation

73.1	icare shall advise each staff member of their rights under the Workers Compensation and Injury Management Legislation, as amended from time to time, and shall give such assistance and advice, as necessary, in the lodging of any claim.

73.2	A staff member who is or becomes unable to attend for duty or to continue on duty in circumstances which may give the staff member a right to claim compensation under the Workers Compensation and Injury Management Legislation shall be required to lodge a claim for any such compensation.

73.3	Where, due to the illness or injury, the staff member is unable to lodge such a claim in person, the appropriate People Leader shall assist the staff member or the representative of the staff member, as required, to lodge a claim for any such compensation.

73.4	The appropriate People Leader will ensure that, once received by icare, a staff member’s workers compensation claim is lodged by the icare with the workers compensation insurer within the statutory period prescribed in the Workers Compensation and Injury Management Legislation.

73.5	Pending the determination of that claim and on production of an acceptable medical certificate, the appropriate People Leader shall grant sick leave on full pay for which the staff member is eligible followed, if necessary, by sick leave without pay or, at the staff member's election by accrued recreation leave or extended leave.

73.6	If liability for the workers compensation claim is accepted, then an equivalent period of any sick leave taken by the staff member pending acceptance of the claim shall be restored to the credit of the staff member.

[bookmark: _Hlk109834326][bookmark: _Hlk109833576]73.7	A staff member who continues to receive compensation after the completion of the period of 13 weeks referred to in section 36 of the Workers Compensation Act 1987 may use any accrued and untaken sick leave to make up the difference between the amount of compensation payable under that Act and the staff member's ordinary rate of pay. Sick leave utilised in this way shall be debited against the staff member. 

73.7.1	Before approving the use of sick leave in this subclause, the appropriate People Leader must be satisfied that the staff member is complying with the obligations imposed by the Workers Compensation and Injury Management Legislation which requires that the staff member must:

(a)	participate and cooperate in the establishment of the required injury management plan for the staff member;

(b)	comply with obligations imposed on the staff member by or under the injury management plan established for the staff member;

(c)	when requested to do so, nominate as their treating doctor for the purposes of the injury management plan a medical practitioner who is prepared to participate in the development of, and in the arrangements under, the plan;

(d)	authorise the nominated treating doctor to provide relevant information to the insurer or the appropriate People Leader for the purposes of the injury management plan; and 

(e)	make all reasonable efforts to return to work as soon as possible, having regard to the nature of the injury.

73.8	If a staff member notifies the appropriate People Leader that he or she does not intend to make a claim for any such compensation, the appropriate People Leader shall consider the reasons for the staff member's decision and shall determine whether, in the circumstances, it is appropriate to grant sick leave in respect of any such absence.

73.9	A staff member may be required to submit to a medical examination under the Workplace Injury Management and Workers Compensation Act 1998 in relation to a claim for compensation under that Act. If a staff member refuses to submit to a medical examination without an acceptable reason, the staff member shall not be granted available sick leave on full pay until the examination has occurred and a medical certificate is issued indicating that the staff member is not fit to resume employment.

73.10	If icare provides the staff member with employment which meets the terms and conditions specified in the medical certificate issued under the Workers Compensation and Injury Management Legislation and, without good reason, the staff member fails to resume or perform such duties, the staff member shall be ineligible for all payments in accordance with this clause from the date of the refusal or failure.

73.11	No further sick leave shall be granted on full pay if there is a commutation of weekly payments of compensation by the payment of a lump sum pursuant to section 87F Commutation by agreement of the Workers Compensation Act 1987.

73.12	Nothing in this clause prevents a staff member from appealing a decision or taking action under other legislation made in respect of: -

73.12.1	The staff member's claim for workers compensation;

73.12.2	The conduct of a medical examination by a Government or other Medical Officer;

73.12.3	A medical certificate issued by the examining Government or other Medical Officer; or

73.12.4	Action taken by icare either under the Workers Compensation and Injury Management Legislation or any other relevant legislation in relation to a claim for workers compensation, medical examination or medical certificate.

74.  Sick Leave - Claims Other Than Workers Compensation

74.1	If the circumstances of any injury to or illness of a staff member give rise to a claim for damages or to compensation, other than compensation under the Workers Compensation Act 1987, sick leave on full pay may, subject to and in accordance with this clause, be granted to the staff member on completion of an acceptable undertaking that: -

74.1.1	Any such claim, if made, will include a claim for the value of any period of paid sick leave granted by icare to the staff member; and

74.1.2	In the event that the staff member receives or recovers damages or compensation pursuant to that claim for loss of salary or wages during any such period of sick leave, the staff member will repay to icare the monetary value of any such period of sick leave.

74.2	Sick leave on full pay shall not be granted to a staff member who refuses or fails to complete an undertaking, except in cases where the appropriate People Leader is satisfied that the refusal or failure is unavoidable. 

74.3	On repayment to icare of the monetary value of sick leave granted to the staff member, sick leave equivalent to that repayment and calculated at the staff member’s ordinary rate of pay, shall be restored to the credit of the staff member.

75.  Special Leave

75.1	Special Leave - Jury Service

75.1.1	A staff member shall, as soon as possible, notify the appropriate People Leader of the details of any jury summons served on the staff member.

75.1.2	A staff member who, during any period when required to be on duty, attends a court in answer to a jury summons shall, upon return to duty after discharge from jury service, furnish to the appropriate People Leader a certificate of attendance issued by the Sheriff or by the Registrar of the court giving particulars of attendances by the staff member during any such period and the details of any payment or payments made to the staff member under section 72 of the Jury Act 1977 in respect of any such period.

75.1.3	When a certificate of attendance on jury service is received in respect of any period during which a staff member was required to be on duty, the appropriate People Leader shall grant, in respect of any such period for which the staff member has been paid out-of-pocket expenses only, special leave on full pay. In any other case, the appropriate People Leader shall grant, at the sole election of the staff member, available recreation leave on full pay, flex leave or leave without pay.

75.2	Witness at Court - Official Capacity - When a staff member is subpoenaed or called as a witness in an official capacity, the staff member shall be regarded as being on duty. Salary and any expenses properly and reasonably incurred by the staff member in connection with the staff member’s appearance at court as a witness in an official capacity shall be paid by icare. 

75.3	Witness at Court - Other than in Official Capacity - Crown Witness - A staff member who is subpoenaed or called as a witness by the Crown (whether in right of the Commonwealth or in right of any State or Territory of the Commonwealth) shall:

75.3.1	Be granted, for the whole of the period necessary to attend as such a witness, special leave on full pay; and

75.3.2	Pay into the Treasury of the State of New South Wales all money paid to the staff member under or in respect of any such subpoena or call other than any such money so paid in respect of reimbursement of necessary expenses properly incurred in answer to that subpoena or call.

75.3.3	Association Witness - a staff member called by the Association to give evidence before an Industrial Tribunal or in another jurisdiction shall be granted special leave by icare for the required period.

75.4	Called as a witness in a private capacity - A staff member who is subpoenaed or called as a witness in a private capacity shall, for the whole of the period necessary to attend as such a witness, be granted at the staff member's election, available recreation leave on full pay or leave without pay.

75.5	Special Leave - Examinations - 

75.5.1	Special leave on full pay up to a maximum of 5 days in any one year shall be granted to staff members for the purpose of attending at any examination approved by the appropriate People Leader.

75.5.2	Special leave granted to attend examinations shall include leave for any necessary travel to or from the place at which the examination is held.

75.5.3	If an examination for a course of study is held during term or semester within the normal class timetable and study time has been granted to the staff member, no further leave is granted for any examination.

75.6	Special Leave - Union Activities - Special leave on full pay may be granted to staff members who are accredited Association delegates to undertake Association activities as provided for in clause 45, Trade Union Activities Regarded as Special Leave of this Award.

75.7	Return Home When Temporarily Living Away from Home - Sufficient special leave shall be granted to a staff member who is temporarily living away from home as a result of work requirements. Such staff member shall be granted sufficient special leave once a month before or after a weekend or a long weekend or, in the case of a shift worker before or after rostered days off to return home to spend two days and two nights with the family. If the staff member wishes to return home more often, such staff member may be granted recreation leave, extended leave or flex leave to credit or leave without pay, if the operational requirements allow.
75.8	Return Home When Transferred to New Location - Special leave shall be granted to a staff member who has moved to the new location ahead of dependants, to visit such dependants.

75.9	A staff member who identifies as an Indigenous Australian shall be granted up to one day special leave per year to enable the staff member to participate in the National Aborigines and Islander Day of Commemoration Celebrations. Leave can be taken at any time during NAIDOC week, or in the weeks leading up to and after NAIDOC week as negotiated between the People Leader and staff member.

75.10	Special Leave - Other Purposes - Special leave on full pay may be granted to staff members by the Group Executive for such other purposes as they consider appropriate.

75.11	Matters arising from domestic violence situations.

When the leave entitlements referred to in clause 76, Leave for Matters Arising from Domestic Violence, have been exhausted, the Group Executive shall grant up to five days per calendar year to be used for absences from the workplace to attend to matters arising from domestic violence situations.

76.  Leave for Matters Arising from Domestic Violence

76.1	The definition of domestic violence is found in clause 3.17 of this Award.

76.2	Leave entitlements provided for in clause 62, Family and Community Service Leave, clause 70, Sick Leave and clause 72, Sick Leave to Care for a Family Member, may be used by staff members experiencing domestic violence.

76.3	Where the leave entitlements referred to in subclause 76.2 are exhausted, the Group Executive shall grant Special Leave as per subclause 75.11.

76.4	The appropriate People Leader will need to be satisfied, on reasonable grounds, that domestic violence has occurred and may require proof presented in the form of an agreed document issued by the Police Force, a Court, a Doctor, a Domestic Violence Support Service or Lawyer.

76.5	Personal information concerning domestic violence will be kept confidential by icare.

76.6	The appropriate People Leader, where appropriate, may facilitate flexible working arrangements subject to operational requirements, including changes to working times and changes to work location, telephone number and email address.

SECTION 7 - TRAINING AND PROFESSIONAL DEVELOPMENT

77.  Staff Development and Training Activities

77.1	For the purpose of this clause, the following shall be regarded as staff development and training activities:

77.1.1	All staff development courses conducted by a NSW Government Sector organisation;

77.1.2	Short educational and training courses conducted by generally recognised public or private educational bodies; and

77.1.3	Conferences, conventions, seminars, or similar activities conducted by professional, learned or other generally recognised societies, including Federal or State Government bodies.

77.2	For the purposes of this clause, the following shall not be regarded as staff development and training activities: -

77.2.1	Activities for which study assistance is appropriate;

77.2.2	Activities to which other provisions of this Award apply (e.g. courses conducted by the Association); and

77.2.3	Activities which are of no specific relevance to the NSW Government Sector.

77.3	Attendance of a staff member at activities considered by the appropriate People Leader to be:

77.3.1	Essential for the efficient operation of icare; or

77.3.2	Developmental and of benefit to the NSW Government sector shall be regarded as on duty for the purpose of payment of salary if a staff member attends such an activity during normal working hours.

77.4	The following provisions shall apply, as appropriate, to the activities considered to be essential for the efficient operation of icare:

77.4.1	Recognition that the staff members are performing normal duties during the course;

77.4.2	Adjustment for the hours so worked under flexible working hours;

77.4.3	Payment of course fees:

77.4.4	Payment of all actual necessary expenses or payment of allowances in accordance with this Award, provided that the expenses involved do not form part of the course and have not been included in the course fees; and

77.4.5	Payment of overtime where the activity could not be conducted during the staff member's normal hours and the appropriate People Leader is satisfied that the approval to attend constitutes a direction to work overtime under clause 80 Overtime - General of this Award.

77.5	The following provisions shall apply, as appropriate, to the activities considered to be developmental and of benefit to icare:

77.5.1	Recognition of the staff member as being on duty during normal working hours whilst attending the activity;

77.5.2	Payment of course fees;

77.5.3	Reimbursement of any actual necessary expenses incurred by the staff member for travel costs, meals and accommodation, provided that the expenses have not been paid as part of the course fee; and

77.5.4	Such other conditions as may be considered appropriate by the appropriate People Leader given the circumstances of attending at the activity, such as compensatory leave for excess travel or payment of travelling expenses.

77.6	Where the training activities are considered to be principally of benefit to the staff member and of indirect benefit to the Government sector, special leave of up to 10 days per year shall be granted to a staff member. If additional leave is required and the appropriate People Leader is able to release the staff member, such leave shall be granted as a charge against available flex leave, recreation/extended leave or as leave without pay. 

77.7	Higher Duties Allowance - Payment of a higher duties allowance is to continue where the staff member attends a training or developmental activity whilst on duty in accordance with this clause.

78.  Study Assistance

78.1	The appropriate People Leader shall have the power to grant or refuse study time.

78.2	Where the appropriate People Leader approves the grant of study time, the grant shall be subject to:

78.2.1	The course being a course relevant to icare and/or the Government sector; 

78.2.2	The time being taken at the convenience of icare; and

78.2.3	Paid study time not exceeding a maximum of 4 hours per week, to accrue on the basis of half an hour for each hour of class attendance. 

78.3	Study time may be granted to both full and part-time staff members. Part-time staff members however shall be entitled to a pro-rata allocation of study time to that of a full-time staff member.

78.4	Study time may be used for:

78.4.1	Attending compulsory lectures, tutorials, residential schools, field days etc., where these are held during working hours; and/or

78.4.2	Necessary travel during working hours to attend lectures, tutorials etc., held during or outside working hours; and/or

78.4.3	Private study; and/or 

78.4.4	Accumulation, subject to the conditions specified in subclauses 78.6 to 78.9 of this clause.

78.5	Staff members requiring study time must nominate the type(s) of study time preferred at the time of application and prior to the proposed commencement of the academic period. The types of study time are as follows: -

78.5.1	Face-to-Face - Staff members may elect to take weekly and/or accrued study time, subject to the provisions for its grant.

78.5.2	Correspondence - Staff members may elect to take weekly and/or accrued study time, or time off to attend compulsory residential schools.

78.5.3	Accumulation - Staff members may choose to accumulate part or all of their study time as provided in subclauses 78.6 to 78.9.

78.6	Accumulated study time may be taken in any manner or at any time, subject to operational requirements of icare.

78.7	Staff members on rotating shifts may accumulate study time so that they can take leave for a full shift, where this would be more convenient to both the staff member and icare.

78.8	Where at the commencement of an academic year/semester a staff member elects to accrue study time and that staff member has consequently foregone the opportunity of taking weekly study time, the accrued period of time off must be granted even if changed work circumstances mean absence from duty would be inconvenient.

78.9	Staff members attempting courses which provide for annual examinations, may vary the election as to accrual, made at the commencement of an academic year, effective from 1st July in that year.

78.10	Where a staff member is employed after the commencement of the academic year, weekly study time may be granted with the option of electing to accrue study time from 1st July in the year of entry on duty or from the next academic year, whichever is the sooner. 

78.11	Staff members studying in semester based courses may vary their election as to accrual or otherwise from semester to semester.

78.12	Correspondence Courses - Study time for staff members studying by correspondence accrues on the basis of half an hour for each hour of lecture/tutorial attendance involved in the corresponding face-to-face course, up to a maximum grant of 4 hours per week. Where there is no corresponding face-to-face course, the training institution should be asked to indicate what the attendance requirements would be if such a course existed.

78.13	Correspondence students may elect to take weekly study time and/or may accrue study time and take such accrued time when required to attend compulsory residential schools.

78.14	Repeated subjects - Study time shall not be granted for repeated subjects.

78.15	Expendable grant - Study time if not taken at the nominated time shall be forfeited. If the inability to take study time occurs as a result of a genuine emergency at work, study time for that week may be granted on another day during the same week.

78.16	Examination Leave - Examination leave shall be granted as special leave for all courses of study approved in accordance with this clause.

78.17	The period granted as examination leave shall include:

78.17.1	Time actually involved in the examination;

78.17.2	Necessary travelling time, in addition to examination leave,

but is limited to a maximum of 5 days in any one year. Examination leave is not available where an examination is conducted within the normal class timetable during the term/semester and study time has been granted to the staff member.

78.18	The examination leave shall be granted for deferred examinations and in respect of repeat studies.

78.19	Study Leave - Study leave for full-time study is granted to assist those staff members who win scholarships/fellowships/awards or who wish to undertake full-time study and/or study tours. Study leave may be granted for studies at any level, including undergraduate study.

78.20	All staff members are eligible to apply and no prior service requirements are necessary.

78.21	Study leave shall be granted without pay, except where the Chief Human Resources Officer approves financial assistance. The extent of financial assistance to be provided shall be determined by the Chief Human Resources Officer according to the relevance of the study to the workplace and may be granted up to the amount equal to full salary.

78.22	Where financial assistance is approved by icare for all or part of the study leave period, the period shall count as service for all purposes in the same proportion as the quantum of financial assistance bears to full salary of the staff member.

78.23	Scholarships for Part-Time Study - In addition to the study time/study leave provisions under this clause, the icare may choose to identify courses or educational programmes of particular relevance or value and establish a scholarship to encourage participation in these courses or programmes. The conditions under which such scholarships are provided should be consistent with the provisions of this clause.

SECTION 8 - SHIFT WORK AND OVERTIME

79.  Shift Work

79.1	Shift Loadings - A shift worker employed on a shift shall be paid, for work performed during the ordinary hours of any such shift, ordinary rates plus the following additional shift loadings depending on the commencing times of shifts:

	Day - at or after 6am and before 10am
	Nil

	Afternoon - at or after 10am and before 1pm
	10.0%

	Afternoon - at or after 1pm and before 4pm
	12.5%

	Night - at or after 4pm and before 4am
	15.0%

	Night - at or after 4am and before 6am
	10.0%



79.2	The loadings specified in subclause 79.1 shall only apply to shifts worked from Monday to Friday.

79.3	Weekends and Public Holidays - For the purpose of this clause any shift, the major portion of which is worked on a Saturday, Sunday or Public Holiday shall be deemed to have been worked on a Saturday, Sunday or Public Holiday and shall be paid as such.

[bookmark: _Hlk524620796]79.4	Saturday Shifts - Shift workers working on an ordinary rostered shift between midnight on Friday and midnight on Saturday which is not a public holiday, shall be paid for such shifts at ordinary time and one half.

79.5	Sunday Shifts - Shift workers working on an ordinary rostered shift between midnight on Saturday and midnight on Sunday which is not a public holiday, shall be paid for such shifts at ordinary time and three quarters.

79.6	Public Holidays - With the exception of classifications listed in subclauses 79.7 and 79.8, the following shall apply:

79.6.1	Where a shift worker is required to and does work on a Public Holiday, the shift worker shall be paid at two and a half times the rate for time worked. Such payment shall be in lieu of weekend or shift allowances which would have been payable if the day had not been a Public Holiday;

79.6.2	A shift worker rostered off duty on a Public Holiday shall elect to be paid one day’s pay for that Public Holiday or to have one day added to his/her annual holidays for each such day;

79.7	Rosters - Rosters covering a minimum period of 28 days, where practicable, shall be prepared and issued at least 7 days prior to the commencement of the rosters. Each roster shall indicate the starting and finishing time of each shift. Where current or proposed shift arrangements are incompatible with the shift worker’s family, religious or community responsibilities, every effort to negotiate individual alternative arrangements shall be made by the appropriate People Leader.

79.8	Notice of Change of Shift - A shift worker who is required to change from one shift to another shift shall, where practicable, be given forty-eight (48) hours’ notice of the proposed change.

79.9	Breaks between Shifts - A minimum break of eight (8) consecutive hours between ordinary rostered shifts shall be given.

79.10	If a shift worker resumes or continues to work without having had eight (8) consecutive hours off duty, the shift worker shall be paid overtime in accordance with clause 81, Overtime Worked by Shift Workers of this Award, until released from duty for eight (8) consecutive hours.  The shift worker will then be entitled to be off duty for at least eight (8) consecutive hours without loss of pay for ordinary working time which falls during such absence.

79.11	Time spent off duty may be calculated by determining the amount of time elapsed after: -

79.11.1	The completion of an ordinary rostered shift; or

79.11.2	The completion of authorised overtime; or

79.11.3	The completion of additional travelling time, if travelling on duty, but shall not include time spent travelling to and from the workplace.

79.12	Daylight Saving - In all cases where a shift worker works during the period of changeover to and from daylight saving time, the shift worker shall be paid the normal rate for the shift.
80.  Overtime - General

80.1	A staff member may be directed by the appropriate People Leader to work overtime, provided it is reasonable for the staff member to be required to do so. A staff member may refuse to work overtime in circumstances where the working of such overtime would result in the staff member working unreasonable hours. In determining what is unreasonable, the following factors shall be taken into account:

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

80.1.2	Any risk to staff member health and safety,

80.1.3	The urgency of the work required to be performed during overtime, the impact on the operational commitments of the organisation and the effect on client services, 

80.1.4	The notice (if any) given by the appropriate People Leader regarding the working of the overtime, and by the staff member of their intention to refuse overtime, or 

80.1.5	Any other relevant matter.

80.2	Payment for overtime shall be made only where the staff member works directed overtime.

80.3	Where a flexible working hours scheme is in operation, overtime shall be deemed as the hours directed to be worked before or after bandwidth or before or after the time specified in a local arrangement made pursuant to the provisions of clause 10, Local Arrangements of this Award provided that, on the day when overtime is required to be performed, the staff member shall not be required by the appropriate People Leader to work more than 7 hours after finishing overtime or before commencing overtime.

80.4	Payment for overtime worked and/or on-call (standby) allowance shall not be made under this clause if the staff member is eligible, under any other industrial instrument, to:

80.4.1	Compensation specifically provided for overtime and/or on-call (standby) allowance; or

80.4.2	Be paid an allowance for overtime and/or on-call (standby) allowance; or

80.4.3	A rate of salary which has been determined as inclusive of overtime and/or on-call (standby) allowance.

81.  Overtime Worked By Shift Workers

81.1	The following rates are payable for any overtime worked by shift workers and shall be in substitution of and not cumulative upon the rates payable for shift work performed on Monday to Friday, Saturday, Sunday or Public Holiday.

81.1.1	Monday-Friday - All overtime worked by shift workers Monday to Friday inclusive, shall be paid for at the rate of time and one half for the first two hours and double time thereafter.

81.1.2	Saturday - All overtime worked by shift workers on Saturday, shall be paid for at the rate of time and one half for the first two hours and double time thereafter.

81.1.3	Sunday - All overtime worked by shift workers on a Sunday shall be paid for at the rate of double time.

81.1.4	Public Holidays - All overtime worked on a public holiday shall be paid for at the rate of double time and one half.

81.2	Eight Consecutive Hours Break on Overtime - When overtime is necessary, wherever reasonably practicable, it shall be arranged so that shift workers have at least eight (8) consecutive hours off duty.
81.3	The rest period off duty shall be not less than eight (8) consecutive hours when the overtime is worked for the purpose of changing shift rosters except where an arrangement between shift workers alters the ordinary rostered shift and such alteration results in a rest period of less than eight (8) hours.

82.  Overtime Worked by Day Workers

82.1	The provisions of this clause shall not apply to:

82.1.1	Shift workers as defined in clause 3, Definitions of this Award and to whom provisions of clause 79, Shift Work and clause 81, Overtime Worked by Shift Workers of this Award apply;

82.1.2	Staff members covered by formal local arrangements in respect of overtime negotiated between the Chief Human Resources Officer and the Association;

82.1.3	Staff members to who overtime provisions apply under another industrial instrument;

82.1.4	Staff members whose salary includes compensation for overtime; and

82.1.5	Staff members who receive an allowance in lieu of overtime.

82.2	Rates - Overtime shall be paid at the following rates:

82.2.1	Weekdays (Monday to Friday inclusive) - at the rate of time and one-half for the first two hours and at the rate of double time thereafter for all directed overtime worked outside the staff member’s ordinary hours of duty, if working standard hours, or outside the bandwidth, if working under a flexible working hours scheme, unless local arrangements negotiated in terms of clause 10, Local Arrangements of this Award apply;

82.2.2	Saturday - All overtime worked on a Saturday at the rate of time and one-half for the first two hours and at the rate of double time thereafter;

82.2.3	Sundays - All overtime worked on a Sunday at the rate of double time;

82.2.4	Public Holidays - All overtime worked on a public holiday at the rate of double time and one half.

82.3	If a staff member is absent from duty on any working day during any week in which overtime has been worked the time so lost may be deducted from the total amount of overtime worked during the week unless the staff member has been granted leave of absence or the absence has been caused by circumstances beyond the staff member’s control.

82.4	A staff member who works overtime on a Saturday, Sunday or public holiday shall be paid a minimum payment as for three (3) hours work at the appropriate rate.

82.5	Rest Periods

82.5.1	A staff member who works overtime shall be entitled to be absent until eight (8) consecutive hours have elapsed.

82.5.2	Where a staff member, at the direction of the People Leader, resumes or continues work without having had eight (8) consecutive hours off duty then such staff member shall be paid at the appropriate overtime rate until released from duty. The staff member shall then be entitled to eight (8) consecutive hours off duty and shall be paid for the ordinary working time occurring during the absence.

83.  Recall to Duty

83.1	A staff member recalled to work overtime after leaving the employer’s premises shall be paid for a minimum of three (3) hours work at the appropriate overtime rates.
83.2	The staff member shall not be required to work the full three (3) hours if the job can be completed within a shorter period.

83.3	When a staff member returns to the place of work on a number of occasions in the same day and the first or subsequent minimum pay period overlap into the next call out period, payment shall be calculated from the commencement of the first recall until either the end of duty or three (3) hours from the commencement of the last recall, whichever is the greater. Such time shall be calculated as one continuous period.

83.4	When a staff member returns to the place of work on a second or subsequent occasion and a period of three (3) hours has elapsed since the staff member was last recalled, overtime shall only be paid for the actual time worked in the first and subsequent periods with the minimum payment provision only being applied to the last recall on the day.

83.5	A recall to duty commences when the staff member starts work and terminates when the work is completed. A recall to duty does not include time spent travelling to and from the place at which work is to be undertaken.

83.6	A staff member recalled to duty within three (3) hours of the commencement of usual hours of duty shall be paid at the appropriate overtime rate from the time of recall to the time of commencement of such normal work.

83.7	This clause shall not apply in cases where it is customary for a staff member to return to icare’s premises to perform a specific job outside the staff member’s ordinary hours of duty, or where overtime is continuous with the completion or commencement of ordinary hours of duty. Overtime worked in these circumstances shall not attract the minimum payment of three (3) hours unless the actual time worked is three (3) or more hours.

84.  On-Call (Stand-By) and On-Call Allowance

84.1	Unless already eligible for an on-call allowance under another industrial instrument, a staff member shall be:

84.1.1	Entitled to be paid the on call allowance set out in Item 12 of Table 2 - Allowances of Part C Monetary Rates when directed by the appropriate People Leader to be on call or on standby for a possible recall to duty outside the staff member's working hours;

84.1.2	If a staff member who is on call and is called out by icare, the overtime provisions as set out in clause 81, Overtime Worked by Shift Workers and clause 82, Overtime Worked by Day Workers of this Award, whichever is appropriate, shall apply to the time worked;

84.1.3	Where work problems are resolved without travel to the place of work whether on a weekday, weekend or public holiday, work performed shall be compensated at ordinary time for the time actually worked, calculated to the next 15 minutes.

85.  Overtime Meal Breaks

85.1	Staff Members Not Working Flexible Hours - a Staff Member Required to Work Overtime on Weekdays for an Hour and a Half Or More After the Staff Member’s Ordinary Hours of Duty on Weekdays, Shall be Allowed 30 Minutes for a Meal and Thereafter, 30 Minutes for a Meal After Every Five Hours of Overtime Worked.

865.2	Staff member working flexible hours - A staff member required to work overtime on weekdays beyond 6.00 p.m. and until or beyond eight and a half hours after commencing duty plus the time taken for lunch, shall be allowed 30 minutes for a meal and thereafter, 30 minutes for a meal after every five hours of overtime worked.

85.3	Staff Members Generally - A staff member required to work overtime on a Saturday, Sunday or Public Holiday, shall be allowed 30 minutes for a meal after every five hours of overtime worked. A staff member who is unable to take a meal break and who works for more than five hours shall be given a meal break at the earliest opportunity.

86.  Overtime Meal Allowances

86.1	If an adequate meal is not provided by icare, a meal allowance shall be paid by icare at the appropriate rate specified in Item 9 of Table 2 - Allowances of Part C, Monetary Rates, provided the appropriate People Leader is satisfied that:

86.1.1	the time worked is directed overtime;

86.1.2	the staff member properly and reasonably incurred expenditure in obtaining the meal in respect of which the allowance is sought;

86.1.3	where the staff member was able to cease duty for at least 30 minutes before or during the working of overtime to take the meal, the staff member did so; and

86.1.4	overtime is not being paid in respect of the time taken for a meal break.

86.2	Where an allowance payable under this clause is insufficient to reimburse the staff member the cost of a meal, properly and reasonably incurred, the appropriate People Leader shall approve payment of actual expenses. 
86.3	Where a meal was not purchased, payment of a meal allowance shall not be made. 

86.4	Receipts shall be provided to the appropriate People Leader or his/her delegate in support of any claims for additional expenses or when the staff member is required to substantiate the claim. 

86.5	Notwithstanding the above provisions, nothing in this clause shall prevent the Chief Human Resources Officer and the Association from negotiating different meal provisions under a local arrangement.

87.  Rate of Payment for Overtime

A staff member whose salary, or salary and allowance in the nature of salary, exceeds the maximum rate for Grade 8, as varied from time to time, shall be paid for working directed overtime at the maximum rate for Grade 8 plus $1.00, unless the appropriate People Leader approves payment for directed overtime at the staff member’s salary or, where applicable, salary and allowance in the nature of salary.

88.  Payment for Overtime Or Leave in Lieu

88.1	The appropriate People Leader shall grant compensation for directed overtime worked either by payment at the appropriate rate or, if the staff member so elects, by the grant of leave in lieu in accordance with subclause 88.2.

88.2	The following provisions shall apply to the leave in lieu:

88.2.1	The staff member shall advise the People Leader before the overtime is worked or as soon as practicable on completion of overtime, that the staff member intends to take leave in lieu of payment.

88.2.2	The leave shall be calculated at the same rate as would have applied to the payment of overtime in terms of this clause.

88.2.3	The leave must be taken at the convenience of icare, except when leave in lieu is being taken to look after a sick family member. In such cases, the conditions set out in clause 72, Sick Leave to Care for a Sick Family Member of this Award apply. 

88.2.4	The leave shall be taken in multiples of a quarter day, unless debiting of leave in hours or in fractions of an hour has been approved in the staff member’s section.

88.2.5	Leave in lieu accrued in respect of overtime shall be given by icare and taken by the staff member within three months of accrual unless alternate local arrangements have been negotiated between the Chief Human Resources Officer and the Association.

88.2.6	A staff member shall be paid for the balance of any overtime entitlement not taken as leave in lieu.

89.  Calculation of Overtime

89.1	Unless a minimum payment in terms of subclause 82.4 of Overtime Worked by Day Workers of this Award applies, overtime shall not be paid if the total period of overtime worked is less than a quarter of an hour.

89.2	The formula for the calculation of overtime at ordinary rates for staff members employed on a five (5) day basis shall be: -

	Annual salary
	x
	5
	x
	1

	1
	
	260.89
	
	No of ordinary hours of work per week



89.3	The formula for the calculation of overtime at ordinary rates for staff members employed on a seven (7) day basis shall be:

	Annual salary
	x
	7
	x
	1

	1
	
	365.25
	
	No of ordinary hours of work per week



89.4	To determine time and one half, double time or double time and one half, the hourly rate at ordinary time shall be multiplied by 3/2, 2/1 or 5/2 respectively, calculated to the nearest cent.

89.5	Overtime is not payable for time spent travelling.

90.  Provision of Transport in Conjunction with Working of Overtime

90.1	For the purpose of this clause, departure or arrival after 8.00 p.m. will determine whether the provisions of this clause apply.

Departure or arrival after 8.00 p.m. of a staff member on overtime or a regular or rotating shift roster does not in itself warrant the provision of transport. It needs to be demonstrated that the normal means of transport, public or otherwise, is not reasonably available and/or that travel by such means of transport places the safety of the staff member at risk.

The responsibility of deciding whether the provision of assistance with transport is warranted in the circumstances set out above rests with icare where knowledge of each particular situation will enable appropriate judgements to be made.

90.2	Arrangement of Overtime

Where overtime is required to be performed, it should be arranged, as far as is reasonably possible, so that the staff member can use public transport or other normal means of transport to and from work.

90.3	Provision of Taxis

Where a staff member:

90.3.1	ceases overtime duty after 8.00 p.m., or

90.3.2	ceases or commences duty performed as part of a regular or rotating roster of shift duty after 8.00 p.m., and public transport or other normal means of transport is not reasonably available, arrangements may be made for transport home or to be provided by way of taxi.

SECTION 9 - MISCELLANEOUS

91.  Anti-Discrimination

91.1	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.

91.2	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.

91.3	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.

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

91.4.1	Any conduct or act which is specifically exempted from anti-discrimination legislation;

91.4.2	Offering or providing junior rates of pay to persons under 21 years of age;

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

91.4.4	A party to this Award from pursuing matters of unlawful discrimination in any State or federal jurisdiction.

91.5	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.

91.5.1	Employers and employees may also be subject to Commonwealth anti-discrimination legislation.

91.5.2	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."

92.  Area, Incidence and Duration

92.1	This Award shall apply to full time and part-time employees, temporary employees and casual employees of icare. 

[bookmark: _Hlk13232482]92.2	This Award shall take effect on and from 1 July 2022 and rescinds and replaces the Insurance and Care NSW Award 2017 published 20 March 2020 (387 I.G. 56) and the salaries and salary related allowances as prescribed in Tables 1 and 2 of Part C Monetary Rates are operative from the beginning of the first full pay period to commence on or after 1 July 2022.

93.  No Extra Claims

Other than as provided for in the Industrial Relations Act 1996 and the Industrial Relations (Public Sector Conditions of Employment) Regulation 2014, or under the circumstances outlined in Clause 6 of this Award, there shall be no further claims/demands or proceedings instituted before the NSW Industrial Relations Commission for extra or reduced wages, salaries, rates of pay, allowances or conditions of employment with respect to the Employees covered by the Award that take effect prior to 30 June 2023 by a party to this Award.

PART B

1.  Salary Grade Structure
1.1	The salary rates for employees, whose roles are placed in Grades 1 to 12 are set out in Table 1 of Part C, Monetary Rates.
1.5	Positions are classified within Grades 1 to 12 in accordance with the grading system approved by the CEO&MD.
1.6	An employee who is temporarily employed by icare is paid the weekly equivalent of the annual salary prescribed in Table 1.
2.  Promotion
The promotion of employees to a grade and from grade to grade is subject to the occurrence of a vacancy in such grade.
3.  Salary Increments
3.1	The payment of increments under the Salary Grade Scale shall be subject to approval by the appropriate People Leader.
3.2	One month prior to the date on which an employee will become eligible for an increment of salary, the appropriate People Leader shall report as to conduct and the manner in which the duties of the employee have been performed. 
3.3	In cases where the recommendation of the appropriate People Leader is averse to the granting of an increment, the employee affected shall have the right of review. 
PART C
MONETARY RATES
1.1	At the time of the making of this Award, no employee covered by this Award will suffer a reduction in his or her rate of pay or any loss or diminution in his or her conditions of employment as a consequence of the making of this Award.
1.2	The salary rates set out in Table 1, are set in accordance with the Crown Employees (Public Sector - Salaries) Award. Should there be any variation or replacement Award of this Award, Insurance and Care staff members will maintain the same salary relationship.

Table 1 - Salary Grade Structure

	Grades
	Common Salary Points
	Per annum
from ffpp on or after 1.7.2022
$

	Grade 1
	
	

	1st year of service
	46
	$67,975

	Thereafter
	49
	$69,973

	Grade 2
	
	

	1st year of service
	52
	$71,926

	Thereafter
	55
	$73,901

	Grade 3
	
	

	1st year of service
	58
	$75,992

	Thereafter
	61
	$78,285

	Grade 4
	
	

	1st year of service
	64
	$80,728

	Thereafter
	67
	$83,211

	Grade 5
	
	

	1st year of service
	75
	$89,707

	Thereafter
	78
	$92,536



	Grade 6
	
	

	1st year of service
	82
	$96,164

	Thereafter
	85
	$98,982

	Grade 7
	
	

	1st year of service
	88
	$101,947

	Thereafter
	91
	$104,994

	Grade 8
	
	

	1st year of service
	95
	$109,371

	Thereafter
	98
	$112,849

	Grade 9
	
	

	1st year of service
	101
	$116,211

	Thereafter
	104
	$119,479

	Grade 10
	
	

	1st year of service
	108
	$124,357

	Thereafter
	111
	$128,061

	Grade 11
	116
	$134,411

	1st year of service
	120
	$140,109

	Thereafter
	
	

	Grade 12
	126
	$148,885

	1st year of service
	130
	$155,445

	Thereafter
	
	



Table 2 - Rates and Allowances

	Item No
	Clause No
	Description
	Rate to apply from 1.7.2022

	1
	
	Meal expenses on one day journeys
Capital cities and high cost country centres
(see list in item 2)
	

	
	29.1.1
	Breakfast
	$29.90

	
	 29.1.2
	Dinner
	$57.30

	
	 29.1.3
	Lunch
	$33.65

	
	
	Tier 2 and other country centres
(see list in item 2)
	

	
	29.1.1
	Breakfast
	$26.80

	
	29.1.2
	Dinner
	$52.75

	
	29.1.3
	Lunch
	$30.60

	2
	
	Travelling allowances
	

	
	26.8.2
	Capital cities
	Per day

	
	
	Adelaide
	$299.15

	
	
	Brisbane
	$317.15

	
	
	Canberra
	$310.15

	
	
	Darwin
	$362.15

	
	
	Hobart
	$289.15

	
	
	Melbourne
	$315.15

	
	
	Perth
	$322.15

	
	
	Sydney
	$340.15

	
	26.8.2
	Other country centres
	$249.45

	
	26.8.2
	Incidental expenses when claiming actual expenses - all locations
	$21.30

	
	26.11
	Daily allowance payable after 35 days and up to 6 months in the same location – all locations 
	50% of the appropriate location rate

	3
	26.8.1
	Incidental expenses
	$21.30

	4
	
	Use of private motor vehicle
	Cents per kilometre

	
	34.3
	Official business
	78.0

	
	34.3
	Casual rate (40% of official business rate)
	31.2

	
	
	Motor cycle allowance (50% of official business rate)
	39.0

	
	34.7
	Towing trailer or horse float (13% of official business rate)
	10.14

	5
	36
	Insurance cover
	Up to $1,173

	6
	37.2
	Exchanges
	Actual cost

	7
	38.1 
	Room at home used as office
	$1,036 pa

	
	
	
	

	8
	39.1
	Uniforms, protective clothing and laundry allowance
	$5.40 per week

	9
	86.1
	Overtime meal allowances
	

	
	
	Breakfast
	$33.25

	
	
	Lunch
	$33.25

	
	
	Dinner
	$33.25

	
	
	Supper
	$12.40

	Item No
	Clause No
	Description
	From ffpp on or after 1.7.2022

	10
	42.1
	Community language allowance scheme
	

	
	
	- Base Level Rate
	$1519 pa

	
	
	- Higher Level Rate
	$2,285 pa

	11
	42.1
	First aid allowance
	$22.80

	
	
	- Holders of basic qualifications
	$979 pa

	
	
	- Holders of current occupational first aid certificate
	$1470 pa

	12
	84.1.1
	On-call (stand-by) and on-call allowance 
	$1.05 per hour

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	


NB: In adjusting expense related and salary related allowances, annual rates are adjusted to the nearest dollar, weekly and daily rates are rounded to the nearest 5 cents, and hourly rates are moved to the nearest cent.
____________________



D. SLOAN, Commissioner


____________________


Printed by the authority of the Industrial Registrar.
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AWARD

PART A

1.  Arrangement

Clause No.	Subject Matter

1.	Arrangement
2.	No Extra Claims
3.	Definitions
4.	Hours of Work and Free Time of Employees Other Than Directors of Nursing and Area Managers, Nurse Education
4A.	Multiple Assignments
5.	Pilot Roster Projects
6.	Introduction of Change
7.	Hours of Work and Free Time of Directors of Nursing and Area Managers, Nurse Education
8.	Rosters
9.	Salaries
10.	Salary Sacrifice to Superannuation
11.	Leave for Matters arising from Family Violence
12.	Special Allowances
13.	Continuing Education Allowance
14.	Climatic and Isolation Allowances
15.	Penalty Rates for Shift Work and Weekend Work
16.	Fares and Expenses
17.	Special Rates and Conditions
18.	Telephone Allowance
19.	Work Health and Safety for Employees of Contractors and Labour Hire Business 
20.	Mobility, Excess Fares & Travelling
21.	Car Allowance
22.	Provision of Communication Device
23.	Uniform and Laundry Allowances
24.	Higher Grade Duty
25.	Overtime
26.	Escort Duty
27.	Payment and Particulars of Salaries
28	Registration Pending
29.	Part-time, Casual and Temporary Employees
30.	Annual Leave
31.	Annual Leave Loading
32.	Family and Community Services Leave and Personal/Carers’ Leave
33.	Long Service Leave
34.	Maternity, Adoption and Parental Leave
35.	Military Leave
36.	Repatriation Leave
37.	Sick Leave
38.	Accommodation and Board
39.	Grading Committee
40.	Grading of Nurse/Midwife Manager Positions
41.	Deputy Directors of Nursing, Assistant Directors of Nursing
42.	Proportion
43.	Medical Examination of Nurses
44.	Domestic Work
45.	Termination of Employment
46.	Labour Flexibility
47.	Right of Entry
48.	Disputes
49.	Anti-discrimination
50.	Exemptions
51.	Salary Packaging
52.	Deduction of Union Membership Fees
53.	Staffing Arrangements
54.	Trade Union Activities
55.	Learning and Development Leave
56.	Career Break Scheme
57.	Commitments During Life of this Award
58.	Area, Incidence and Duration

PART B

MONETARY RATES

Table 1 - Salaries
Table 2 - Other Rates and Allowances

2.  No Extra Claims

Other than as provided for in the Industrial Relations Act 1996 and the Industrial Relations (Public Sector Conditions of Employment) Regulation 2014 (or its successor however described), there shall be no further claims/demands or proceedings instituted before the Industrial Relations Commission of New South Wales for extra or reduced wages, salaries, rates of pay, allowances or conditions of employment with respect to the employees covered by the Award that take effect prior to 30 June 2023 by a party to this Award.

3.  Definitions

Unless the context otherwise indicates or requires, the several expressions hereunder defined shall have the respective meanings assigned to them:

"ADA" means the adjusted daily average of occupied beds, calculated in accordance with the following formula:

ADA = Daily Average + Neo-natal Adjustment + Non-inpatient Adjustment

Where:


	Daily Average
	=
	Total Occupied Bed Days for the Period Less Unqualified Baby Bed Days

	
	
	Number of Days in the Period

	Neo-natal Adjustment
	=
	Total Bed Days of Unqualified Babies for the Period

	
	
	2 X Number of Days in the Period

	
	
	

	Non-inpatient
	=
	Total NIOOS Equivalents for the Period

	
	
	10 X Number of Days in the Period



Note: Total NIOOS Equivalents for the Period equals the individual NIOOS plus the equivalent number of Group NIOOS (Non-inpatient Group Sessions *1.3) plus the equivalent number of Dental NIOOS (Non-inpatient Dental Flow *3.8).

"AHPRA" means the Australian Health Practitioner Regulation Agency.

"Ambulance Service" means the Ambulance Service of NSW.

"Area Manager, Nurse/Midwife Education" - refer to Schedule 1, Nurse Managers.

"Assistant in Nursing/Midwifery" means a person, other than a registered nurse, Enrolled Nurse or Enrolled Nurse without medication qualification who is employed in nursing/midwifery duties in a public hospital or public health organisation.

"Assistant Director of Nursing/Midwifery" - refer to Schedule 1, Nurse Managers.

"Association" means the New South Wales Nurses and Midwives’ Association and the Australian Nursing and Midwifery Federation NSW Branch (ANMF NSW Branch).

"Association delegate" means a trade union delegate accredited by the Association including but not limited to a Branch Official, Councillor or workplace representative of the Association.

"Board" means the Nursing and Midwifery Board of Australia and shall also be taken to mean a reference to AHPRA as appropriate/applicable.

"Career Break Scheme" means a scheme where employees may apply for an option to defer twenty per cent of their salary for four years and be paid this deferred salary in the fifth year.

"Clinical Nurse Educator/Clinical Midwife Educator" means a Registered Nurse/Midwife appointed to a position classified as such and who holds relevant clinical or education post registration qualifications or such education and clinical experience deemed appropriate by the employer.

The Clinical Nurse Educator/Clinical Midwife Educator is required to deliver and evaluate clinical education programs at the ward/unit level.  

The Clinical Nurse Educator/Clinical Midwife Educator shall provide for the delivery of clinical nurse/midwife education in the ward/unit level, and performs the following functions at that level:

Delivers competent nursing education in the ward/unit;

Contributes to the development of colleagues;

Acts as the preceptor in orientations to the ward/unit;

Provides day to day clinical education support in the ward/unit;

Provides one on one informal education; 

Provides support for skill development in clinical procedures;

Provides support for professional development;
Provides support for clinical policy development;

Provides a ward/unit based in-service program.

The provision of direct clinical care by Clinical Nurse Educator/Clinical Midwife Educator should be for the purpose of providing clinical education to other employees.  Direct clinical care shall be limited to emergency circumstances only.

Incremental progression to the 2nd year and thereafter rate shall be upon completion of 12 months satisfactory full-time service.

"Clinical Nurse Specialist/Clinical Midwife Specialist Grade 1" means: a Registered Nurse/Midwife who applies a high level of clinical nursing knowledge, experience and skills in providing complex nursing/midwifery care directed towards a specific area of practice, a defined population or defined service area, with minimum direct supervision.

A Clinical Nurse Specialist/Clinical Midwife Specialist Grade 1 shall satisfy the following minimum criteria:

Relevant post-registration qualifications and at least 12 months experience working in the relevant clinical area of their post-registration qualification; or four years post- registration experience, including three years’ experience in the relevant specialist field.

A Clinical Nurse Specialist/Clinical Midwife Specialist Grade 1 is distinguished from an 8th Year Registered Nurse/Midwife by being required to satisfy the following criteria:

(a)	actively contributes to the development of clinical practice in the ward/unit/service;

(b)	acts as a resource and mentor to others in relation to clinical practice; and

(c)	actively contributes to their own professional development.

Clinical Nurse Specialist/Clinical Midwife Specialist Grade 1 is a personal grading

"Clinical Nurse Specialist/Clinical Midwife Specialist Grade 2" means: a Registered Nurse/Midwife appointed to a position classified as such with relevant post-registration qualifications and at least 3 years’ experience working in the clinical area of their specified post-graduate qualification.

The Clinical Nurse Specialist/Clinical Midwife Specialist Grade 2 classification encompasses the Clinical Nurse Specialist/Clinical Midwife Specialist Grade 1 role criteria and is distinguished from a Clinical Nurse Specialist/Clinical Midwife Specialist Grade 1 by the following additional role characteristics:

Exercises extended autonomy of decision making;

Exercises professional knowledge and judgement in providing complex care requiring advanced clinical skills and undertakes one of the following roles:

leadership in the development of nursing specialty clinical practice and service delivery in the ward/unit/service; or

specialist clinical practice across a small or medium sized health facility/sector/service; or

primary case management of a complete episode of care; or

primary case management of a continuum of specialty care involving both inpatient and community based services; or

an authorised extended role within the scope of Registered Nurse/Midwifery practice. 

Incremental progression to the second year and thereafter rate shall be upon completion of 12 months satisfactory full-time service (or pro rata part time service).

"Clinical Nurse Consultant/Clinical Midwife Consultant Grade 1" means: a registered nurse/midwife appointed as such to a position approved by the public hospital or public health organisation, who has at least 5 years full time equivalent post registration experience and in addition who has approved post registration nursing/midwifery qualifications relevant to the field in which he/she is appointed, or such other qualifications or experience deemed appropriate by the public hospital or public health organisation.

"Clinical Nurse Consultant/Clinical Midwife Consultant Grade 2" means: a registered nurse/midwife appointed as such to a position approved by the public hospital or public health organisation, who has at least 5 years full time equivalent post registration experience, with at least 3 years full time equivalent experience in the specialty field. In addition, the employee must have approved postgraduate nursing/midwifery qualifications relevant to the field in which he/she is appointed, or such other qualifications or experience deemed appropriate by the public hospital or public health organisation.  An employer may also require a higher qualification in the specialist nursing field where such a qualification is considered essential for the performance of the individual position.

"Clinical Nurse Consultant/Clinical Midwife Consultant Grade 3" means: a registered nurse/midwife appointed as such to a position approved by the public hospital or public health organisation, who has at least 7 years full time equivalent post registration experience, with at least 5 years full time equivalent experience in the specialty field. In addition the employee must have approved postgraduate nursing/midwifery qualifications relevant to the field in which he/she is appointed or such other qualifications or experience deemed appropriate by the public hospital or public health organisation.  An employer may also require a higher qualification in the specialist nursing field where such a qualification is considered essential for the performance of the individual position.

"Day Worker" means a worker who works her/his ordinary hours from Monday to Friday inclusive and who commences work on such days at or after 6am and before 10am, otherwise than as part of the shift system.

"Deferred Salary Leave Year" means the fifth year of the career break scheme where the employee is absent from work and receives the deferred salary from the previous four years through participation in the Career Break Scheme. This year cannot be compressed into a period of less than twelve months.

"Ministry" means the NSW Ministry of Health.

"Deputy Director of Nursing" - refer to Schedule 1, Nurse/Midwife Managers.

"Enrolled Nurse without medication qualification" means a person registered by the Board as an enrolled nurse with the notation "does not hold a Board approved qualification in medicines administration".

"Enrolled Nurse" means a person registered by the Board as an enrolled nurse.

"Enrolled Nurse without medication qualification - Special Grade" means an Enrolled Nurse without medication qualification, with an Advanced Certificate qualification and a minimum of six years full time equivalent post enrolment experience, including three years full time equivalent experience in the relevant clinical area. Such a nurse is appointed to a position established by a public hospital or public health organisation which satisfies the criteria as agreed between the Association and the Ministry from time to time.

"Enrolled Nurse - Special Grade" means an Enrolled Nurse with an Advanced Certificate qualification and a minimum of six years full time equivalent post enrolment experience, including three years full time equivalent experience in the relevant clinical area. Such a nurse is appointed to a position established by a public hospital or public health organisation which satisfies the criteria as agreed between the Association and the Ministry from time to time.

"Experience" in relation to an assistant in nursing, means experience both before and/or after the commencement of this Award, whether within New South Wales or elsewhere and, in the case of an Enrolled nurse, an Enrolled Nurse without medication qualification or assistant in nursing who was formerly a student nurse, includes experience as such student nurse.
"Flight Nurse" means a dual registered nurse and midwife engaged as such and engaged with NSW Ambulance.

"Flight Hours" means all time spent whilst in flight on an aircraft transporting patients or in transit to pick up patients.

"Ground Hours" for Flight Nurses means all time spent at an airport preparing for a flight or a series of flights, and includes generally preparing and restocking aircraft on return to home base; attending to clerical work pertaining to flights and other general duties normally undertaken by a Flight Nurse, including but not limited to the sterilisation of stock, maintenance and care of special nursing equipment, cleaning the nursing sections of the aircraft; caring of patients at terminals until the patient is transferred to hospital or at the commencement of a flight; supervising and assisting in loading and unloading of patients; escorting seriously ill patients to hospital in a road ambulance. 

"Health service" means any of the following: 

(a)	any hospital service

(b)	any medical service

(c)	any paramedical service

(d)	any community health service

(e)	any environmental health service

(f)	any other service (including any service of a class or description prescribed by the Regulations of the Health Service Act 1997) relating to the maintenance or improvement of the health, or the restoration to health, of persons or the prevention of disease in or injury to persons.

"Industry of nursing" means the industry of persons engaged in New South Wales in the profession or occupation of nursing including midwifery and employed in or in connection with the New South Wales Health Service as defined in section 115 of the Health Services Act 1997 or its successors, assignees or transmittees.

"Local Health District" includes Specialist and Additional Networks and means a public health organisation established pursuant to the provisions of the Health Services Act of 1997 including all public hospitals, facilities and other establishments and health services under the control and management thereof. 

"Manager, Nurse/Midwife Education" - refer to Schedule 1, Nurse/Midwife Managers.

"Nurse Educator/Midwife Educator Grade 1" means a Registered Nurse/Midwife holding post registration nursing/midwifery clinical or education qualifications relevant to the clinical area in which he/she is appointed; and who is appointed to a position of Nurse Educator/Midwife Educator Grade 1.

A Nurse Educator/Midwife Educator Grade 1 shall be responsible for the development and delivery of nursing/midwifery education courses/programs at the public hospital, or the community based service level.

Nurse/Midwife education courses/programs shall mean courses/programs such as:

Post-registration certificates;

Continuing nurse/midwife education;

Transition programs for newly registered nurses and midwives and newly enrolled nurses;

Post-enrolment enrolled nurses’ courses; and, 

General staff development courses (where applicable).

Incremental progression to the 2nd year and thereafter rate at this Grade shall be upon completion of 12 months satisfactory full-time service.

"Nurse Educator/Midwife Educator Grade 2" means a Registered Nurse/Midwife with post registration nursing/midwifery clinical or education qualifications relevant to the clinical area in which he/she is appointed, or qualifications deemed equivalent by the employer; and who is appointed to a position of Nurse Educator/Midwife Educator Grade 2.

A Nurse Educator/Midwife Educator Grade 2 shall be responsible for one of the following:

A nursing/midwifery education portfolio (including but not limited to a transition program, enrolled nurse or registered nurse program) across a public hospital or affiliated health organisation;

A nursing/midwifery education program for a clinical division or divisions across a public hospital or affiliated health organisation; or

A nursing/midwifery education program for a community based health service such as community health or mental health services.

Incremental progression to the 2nd year and thereafter rate at this Grade shall be upon completion of 12 months satisfactory full-time service.

"Nurse Educator/Midwife Educator Grade 3" means a Registered Nurse/Midwife holding post registration nursing/midwifery clinical or education qualifications relevant to the clinical area or areas in which he/she is appointed, or qualifications deemed equivalent by the employer; and who is appointed to a position of Nurse Educator/Midwife Educator Grade 3.

A Nurse Educator/Midwife Educator Grade 3 shall be responsible for one of the following:

A comprehensive nursing/midwifery education program across a Local Health District, a sector of a Local Health District or in a tertiary referral public hospital or affiliated health organisation; or

The nurse education service of a public hospital or affiliated health organisation (excluding a tertiary referral hospital), group of hospitals or health facility.

Incremental progression to the 2nd year and thereafter rate at this Grade shall be upon completion of 12 months satisfactory full-time service.

"Nursing hours wards and units" refers to wards and units in Section II Nursing Hours Wards and Units of Clause 53 Staffing Arrangements that utilise nursing hours per patient day to determine the number of nursing hours required to provide direct clinical care. 

"Nurse/Midwife Manager" means any employee who is allocated to a nurse manager grade in accordance with Clause 40 of this award.

"Nurse/Midwife Practitioner" means a registered nurse/midwife appointed as such to a position approved by the Secretary Ministry of Health and who is endorsed by the Board, to practise as a nurse/midwife practitioner.

"Nursing/Midwifery Unit Manager" means a registered nurse in charge of a ward or unit or group of wards or units in a public hospital or health service or public health organisation and shall include:

"Nursing/Midwifery Unit Manager Level 1", whose responsibilities include:

(a)	CO-ORDINATION OF PATIENT SERVICES -

liaison with all health care disciplines for the provision of services to meet patient needs;

the orchestration of services to meet patient needs after discharge;

monitoring catering and transport services.

(b)	UNIT MANAGEMENT -
implementation of hospital/health service policy:

dissemination of information to all personnel;

ensuring environmental safety;

monitoring the use and maintenance of equipment;

monitoring the supply and use of stock and supplies;

monitoring cleaning services.

(c)	NURSING STAFF MANAGEMENT - 

direction, co-ordination and supervision of nursing activities;

training, appraisal and counselling of nursing staff;

rostering and/or allocation of nursing staff;

development and/or implementation of new nursing practice according to patient need.

"Nursing/Midwifery Unit Manager Level 2", whose responsibilities in relation to patient services, ward or unit management and staff management are in excess of those of a Nursing/Midwifery Unit Manager Level 1.

"Nursing/Midwifery Unit Manager Level 3" whose responsibilities in relation to patient services, ward or unit management and staff management are in excess of those of a Nursing/Midwifery Unit Manager Level 2.

"Public Health Organisation" means:

(a)	a Local Health District or:

(b)	a statutory health corporation; or,

(c)	an affiliated health organisation in respect of its recognised establishments and recognised services; 

"Public Hospital" means:

(a)	a hospital controlled by a Local Health District, or

(b)	a hospital controlled by a statutory health corporation, or

(c)	a hospital that is a recognised establishment of an affiliated health organisation, or

(d)	a hospital controlled by the Crown (including the Minister or the Secretary, NSW Health).

"Registered Nurse" means a person registered by the Board as a Registered Nurse and/or Registered Midwife.

"Senior Nurse/Midwife Educator" - refer to Schedule 1, Nurse Managers.

"Service" for the purpose of clause 9, Salaries, means service before or after the commencement of this award in New South Wales or elsewhere as a registered nurse, provided that all service recognised prior to the commencement of this award shall continue to be recognised.

To the foregoing shall be added any actual periods on and from 1 January 1971 during which a nurse undertook a post basic course whilst an employee of and rendering service in an institution or hospital and such course is recognised by the Board or acceptable to the Ministry, or one of the following certificate or diploma courses: - 

Associate Diploma in Community Health -
College of Nursing, Australia; N.S.W. College of Nursing;

Associate Diploma in Nursing Administration -
College of Nursing, Australia; N.S.W. College of Nursing;

Associate Diploma in Nursing Education -
College of Nursing, Australia; N.S.W. College of Nursing;
Newcastle College of Advanced Education;

Certificate in Operating Theatre Management -
N.S.W. College of Nursing;

Certificate in Operating Theatre Technique -
College of Nursing, Australia;

Certificate in Coronary Care -
N.S.W. College of Nursing;

Certificate in Orthopaedic Nursing -
N.S.W. College of Nursing;

Certificate in Ward Management -
N.S.W. College of Nursing;

Midwife Tutor Diploma -
College of Nursing, Australia, or Central Midwives Board, London;

Occupational Health Nursing Certificate -
N.S.W. College of Nursing;

provided that no more than three such courses shall count as service.

A reference to the New South Wales College of Nursing in this Award shall be deemed to be a reference also to the School of Nursing Studies, Cumberland College of Health Sciences.

"Shift Worker" means a worker who is not a day worker as defined.  

"Tour of Duty" means the period between the time a Flight Nurse commences any duties associated with his or her employment prior to making a flight or series of flights and until he or she is finally relieved of all duties after termination of flights or series of flights, whether termination is at home base or otherwise away from home base.

 "Weekly rates" will be ascertained by dividing an annual amount by 52.17857 or a weekly rate can be multiplied by 52.17857 to obtain the annual amount.

4.  Hours of Work and Free Time of Employees Other Than Directors of Nursing and Area Managers, Nurse Education 

(i)

(a)	The ordinary hours of work for day workers, other than Directors of Nursing and Area Managers, Nurse Education, exclusive of meal times, shall be 152 hours per 28 calendar days to be worked Monday to Friday inclusive and to commence on such days at or after 6.00 am and before 10.00 am. 
(b)	Flight Nurses shall not exceed 30 hours flying time in each period of seven days.

(ii)

(a)	The ordinary hours of work for shift workers, other than Directors of Nursing and Area Managers, Nurse Education, exclusive of mealtimes, shall not exceed an average of 38 hours per week in each roster cycle.

(b)	Flight Nurses shall not exceed 30 hours flying time in each period of seven days.

(iii)

(a)	The hours of work prescribed in subclauses (i) and (ii) of this clause shall, where possible, be arranged in such a manner that in each roster cycle of 28 calendar days each employee shall not work his/her ordinary hours of work on more than nineteen days in the cycle. Provided that employees who work 8 hour shifts are entitled to 12 additional days off duty per annum (per NSW Health Policy Directive PD2022_006 Leave Matters for the NSW Health Service); employees working 10 hour shifts are entitled to one additional day off duty each five weeks; and employees working other combinations of shifts are entitled to such number of additional days off duty per annum as will ensure that their ordinary hours of work do not exceed an average of 38 hours per week.

(b)	Notwithstanding the provisions of paragraph (a) of this subclause, employees may, with the agreement of the employer work shifts of less than 8 hours each over 20 days in each cycle of 28 days.

(iv)

(a)	Each shift shall consist of no more than 10 hours on a day shift or 11 hours on a night shift with not less than 10 hours break between each rostered shift, unless agreed otherwise between an employee and local nursing management. An employee shall not work more than 7 consecutive shifts unless the employee so requests and local nursing management agrees but in no case shall an employee be permitted to work more than 10 consecutive shifts. In any fortnightly pay period an employee shall not be rostered for more than three quick shifts, i.e. an evening shift followed by a morning shift, unless agreed otherwise between an employee and local nursing management. 

(b)	Where 10 hour night shifts are in operation in any health facility, at the commencement date of this award or subsequent thereto, the length of these shifts must not be altered without the consent of the Head Office of the Association.

(v)

(a)	The employee's additional day off duty prescribed in subclause (iii) of this clause (as a consequence of the implementation of the 38 hour week) shall be determined by mutual agreement between the employee and the employer having regard to the service requirements of the latter.  Where practicable such additional day off duty shall be consecutive with the rostered days off duty prescribed in subclause (xvi) of this clause. 

(vi)	Once set, the additional day off duty may not be changed in a current cycle unless there are genuine unforeseen circumstances prevailing.  Where such circumstances exist and the additional day off duty is changed, another day shall be substituted in the current cycle. Should this not be practicable the day must be given and taken in the next cycle immediately following.

(vii)

(a)	Where an employee and her/his local nursing management agree, an employee’s additional days off duty (ADOs) may be accumulated up to a total of three. This limit on accumulation means that any employee who has already accumulated three ADOs must take the next ADO accruing to her/him when it falls due in accordance with the roster.
(b)	Employers must not unreasonably refuse to agree with an employee’s request to accumulate ADOs or to take them off subsequent to such accumulation.

(c)	Any ADOs accumulated but not taken as at the date of termination of the employee must be paid out at ordinary rates.

(viii)	Except for breaks for meals the hours of duty each day shall be continuous.

(ix)	Each employee who works in excess of five hours must have a break of not less than thirty minutes and not more than sixty minutes for each meal occurring on duty as follows:

	Breakfast
	between 6am and 9am

	Midday Meal
	between 12 noon and 2pm

	Evening Meal
	between 5pm and 7pm

	Night Meal
	between 10pm and 2am.



Employees must not be required to work during meal breaks as a matter of routine practice unless mutually agreed at the local level. Provided that any time worked during such break shall count as working time and unless the employee is permitted to finish duty early on the same shift then overtime becomes payable once the total ordinary work time of the shift has elapsed. Provided further that where practicable an employee engaged to work for five hours or less in any one shift may elect not to take a meal break as otherwise provided for in this subclause without penalty to the employer. The term "where practicable" encompasses regard being paid to the service requirements of the employer.

(x)

(a)	One twenty minute interval (in addition to the meal break) shall be allowed each employee on duty for a tea break during each shift. Such interval shall count as working time. Part time and Casual employees who are engaged for less than a whole shift on any one day shall only be entitled to one tea break of 10 minutes.

(b)	Where it is not possible due to the nature of the work performed to have one twenty minute break, the employee may take one ten minute break and be permitted to proceed off duty ten minutes prior to the rostered finishing time of that shift.

(c)	Paragraph (b) of subclause (x) will only be exercised in special and exceptional circumstances and with the expressed approval of the employer in consultation with the employee.

(d)	In lieu of the meal breaks in subclause (ix) and tea breaks in this subclause, the following crib break provisions shall apply to HealthShare Patient Transport Services (PTS) employees only; 

i.	HealthShare PTS employees working shifts of less than 12 hours duration shall have one paid 30 minute crib break to be taken between the fourth and seventh hour unless otherwise agreed between the parties.

ii.	HealthShare PTS employees working a roster of 12 hour shifts will be entitled to two paid 30 minute crib breaks to be taken between the fourth and seventh hour and the eighth and eleventh hour unless otherwise agreed between the parties.

iii.	HealthShare PTS employees who, due to operational requirements, are unable to take their paid crib break within the prescribed times, or whose crib break is not completed, shall receive an additional payment of one hour at ordinary time rates.

(xi)	Subclauses (ix) and (x) of this clause, shall not apply to an employee who is allowed two intervals of twenty minutes each during the period of night duty but such intervals shall count as working time and shall be paid for as such.

(xii)	Changing time totalling ten minutes per shift to count as working time is to be allowed to nurses not permitted to travel in their work clothes.
(xiii)	In addition to any other rest period and meal break, employees who are lactating shall be entitled to two paid breaks of 30 minutes per shift for the purpose of expressing their milk or breast feeding their child, and the employer shall provide access to suitable facilities for such purpose.

(xiv)

(a)	Except in cases of emergency, an employee shall not be employed on night duty for a longer period than four consecutive weeks, unless agreed otherwise between an employee and local nursing management.

(b)	Except in cases of emergency, after having served a period of night duty, an employee shall serve an equivalent period of time off night duty before again undertaking a period of night duty unless agreed otherwise between an employee and local nursing management.

(c)	Except in cases of emergency, an employee shall not be required to perform night duty against their wishes during a period of one week prior to any formal end-of-semester examination in any course of study which has been accepted by her/his employer as meeting the requirements for the grant of study time.

(d)	This subclause shall not apply to an Assistant Director of Nursing, a Nursing/Midwifery Unit Manager or to a registered nurse/midwife in charge as the case may be, who is employed permanently in charge at night.

(xv)	Except in cases of emergency, an employee changing from night duty to day duty or from day duty to night duty shall be free from duty during the 20 hours immediately preceding the commencement of the changed duty.

(xvi)

(a)	Each employee shall be free from duty for not less than two full days in each week or four full days in each fortnight and no duties shall be performed by the employee on any of such free days except for overtime. Where practicable, days off shall be consecutive and shall not be preceded by any evening shift or a night shift unless the employee is rostered on the same shift, ie. evening shift or night shift, as the case may be, immediately upon his or her return to duty after days off, except by agreement between the employee and the local nursing management.  An evening shift shall be one which commences at or after 1pm and before 4pm.

(b)	An employee at his or her request, may be given time free from duty in one or more periods but no period shall be less than one full day.

(c)	For the purpose of this subclause "full day" means from midnight to midnight or midday to midday.

(xvii)

(a)	Employees may be required to remain on call. Any such time on call shall not be counted as time worked (except in so far as an employee may take up actual duty in response to a call) but shall be paid for in accordance with clause 12, Special Allowances. Provided, however, no employee shall be required to remain on call whilst on leave or the day before entering upon leave.

(b)	Except as hereafter provided, no employee shall be required to remain on call whilst on a rostered day off or from the completion of the employees' shift on the day preceding a rostered day off.

(c)	Paragraph (b) shall not apply where in extreme circumstances (which shall be agreed between the employer and the Head Office of the Association) it is necessary for a public hospital or public health organisation in order to ensure the provision of services, to place staff on call on rostered days off.

(xviii)	An employer shall not alter the period over which the ordinary hours of work of employees are balanced except upon giving one month's notice of his intention so to do to the Industrial Registrar and to the Association.

4A.  Multiple Assignments 

(i)	Multiple assignments exist when an employee has more than one position under this Award within the New South Wales Health Service.  Each of these positions are referred to in this clause as "assignments".  

(ii)	Where an employee has multiple assignments with different ordinary rates of pay, the employee shall be paid in relation to the ordinary hours worked in each separate assignment at the ordinary rate of pay applicable to that assignment.

(iii)	Where an employee has multiple assignments in the same classification, the employee will progress from one increment (year step) to the next increment after the employee has completed the full time equivalent of one year in the increment having regard to the work performed in all assignments.  Further, an employee must complete a minimum of one calendar year in an increment before progressing to the next increment.  Where an employee has multiple assignments in different classifications, the employee’s service in the higher classification will count for the purposes of incremental progression in the lower classification.  However, service in the lower classification shall not count for the purposes of incremental progression in the higher classification. 

(iv)	With the exception of subclause (iii) above, this clause does not apply to employees who have multiple casual assignments only.  The Award provisions are to apply separately to each casual assignment.
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(v)	The following provisions apply to employees with two or more assignments within a single Public Health Organisation:

(a)	The work performed in each of an employee’s assignments shall be aggregated for the purposes of determining all of the employee’s entitlements under this Award.  
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(b)	The combined total number of ordinary hours worked under an employee’s multiple assignments shall not exceed the hours of work as set out in Clause 4, Hours of Work and Free Time of Employees Other than Directors of Nursing and Area Managers, Nurse Education.  

(c)	Where the combined total number of ordinary hours worked under an employee’s multiple assignments is equivalent to those set out in paragraph (i)(a) of clause 4, Hours of Work and Free Time of Employees Other than Directors of Nursing and Area Managers, Nurse Education, for day workers or paragraph (ii)(a) of clause 4, Hours of Work and Free Time of Employees Other than Directors of Nursing and Area Managers, Nurse Education, for shift workers they will be considered as a full time employee for the purposes of the Award and:

1.	that employee is entitled to additional days off in accordance with subclause (iii) of clause 4, Hours of Work and Free Time of Employees Other than Directors of Nursing and Area Managers, Nurse Education, and

2.	paragraph (ii)(a) of clause 25, Overtime, shall apply for the purposes of overtime. 

(d)	Where the combined total number of ordinary hours worked under an employee’s multiple assignments is less than those set out in subclause (c) of this subclause:

1.	paragraph (ii)(b) of clause 25, Overtime, shall apply for the purposes of overtime, and

2.	all ordinary hours and additional hours paid at ordinary rates in each assignment shall be aggregated for the purposes of paragraph (ii)(b) of clause 25, Overtime, and treated as if it were worked under a single assignment.  

(e)	Where an employee is employed in an assignment as a Nurse/Midwife Manager classified at Grade 4 or above and paragraphs (xi)(a) - (c) of clause 25, Overtime, do not apply;

1.	subparagraphs (c)(2) and (d)(1) of this subclause shall not apply to time worked in that assignment provided that,

2.	ordinary hours worked in that assignment shall be counted for the purposes of determining whether the employee has worked beyond 38 hours in any week.  

(f)	The rostering of additional days off will be co-ordinated between the employee’s line managers to ensure that the additional days off are proportionately rostered across the employee’s assignments.  Where an employee has multiple assignments with different ordinary rates of pay, the additional day off will be paid at the rate of pay relevant to the assignment in which it is rostered.

(g)	Where an employee has multiple assignments with different ordinary rates of pay, the rate of pay used to determine the additional hours or overtime payable shall be the rate applicable to the assignment which generated the additional hours or overtime. 

(h)	Where overtime is compensated by way of time off in lieu as set out in subclause (iv) of clause 25, Overtime, that time off in lieu must be taken in the assignment which generated the overtime. 

(i)	Employees who are in full time or part time assignments cannot be engaged on a second or further assignment as a casual employee under the Award.  Any additional hours worked by such employees are to be remunerated in accordance with paragraphs (c) or (d) of this subclause.  
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(j)	Where an employee has an assignment to which Part III - Temporary Employees of clause 29, Part-Time, Casual and Temporary Employees, applies, the allowance referred to at subclause (ii) of Part III - Temporary Employees of clause 29, Part-Time, Casual and Temporary Employees, shall only apply to hours worked in that assignment.  While ever the allowance is paid, the provisions of paragraphs (m) and (n) of this subclause shall not apply to the temporary assignment provided that subclause (iii) of Part III - Temporary Employees, of clause 29, Part-Time, Casual and Temporary Employees, applies to a temporary assignment in relation to annual leave.
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(k)	Where an employee:

1.	has elected to receive the benefits set out in subclauses (ii)-(iv) of Part IV - Savings Provisions of clause 29, Part-time, Casual and Temporary Employees, in relation to an assignment, and

2.	after the date this clause was inserted into the Award the employee commences in a second or further permanent part time assignment and their combined total number of ordinary hours worked in all assignments is less than those set out in subclause (c) of this subclause;

subclauses (i)-(iv) of Part IV - Savings Provisions of clause 29, Part-time, Casual and Temporary Employees, shall cease to apply and the employee will be a permanent part time employee for the purposes of the Award. 


(l)	Where an employee:

1.	has elected to receive the benefits set out in subclauses (ii)-(iv) of Part IV - Savings Provisions of clause 29, Part-time, Casual and Temporary Employees, in relation to an assignment, and

2.	his/her combined total number of ordinary hours worked in all assignments is equal to or more than those set out in paragraph (c) of this subclause,

subclauses (i)-(iv) of Part IV - Savings Provisions of clause 29, Part-time, Casual and Temporary Employees, shall not apply to any of their assignments.  
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(m)	All ordinary hours worked by an employee in multiple assignments shall count towards determining the employee’s leave entitlements.  

(n)	Employees with multiple assignments shall be entitled to take all forms of leave in any of their assignments.  That is, leave accrued by an employee through work performed in one assignment, can be taken by that employee in their other assignment/s.  Service in all assignments will be recognised for the purposes of paragraph (i)(a) of clause 37, Sick Leave.  

(o)	Where an employee has multiple assignments with different ordinary rates of pay, the employee shall be paid for leave taken at the rate of pay relevant to the assignment in which the leave was taken or rostered. 

(p)	Where an employee’s combined total number of ordinary hours worked in their multiple assignments is equivalent to those set out in subclause (c) of this subclause, and that employee is required to work their ordinary hours on a seven day basis, they shall be entitled to six weeks annual leave in accordance with paragraph (i)(a) of clause 30, Annual Leave.  

(q)	Service in all assignments will be recognised for the purposes of entitlements under clause 34, Maternity, Adoption and Parental Leave.

(r)	Where an employee’s assignment is terminated but the employee remains employed under another full time or part time assignment, that employee shall not be paid out the monetary value of the annual leave or long service leave accrued in the terminated assignment.
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(s)	Employees must, at the time they apply for any second or further assignment, disclose in writing that they are already employed by NSW Health and provide details of that assignment including: 

1.	the position/s currently held
2.	the facility in which the existing position/s are worked
3.	the classification/s under which they are engaged in each position
4.	the number of ordinary hours worked in each position
5.	any regular additional hours or overtime that is worked in each position
6.	whether the position/s is worked according to a set roster and if so, the details of that roster arrangement; and

(t)	Prior to accepting an offer for a second or further assignment, employees must provide to their current manager details of that proposed assignment including:

1.	the position they have applied for
2.	the facility in which the proposed new assignment is to be worked
3.	the classification under which they would be engaged in the new assignment
4.	the number of ordinary hours to be worked in the proposed assignment
5.	whether the position is to be worked according to a set roster and if so, the details of that roster arrangement.

(u)	A Public Health Organisation may elect on reasonable grounds to withhold the approval of a second or further assignment to employees who are already employed in another assignment.

(v)	Before accepting any change in roster or undertaking additional hours or overtime that will impact on another assignment, employees who hold multiple assignments must notify their current manager of the details of their next shift in either assignment.  Managers must not change rosters or require employees to work additional hours or overtime where these will impact on the employee’s roster in the other assignment (for example by generating overtime) without first consulting the manager of the other assignment/s. (By way of example, if an employee is requested by Manager 1 in Assignment 1 to undertake additional hours in Assignment 1 that may impact on the roster in Assignment 2, the employee must notify Manager 1 of the impact.  Manager 1 must not change rosters/hours that impact on Assignment 2 without first consulting Manager 2.)

[bookmark: _Toc424217605]Multiple Assignments Across Different Public Health Organisations

(vi)	Assignments in different Public Health Organisations will be regarded as entirely separate for all purposes under the Award, including the accrual and taking of leave. The only exceptions are the provisions of subclause (iii) of this clause (regarding incremental progression) and:

(a)	At the time an employee commences an assignment in another Public Health Organisation the employee’s accrued leave will be apportioned across their assignments (for example, a 0.6 full time equivalent Registered Nurse who commences another 0.4 full time equivalent assignment in another Public Health Organisation will have 60% of their leave accruals allocated to the former assignment and 40% to the latter assignment) unless prior to commencing the new assignment the employee elects that this apportioning does not occur.  After this apportioning, leave accrues separately in each assignment, based on the hours worked in each assignment.  The employer will notify the employee of their right to make this election prior to the apportioning taking place.

(b)	Employees who have multiple assignments across different Public Health Organisations at the time this clause was inserted into this award may elect to apportion their accrued leave across their assignments.

(c)	Service in all assignments will be aggregated for the purposes of calculating long service leave and family and community service leave entitlements.

(d)	Service in all assignments will be recognised for the purposes of entitlements under clause 34, Maternity, Adoption and Parental Leave. 

(e)	Where an employee terminates an assignment, any leave credits that are held against that assignment will be transferred to the remaining assignment/s.

(f)	If prior to the introduction of this clause and/or the Staff Link payroll system an employee received additional days off and/or overtime in accordance with subclause (ii) of clause 25, Overtime, that employee shall continue to receive those benefits until one of the assignments is terminated.

(g)	Where an employee has three or more assignments, one or more of which are in different Public Health Organisations, subclause (v) of this clause shall apply to those assignments which are within a single Public Health Organisation.

[bookmark: _Toc424217606]Changes to the composition of Public Health Organisations

(vii)	The employer and the Association agree to review this clause in the event that the boundaries of any Public Health Organisation change. 

(viii)	Where any change to the boundaries of any Public Health Organisation causes an employee’s multiple assignments to which subclause (v) of this clause previously applied to then be subject to subclause (vi) of this clause, subclause (v) of this clause shall continue to apply (to the exclusion of subclause (vi) of this clause) to those assignments until one of them is terminated. 

5.  Pilot Roster Projects

(i)	Notwithstanding any other provision of this award, Pilot Roster Projects for the purposes of trialling flexible roster practices may be implemented on the following basis:

(a)	The terms of the Pilot Roster Project shall be agreed in writing between the employer and the Association on behalf of the nurses participating in the project. Provided that the Association shall not unreasonably refuse to agree to, or unreasonably delay in responding to, a Pilot Roster Project proposed by an employer.  Provided further that where a Pilot Roster Project is proposed by the Association or nurses and the employer does not agree to introduce a Pilot Roster Project in the terms proposed, the employer shall provide its reasons in writing to the Association or the nurses concerned. 

(b)	The terms shall include

(1)	the duration of the project; and

(2)	the conditions of the project; and

(3)	the award provisions required to be overridden in order to implement the project; and

(4)	review mechanisms to assess the effectiveness of the project.

(c)	Whilst the Pilot Roster Project is being conducted according to its terms, the employer shall not be deemed to be in breach of the award by reason alone of implementing the project.

(d)	Any purported Pilot Roster Project which does not comply with this clause is not a Pilot Roster Project for the purposes of this clause and in particular no employer shall be able to claim the benefit of paragraph (c) when implementing such project.

(ii)	The Association agrees to participate in a review of the operation of this clause, if requested by the Ministry.

(iii)	Pilot 12 hour shift systems in place as at 1 July 2008 shall continue to operate in accordance with the provisions of the relevant pilot agreement.

(iv)	From 1 July 2008, new 12 hour shift systems may be implemented in a ward, unit or operational area according to the provisions of subclause (v) without the requirement for a pilot.  The Association shall be advised in writing by the employer of the intention to introduce such new systems no later than four weeks prior to the proposed date of commencement, to enable consultation with all potentially affected employees.

(v)	The following provisions shall apply to new 12 hour shift systems commencing on or after 1 July 2008:

(a)	Participation in a 12 hour shift system shall be voluntary.  Alternative shift provisions must remain available for staff who do not agree to participate in a 12 hour shift system.

(b)	The ordinary hours of work for each full time employee shall be 228 hours balanced over a six week period. The hours shall be worked as 19 x 12 hour shifts. The ordinary guaranteed hours of work for each part time employee shall be balanced over a six week period. The hours shall be worked as either 12, 10 or eight hour shifts as agreed between the employee and the employer; or

The ordinary hours of work for each full time employee shall be 152 hours balanced over a four week period.  The hours shall be worked as 12 x 12 hour shifts and one x eight hour shift.  The ordinary guaranteed hours of work for each part time employee shall be balanced over a four week period.  The hours shall be worked as either 12, 10 or eight hour shifts as agreed between 
the employee and the employer.

(c)	Payment for full time employees shall be for 76 hours per pay period at the appropriate hourly rate for each employee. Payment for part time employees shall be the actual number of hours worked per pay period.

(d)	The day shift may have a span of up to 12.5 hours and shall include one half hour unpaid meal break and two x 20 minute paid tea breaks.

(e)	The night shift may have a span of up to 12.5 hours and shall include one thirty minute unpaid meal break and a further one hour paid break or two x 30 minute paid breaks.

(f)	The maximum number of consecutive shifts shall be three.  Except that an employee may be rostered for four consecutive shifts once in each six week cycle at the request of the employee.

(g)	Employees shall not be rostered on single days off unless it is at the request of the employee.

(h)	The minimum break between shifts shall be 11.5 hours.

(i)	Rosters should reflect an equitable distribution of day, night and weekend shifts among employees participating in the 12 hour shift system.  No more than 50% of shifts in the roster cycle should be night shift unless otherwise agreed between the employee and the unit manager.

(j)	No overtime shall be worked in conjunction with a 12 hour shift.

(k) 	Any 12 hour shift being replaced by either casual or agency staff will cover the full span of the shift.

(l)	An individual employee shall have the right to withdraw from the 12 hour shift system. An employee wishing to withdraw from the 12 hour shift system shall provide a period of notice equivalent to the roster period.  In the case of demonstrated pressing necessity, a minimum of two weeks' notice shall be required, or such lesser period of time as may be agreed to by the public health organisation.

(m)	Where a 12 hour shift system is in place management shall be entitled to consider whether continuation of the system in that ward, unit or operational area remains appropriate.  Where management determines after consultation with affected employees to cease a 12 hour shift system, three months’ notice of the intended cessation shall be given to employees.

6.  Introduction of Change

(a)	Where an employer has made a definite decision to introduce changes in organisation, structure, health service delivery, or technology that are likely to have significant effects on employees covered by this Award, the employer shall notify the Association and employees who may be affected by the proposed changes.  Discussions shall commence as soon as practicable after such decision has been taken.

(b)	"Significant effects" includes:

i.	termination of employment;

ii.	major changes in the composition, operation or size of the employer’s workforce or in the skills required;

iii.	changes in employment and/or promotional opportunities or job tenure for a class or group of employees;

iv.	the alteration of hours of work for a class or group of employees; or 
v.	the need for training or transfer of a class or group of employees to other work or location, and the restructuring of jobs.

(c)	The employer shall discuss with the employees affected and the Association, inter alia, the introduction of the changes referred to in subclause (a) above, the effects the changes are likely to have on employees and any measures proposed by the employer 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 Association in relation to the changes.

(d)	For the purpose of such discussion, the employer shall provide to the employees concerned and the Association all relevant information about the changes including the nature of the changes proposed and the expected significant effects of the changes on employees. Provided that the employer shall not be required to disclose confidential information, the disclosure of which would adversely affect the employer, Ministry or Director-General of Health; or is an exempt matter under the Government Information (Public Access) Act 2009 (the GIPA Act).

(e)	The provision of communication during maternity, adoption or parental leave is in accordance with Part E Communication During Leave, of Clause 34, Maternity, Adoption and Parental Leave.

(f)	With respect to occupational health safety matters as referred to in the Work Health and Safety Act 2011, the provisions of that Act apply, and specifically the provisions under Section 47, "Duty to consult workers", as varied from time to time.

7.  Hours of Work and Free Time of Directors of Nursing and Area Managers, Nurse Education

(i)	A Director of Nursing or Area Manager, Nurse Education shall be free from duty for not less than 9 days in each twenty-eight consecutive days and such days free from duty may be taken in one or more periods.

(ii)	If any of the days mentioned in subclause (i) of this clause cannot be taken by reason of emergency, such day or days shall be given and taken within 28 days of becoming due.

(ii)	A Director of Nursing or Area Manager, Nurse Education shall, where practicable, inform his or her employer giving not less than 7 days' notice of the days he or she proposes to be free from duty; provided that such days shall be subject to the approval of the employer, and such approval shall not be unreasonably withheld.

8.  Rosters

(i)	The ordinary hours of work for each employee, other than the Director of Nursing, shall be displayed on a roster in a place conveniently accessible to employees.

(ii)	The roster shall be displayed at least four weeks prior to the commencing date of the first working period in the roster.

(iii)	Notwithstanding the foregoing provisions of this clause, a roster may be altered at any time to enable the nursing service of the public hospital or public health organisation to be carried on where another employee is absent from duty on account of illness or in an emergency: Provided that where any such alteration involves an employee working on a day which would otherwise have been such employee's day off, the day off in lieu thereof shall be as mutually arranged.

(iv)	Prior to the date of the changed shift, such change of roster shall be notified verbally or in writing to the employee concerned.

(v)	Where an employee is entitled to an additional day off duty in accordance with clause 4, Hours of Work and Free Time of Employees other than Directors of Nursing, such day is to be shown on the roster of hours for that employee. 

(vi)	All rosters shall be retained for at least six years.
9.  Salaries

(i)	The minimum salaries per week to be paid to employees shall be as set out in Table 1 of Part B.

(ii)	An Enrolled Nurse without medication qualification or Enrolled Nurse without medication qualification - Special Grade who has the notation "does not hold a Board approved qualification in medicines administration" removed from their registration will be classified and paid as an Enrolled Nurse or Enrolled Nurse Special Grade respectively from the commencement of the first full pay period following the removal of such notation. 

Provided that an Enrolled Nurse 1st year shall not progress to Enrolled Nurse 2nd year until completion of twelve months’ service at the 1st year rate (or for part time employees the full time equivalent of 1,982 hours), and to the 3rd year rate until completion of twelve months’ service at the 2nd year rate (or for part time employees the full time equivalent of 1,982 hours), and so on throughout the scale.

(iii)	Provided that a Nurse/Midwife Practitioner shall not progress or be appointed to Nurse/Midwife Practitioner Year 3 until completion of twelve months service at the Year 2 rate and to the Thereafter rate until completion of twelve months service at the Year 3 rate.  Accordingly, a Nurse/Midwife Practitioner cannot be appointed directly to Nurse/Midwife Practitioner Year 3 and thereafter.

10.  Salary Sacrifice to Superannuation

(i)	Notwithstanding the salaries prescribed in clause 9, Salaries, as varied from time to time, an employee may elect, subject to the agreement of the employee’s employer, to sacrifice a part or all of the salary payable under the salaries clause 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 together with any salary packaging arrangements under clause 51, Salary Packaging, of this award may be made up to one hundred (100) per cent of the salary payable under the salaries clause, or up to one hundred per cent of the currently applicable superable 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.

(ii)	Any pre-tax and post-tax payroll deductions must be taken into account prior to determining the amount of available salary to be packaged. Such payroll deductions may include but are not limited to superannuation payments, HECS payments, child support payments, judgment debtors/garnishee orders, union fees and private health fund membership fees.

(iii)	Where the employee has elected to sacrifice a part or all of the available payable salary to additional employer superannuation contributions:

(a)	The employee shall be provided with a copy of the signed agreement. The salary sacrifice agreement shall be terminated at any time at the employee’s election and shall cease upon termination of the employee’s services with the employer.

(b)	Subject to Australian Taxation Law, the amount of salary sacrificed will reduce the salary subject to appropriate PAYE taxation deductions by the amount sacrificed; and 

(c)	Any allowance, penalty rate, overtime, 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 salary, shall be calculated by reference to the salary which would have applied to the employee under the salaries clause in the absence of any salary sacrifice to superannuation made under this award.

(iv)	The employee may elect to have the specified amount 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 employer's agreement, paid into private sector complying superannuation scheme as employer superannuation contributions.

(v)	Where an employee elects to salary sacrifice in terms of subclause (iv) above, the employer will pay the sacrificed amount into the relevant superannuation fund.

(vi)	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 employee’s employer must ensure that the amount of any additional employer superannuation contributions specified in subclause (i) above is included in the employee’s superannuable salary which is notified to the New South Wales public sector superannuation trustee corporations.

(vii)	Where, prior to electing to sacrifice a part or all of their salary to superannuation, an employee had entered into an agreement with their employer to have superannuation contributions made to a superannuation fund other than a fund established under legislation listed in subclause (vi) above, the employer will continue to base contributions to that fund on the salary payable under clause 9, Salaries, of the award to the same extent as applied before the employee sacrificed that amount of salary to superannuation. This clause applies even though the superannuation contributions made by the Employer may be in excess of the superannuation guarantee requirements after the salary sacrifice is implemented.

11.  Leave for Matters Arising from Family Violence

(i)	In this clause family violence means domestic violence as defined in the Crimes (Domestic and Personal Violence) Act 2007.

(ii)	The leave entitlements provided for in clause 37, Sick Leave and clause 32, Family and Community Services Leave of this Award may be used by staff members experiencing family violence.

(iii)	Where the leave entitlements referred to in subclause (ii) above are exhausted, the employer shall grant up to five days special leave on full pay per calendar year to be used for absences from the workplace to attend to matters arising from family violence situations.

(iv)	The employer will need to be satisfied, on reasonable grounds, that family violence has occurred and may require proof presented in the form of an agreed document issued by the Police Force, a court, a doctor, a Family Violence Support Service or lawyer.

(v)	Personal information concerning family violence will be kept confidential by the employer.

(vi)	The employer, where appropriate, may facilitate flexible working arrangements subject to operational requirements, including changes to working times and changes to work location, telephone number and email address.

(vii)	This clause does not preclude the application of NSW Health policies which may provide for greater benefits than those set out above.

12.  Special Allowances

(i)

(a)	A registered nurse in charge of a public hospital of not more than 100 beds during the day, evening or night in the absence of a senior nurse shall be paid, in addition to his or her appropriate salary, whilst so in charge, the sum as set out in Item 1, of Table 2 of Part B per shift.

(b)	This subclause shall not apply to registered nurses holding positions of a higher grade than that of clinical nurse specialist.

(ii)

(a)	An employee required by his or her employer to be on call otherwise than as provided in (b) and (c) hereof shall be paid the sum as set out in Item 2 of Table 2 of Part B for each hour or part thereof with a minimum payment of eight hours at that rate.

(b)	An employee required to be on call on rostered days off in accordance with paragraph (c) of subclause (xvii) of clause 4, Hours of Work and Free Time of Employees Other Than Directors of Nursing, shall be paid the sum as set out in Item 3, of Table 2 of Part B for each hour or part thereof with a minimum payment of eight hours at that rate. 

(c)	An employee who is directed to remain on call during a meal break shall be paid an allowance as set out in Item 4, of Table 2 of Part B.

(d)	Where an employee on call leaves the public hospital and is recalled to duty, he or she shall be reimbursed all reasonable fares and expenses actually incurred provided that where an employee uses a motor car in these circumstances, the allowance payable shall be the rate prescribed from time to time by the Ministry for a "casual" user. The provisions of this paragraph shall apply to all employees.

(e)	This subclause shall not apply to Nurse Managers classified at Grade 4 or above provided that the allowances prescribed in subclauses (a) and (b) of this subclause shall be paid to Nurse Managers classified at Grade 4, Grade 5 and Grade 6 when required to remain on call for the purpose of the performance of clinical duties.

(iii)

(a)	Where a Director of Nursing is required by the public hospital to perform radiographic duties he/she shall be paid in addition to his/her appropriate salary an allowance as set out in Item 5, of Table 2 of Part B per week.

(b)	The allowance prescribed by paragraph (a) of this subclause shall apply to an employee who relieves the Director of Nursing for a period of one week or more.

(c)	An employee who is performing radiographic duties in the absence of the Director of Nursing for a period of less than one week shall be paid in addition to his or her appropriate salary a daily allowance as set out in Item 6, of Table 2 of Part B, provided that the maximum allowance per week payable in accordance with this paragraph shall not exceed the amount set in the said Item 6. 

(d)	The allowance prescribed by this subclause shall be regarded as part of the salary for the purpose of this award.

(iv)	An employee required to wear a lead apron shall be paid an allowance as set out in Item 7, of Table 2 of Part B for each hour or part thereof that he/she is required to wear the said apron. No employee shall be required to wear a lead apron for more than one hour without being allowed a paid break of 10 minutes.

(v)	A registered nurse who is designated to be in charge of a ward or unit during day, evening or night shifts, when the Nursing/Midwifery Unit Manager is not rostered for duty, shall be paid an allowance as set out in Item 8, of Table 2 of Part B per shift.  Provided that the allowance shall also be paid when the Nursing/Midwifery Unit Manager is rostered on duty if the day to day clinical management role for the shift is delegated to a designated registered nurse/midwife.  Provided further that the allowance shall also be paid in the absence of a Nurse/Midwife Manager in facilities where the Nurse/Midwife Manager undertakes the functions usually carried out by a Nursing/Midwifery Unit Manager.

(vi)	A registered nurse/midwife who is designated to be in-charge of a ward or unit when the Nursing/Midwifery Unit Manager is not rostered for duty and who is also designated to be in-charge of a public hospital of less than 100 beds during the day, evening or night on the same shift shall be paid an allowance as set out in Item 9, of Table 2 of Part B per shift.  Provided that this allowance shall also be paid in facilities where the Nurse/Midwife Manager undertakes the functions usually carried out by a Nursing/Midwifery Unit Manager.

(vii)

(a)	An employee who makes their services available and participates in an approved roster to provide emergency telephone counselling outside their normal rostered ordinary hours shall receive the payments prescribed in paragraphs (b), (c) and (d) of this subclause.

(b)	An employee rostered to be on call shall be paid the sum as set in Item 2 of Table 2 of Part B for each hour or part thereof with a minimum payment of eight hours at that rate.  Provided that an employee rostered on call on rostered days off shall be paid the sum as set in Item 3, of Table 2 of Part B for each hour or part thereof with a minimum payment of eight hours at that rate.

(c)	If during such an on call period prescribed in paragraph (b) of this subclause an employee is required to provide telephone counselling to a client, such employee shall be entitled to the following payment in addition to the payment in the said paragraph (b):

1.	An employee on call for telephone counselling for up to 8 hours and is required to provide telephone counselling, such employee is to be paid one hour at ordinary rates (excluding penalties).  If an employee receives more than one call to provide telephone counselling, no additional payment is to be made.

2.	An employee on call for telephone counselling for 8-16 hours and is required to provide telephone counselling, such employee is to be paid two hours at ordinary rates (excluding penalties). If an employee receives more than one call to provide telephone counselling, no additional payment is to be made.

3.	An employee on call for telephone counselling for 16-24 hours and is required to provide telephone counselling, such employee is to be paid three hours at ordinary rates (excluding penalties).  If an employee receives more than one call to provide telephone counselling, no additional payment is to be made.

(d)	An employee called out during the period of on call shall be entitled to the prescriptions of clause 25, Overtime. 

(viii)	An Enrolled Nurse or an Enrolled Nurse without medication qualification employed in the central sterile supply department of a public hospital, in possession of a Sterilising Technology Certificate issued by the Sterilising Research and Advisory Council of Australia shall be paid an allowance as set out in Item 18 of Table 2 of Part B. 

(ix)	A registered nurse who is designated in-charge of a public hospital or facility of greater than 100 beds during an evening or night shift Monday to Friday or any Saturday or Sunday shift shall be paid an allowance per shift as set out in Item 9(b), of Table 2 of Part B.  This allowance shall not apply to registered nurses holding positions of a higher grade than Clinical Nurse/Midwife Specialist Grade 2.  The employer shall not use this provision on a permanent basis in place of appointing a Nurse Manager.

13.  Continuing Education Allowance

(i)	An employee employed in the classification of Registered Nurse /Midwife (years 1 to 8), Clinical Nurse Specialist/Clinical Midwife Specialist, Nursing/Midwifery Unit Manager, Nurse/Midwife Manager Grade 1, Nurse/Midwife Manager Grade 2 or Nurse/Midwife Manager Grade 3 and above (who satisfies the employer that she/he is engaged in clinical work for more than 50% of her/his time) who holds a continuing education qualification in a clinical field, in addition to the qualification leading to registration, shall be paid a continuing education allowance, subject to the following conditions set out below:

(a)	the allowance is only payable where the qualification is accepted by the employer to be directly relevant to the competency and skills used by the nurse/midwife in the duties of the position;

(b)	an employee holding more than one relevant qualification is only entitled to one allowance, being the allowance of the highest monetary value;

(c)	the employee claiming entitlement to a qualification allowance must provide evidence to the employer that they hold that qualification within three months of obtaining the qualification or within three months of commencing work in the relevant specialty, unless exceptional circumstances prevent this.

(ii)	Subject to the provisions in subclause (i) of this clause, an employee who holds a post-registration hospital certificate listed in Schedule 2 shall be paid an allowance of an amount set out in Item 20 of Table 2 - Other Rates and Allowances, of Part B, Monetary Rates.

(iii)	Subject to the provisions in subclause (i) of this clause, an employee who holds a post-graduate certificate shall be paid an allowance of an amount set out in Item 21 of Table 2 - Other Rates and Allowances, of Part B, Monetary Rates.

(iv)	Subject to the provisions in subclause (i) of this clause, an employee who holds a post-graduate diploma or degree (other than an undergraduate nursing degree) shall be paid an allowance of an amount set out in Item 22 of the said Table 2.

(v)	Subject to the provisions in subclause (i) of this clause, an employee who holds a masters degree or doctorate shall be paid an allowance of an amount set out in Item 23 of the said Table 2.

(vi)	An Enrolled Nurse or an Enrolled Nurse without medication qualification, who holds a relevant Certificate IV or equivalent continuing education qualification in a clinical field, or Advanced Diploma of Nursing (Enrolled/Division 2 Nursing) in addition to the qualification leading to enrolment, shall be paid a continuing education allowance, subject to the following conditions set out below:

(a)	the allowance is only payable where the qualification is accepted by the employer to be directly relevant to the competency and skills used by the Enrolled Nurse or an Enrolled Nurse without medication qualification in the duties of the position;

(b)	an employee holding more than one relevant qualification is only entitled to one allowance, being the allowance of the highest monetary value;

(c)	the employee claiming entitlement to a qualification allowance must provide evidence to the employer that they hold that qualification within three months of obtaining the qualification or within three months of commencing work in the relevant specialty, unless exceptional circumstances prevent this.

(vii)	Subject to the provisions in subclause (vi) of this clause, an Enrolled Nurse or an Enrolled Nurse without medication qualification who holds a Certificate 4 qualification shall be paid an allowance of an amount set out in Item 24 of the said Table 2.

(viii)	Subject to the provisions in subclause (vi) of this clause, an Enrolled Nurse or an Enrolled Nurse without medication qualification who holds an Advanced Diploma of Nursing (Enrolled/Division 2 Nursing) qualification shall be paid an allowance of an amount set out in Item 25 of the said Table 2.

(ix)	A Clinical Nurse Educator/Clinical Midwife Educator who holds a post graduate diploma, degree, masters or doctorate in education or a clinical field in addition to the qualification leading to registration, or a Clinical Nurse Specialist/Clinical Midwife Specialist Grade 2 who holds a post graduate diploma, degree, masters or doctorate in a clinical field in addition to the qualification leading to registration, shall be paid a continuing education allowance, subject to the following conditions set out below:

(a)	the allowance is only payable where the qualification is accepted by the employer to be directly relevant to the competency and skills used by the registered nurse/midwife in the duties of the position;

(b)	an employee holding more than one relevant qualification is only entitled to one allowance, being the allowance of the highest monetary value;

(c)	the employee claiming entitlement to a qualification allowance must provide evidence to the employer that they hold that qualification within three months of obtaining the qualification or within three months of commencing work in the relevant specialty, unless exceptional circumstances prevent this.

(x)	Subject to the provisions in subclause (ix) of this clause, a Clinical Nurse Educator/Clinical Midwife Educator who holds a post graduate diploma, degree, Masters or Doctorate in education or a clinical filed, or a Clinical Nurse Specialist/Clinical Midwife Specialist Grade 2 who holds a post graduate diploma, degree, masters or doctorate in a clinical field, shall be paid an allowance of the relevant amount set out at either Item 22 or 23 of the said Table 2.

(xi)	The above allowances are not to be included in the employee’s ordinary rate of pay. The allowances are payable during periods of paid leave taken by an employee.

(xii)	The continuing education allowances shall be considered salary-related allowances for the purpose of salary and salary related allowance increases that may occur.

(xiii)	Where a dispute arises concerning the eligibility for payment of a Continuing Education Allowance that is not resolved by the process contained in subclauses (i) to (iv) of clause 48, Disputes, of this Award, negotiations between the NSW Ministry of Health and the Association must occur prior to referral to the Industrial Relations Commission for determination.

14.  Climatic and Isolation Allowances

(i)	Subject to subclause (ii) of this clause, persons employed in public hospitals or public health organisations in places situated upon or to the west of a line drawn as herein specified shall be paid an allowance as set out in Item 10, of Table 2 of Part B per week, in addition to the salary to which they are otherwise entitled.  The line shall be drawn as follows: commencing at Tocumwal and thence to the following towns in the order stated - namely Lockhart, Narrandera, Leeton, Peak Hill, Gilgandra, Dunedoo, Coolah, Boggabri, Inverell and Bonshaw. 

(ii)	Persons employed in public hospitals or public health organisations in places situated upon or to the west of a line drawn as herein specified shall be paid an allowance as set out in the said Item 10 per week, in addition to the salary to which they are otherwise entitled.  The line shall be drawn as follows: commencing at a point on the right bank of the Murray River opposite Swan Hill (Victoria), and then to the following towns in the order stated - namely, Hay, Hillston, Nyngan, Walgett, Collarenebri and Mungindi.

(iii)	Except for the computation of overtime, the allowances prescribed by this clause shall be regarded as part of the salary for the purposes of this award.

(iv)	The allowances prescribed by this clause are not cumulative. 
(v)	An employee who works less than 38 hours per week shall be entitled to the allowances prescribed by this clause in the same proportion as the average hours worked each week bears to thirty eight ordinary hours.

15.  Penalty Rates for Shift Work and Weekend Work

(i)	Employees working afternoon or night shift shall be paid the following percentages in addition to the ordinary rate for such shift:  Provided that employees who work less than 38 hours per week shall only be entitled to the additional rates where their shifts commence prior to 6am or finish subsequent to 6pm.

Afternoon shift commencing at 10am and before 1pm - 10%.

Afternoon shift commencing at 1pm and before 4pm - 12.5%.

Nightshift commencing at 4pm and before 4am - 15%.

Nightshift commencing at 4am and before 6am - 10%.

(ii)	"Ordinary rate" and "ordinary time" shall not include any percentage addition by reason of the fact that an employee works less than 38 hours per week.

(iii)	For the purpose of this clause day, afternoon and night shifts shall be defined as follows:

"Day shift" means a shift which commences at or after 6am and before 10am.

"Afternoon shift" means a shift which commences at or after 10am and before 4pm.

"Night shift" means a shift which commences at or after 4pm and before 6am on the day following.

(iv)	Employees whose ordinary working hours include work on a Saturday and/or Sunday, shall be paid for ordinary working hours worked between midnight on Friday and midnight on Saturday at the rate of time and one half and for ordinary hours worked between midnight on Saturday and midnight on Sunday at the rate of time and three quarters. These extra rates shall be in substitution for and not cumulative upon the shift premiums prescribed in the preceding subclause (i) of this clause.

The foregoing paragraph shall apply to employees who work less than 38 hours per week, but such employees shall not be entitled to be paid in addition any allowance prescribed by clause 29, Part-time, Casual and Temporary Employees, in respect of their employment between midnight on Friday and midnight on Sunday.

(v)	The additional payments prescribed by this clause shall not form part of the employee's ordinary pay for the purposes of this Award, except as provided in clause 30, Annual Leave.

(vi)	This clause shall not apply to Nurse/Midwife Managers classified Grade 4 or above.

16.  Fares and Expenses

(i)	An employee required to travel in the performance of duty shall be reimbursed first-class rail fares (including sleeper accommodation) and all reasonable out-of-pocket expenses.

(ii)

(a)	An employee who is engaged for an indefinite period and who remains in the employment for at least six months shall be reimbursed forward fares from the place of engagement, provided that the distance of normal travel therefrom to the employment exceeds 40 kilometres.

(b)	An employee who is engaged for an indefinite period and who is dismissed within six months for any reason, other than misconduct or inefficiency shall be reimbursed forward fares from the place of engagement; provided that the distance of normal travel there from to the employment exceeds 40 kilometres and shall also be reimbursed return fares to such place of engagement or the employee's immediate destination whichever is the cheaper.

(iii)	An employee who is engaged for a definite period and who completes the period of engagement or who is dismissed before completing such period for any reason other than misconduct or inefficiency, shall be reimbursed forward fares from the place of engagement provided that the distance of normal travel therefrom to the employment exceeds 40 kilometres and shall be reimbursed return fares to such place of engagement or to the employee's immediate destination, whichever is the cheaper.

(iv)	Subclauses (ii) and (iii) of this clause shall not apply to nurses travelling to a midwifery training school to enter upon midwifery training or to nurses travelling to a public hospital for post-graduate training.

(v)	Fares within the meaning of this clause shall include only fares incurred in respect of travel within New South Wales.

(vi)	An employee who claims reimbursement of fares, pursuant to this clause, shall furnish to the employer, if so required, satisfactory proof that she or he has not received from another employer reimbursement in respect to those fares.

17.  Special Rates and Conditions

(i)	In addition to the rates prescribed by clause 9, Salaries, the additional rates as set in Item 11, of Table 2 of Part B shall be payable to the undermentioned employees of the Tibooburra and Ivanhoe District Hospitals:  

Registered Nurses/Midwives;
All Enrolled Nurse classifications; or 
Assistants in Nursing.

(NOTE:  These additional rates are compensation for overtime and adverse conditions.)

(ii)	In addition to the annual leave prescribed by clause 30, Annual Leave, the Director of Nursing and registered nurses at the Tibooburra District Hospital and Ivanhoe District Hospital shall be allowed seven days leave of absence annually on full pay.

(iii)	All nurses employed by the Justice Health Service, nurses working in the Kestrel Unit, Morisset and Court Liaison Nurses employed by a Local Health District shall be paid a special environmental allowance as set out in item 11A of Table 2 of Part B. Such allowance shall be considered as salary for all purposes of this award (including the calculation of overtime and penalty rates).and shall be adjusted from time to time in accordance with any general wage movements in this Award.  Part time and Casual employees shall be paid this allowance on a pro rata basis. 

(iv)	All nurses employed by the Justice Health Service shall be paid a productivity allowance as set out in item 11B of Table 2 of Part B. Such allowance shall be considered as salary for all purposes of this award (including the calculation of overtime and penalty rates) and shall be adjusted from time to time in accordance with any general wage movements in this award. Part time and Casual employees shall be paid this allowance on a pro rata basis.
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(v)	In addition to the weekly rate of pay prescribed by clause 9, Salaries, Flight Nurses shall receive the sum in Item 19 of Table 2 of Part B as an industry allowance. This allowance shall not form part of the normal wages in respect of overtime, shift penalties or penalties for weekends and public holidays. This allowance shall not be payable on annual leave, long service leave or sick leave. 

(vi)	Reserve Duty Allowance - A Flight Nurse required to stand by at a country centre outside normal rostered hours shall be paid one-third of the normal hourly rate while so doing and while not engaged in actual duties.

(vii)	Unscheduled Stopovers - A Flight Nurse required to remain away from home overnight shall be provided with accommodation and full board of a reasonable standard which will be paid for by the Ambulance Service.

(viii)	Each five hours during a tour of duty only, a meal allowance, as set out in subclause (ix) below shall be paid unless a meal is provided.

(ix)	The allowance per meal shall be the average of the allowances for breakfast, lunch and dinner as determined by Item 19 of Table 1 of the Department of Premier and Cabinet Circular C2021-03-Meal, Travelling and Other Allowances for 2020-21 (as amended or replaced).
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(x)	Payment of the Team Leader allowance provided for in the Health Professionals and Medical Salaries Award ceased to apply for employees covered by this Award from 1 July 2008, except that nurses in receipt of such an allowance immediately prior to 1 July 2008 whose salary is in advance of the applicable rate under the NSW Health Service Health Professionals (State) Award continue to receive that allowance while occupying their existing role.  

(xi)	A registered nurse responsible for the leadership, guidance and line management of a multi-disciplinary team of health professionals in a community-based service whose annual salary is lower than the relevant salary set out in the NSW Health Service Health Professionals (State) Award for the Team Leader role shall for all purposes be paid the difference between their salary and the applicable salary set out in the NSW Health Service Health Professionals (State) Award for the relevant Team Leader classification as follows:

(a)	A registered nurse responsible for the leadership, guidance and line management of a multi-disciplinary team of up to five other full time equivalent health professionals or other technical staff or support staff providing clinical input in a community-based service shall be paid the base salary applicable to Health Professional Level 3, Year 2. 

(b)	A registered nurse responsible for the leadership, guidance and line management of a multi-disciplinary team of more than five and less than 10 other full time equivalent health professionals or other technical staff or support staff providing clinical input in a community-based service shall be paid the base salary applicable to Health Professional Level 4, Year 2.

(c)	A registered nurse responsible for the leadership, guidance and line management of a multi-disciplinary team of more than 10 and less than 20 other full time equivalent health professionals or other technical staff or support staff providing clinical input in a community-based service shall be paid the base salary applicable to Health Professional Level 5, Year 2.

18.  Telephone Allowance

If an employee is required by his or her employer to have a telephone installed at his or her residence for the purposes of his or her employment, the employer shall be responsible for the payment of -

(a)	the cost of installation of the telephone

(b)	three quarters of the cost of the rental of that telephone

(c)	the cost of all official calls.
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(i)	This clause arises from the Secure Employment Test Case 2006. For the purposes of this subclause, the following definitions shall apply:

(a)	A "labour hire business" is a business (whether an organisation, business enterprise, company, partnership, co-operative, sole trader, family trust or unit trust, corporation and/or person) which has as its business function, or one of its business functions, to supply staff employed or engaged by it to another employer for the purpose of such staff performing work or services for that other employer.

(b)	A "contract business" is a business (whether an organisation, business enterprise, company, partnership, co-operative, sole trader, family trust or unit trust, corporation and/or person) which is contracted by another employer to provide a specified service or services or to produce a specific outcome or result for that other employer which might otherwise have been carried out by that other employer’s own employees.

(ii)	Any employer which engages a labour hire business and/or a contract business to perform work wholly or partially on the employer’s premises shall do the following (either directly, or through the agency of the labour hire or contract business):

(a)	consult with employees of the labour hire business and/or contract business regarding the workplace occupational health and safety consultative arrangements;

(b) 	 provide employees of the labour hire business and/or contract business with appropriate work, health and safety induction training including the appropriate training required for such employees to perform their jobs safely;

(c)	provide employees of the labour hire business and/or contract business with appropriate personal protective equipment and/or clothing and all safe work method statements that they would otherwise supply to their own employees; and

(d) 	ensure employees of the labour hire business and/or contract business are made aware of any risks identified in the workplace and the procedures to control those risks.

(iii)	Nothing in this clause is intended to affect or detract from any obligation or responsibility upon a labour hire business arising under the Work Health and Safety Act 2011 or the Workplace Injury Management and Workers Compensation Act 1998.

(iv)	Disputes regarding the application of this clause. Where a dispute arises as to the application or implementation of this clause, the matter shall be dealt with pursuant to the disputes settlement procedure of this award.

(v)	This clause has no application in respect of organisations which are properly registered as Group Training Organisations under the Apprenticeship and Traineeship Act 2001 (or equivalent interstate legislation) and are deemed by the relevant State Training Authority to comply with the national standards for Group Training Organisations established by the ANTA Ministerial Council.

20.  Mobility, Excess Fares and Travelling

For the purpose of this clause accustomed place of work shall mean the location where an employee is regularly required to commence duty by the employer.

(i)	An employee shall be required to proceed to the accustomed place of work and return home once on each ordinary working day or shift in the employee's own time and at the employee's own expense.

(ii)

(a)	Where an employee is directed to report for duty to a place of work other than the employee's accustomed place of work the employee shall travel to and from the alternative place of work in the employer's time for those periods in excess of time normally taken to travel to and from the accustomed place of work.

(b)	If the excess of travelling time on a particular day or shift is greater than the prescribed ordinary hours of duty for the particular category of staff for that day or shift, then the excess of hours, shall be paid at the ordinary rate of pay to the extent of the excess of travelling time.
(c)	Fares incurred by such employee in excess of the fares normally incurred in travelling to the employee's accustomed place of work and returning home from the accustomed place of work, shall be reimbursed.

(d)	Where the employee is required to report to an alternative place of work and has the prior approval of the employer to travel by their own mode of conveyance, the employee shall be paid a kilometre allowance for kilometres travelled in excess of the kilometres the employee normally travels between the accustomed place of work and home. The kilometre allowance will be as prescribed by Item 6 of Table 1 of the (ref clause 36.3) of Table 1 of the Department of Premier and Cabinet Circular C2021-03-Meal, Travelling and Other Allowances for 2020-21 (as amended or replaced).

(iii)

(a)	Where an employer has determined that an employee or employees should report to a new accustomed place of work on a permanent basis, the decision must be discussed with the affected employee(s) and the local branch of the relevant union(s) prior to notice of changed accustomed place of work being given. An employer shall only make such a determination where it is reasonable in all the circumstances to do so.

(b)	The employer shall give the employee reasonable notice of the requirement to report to a new accustomed place of work. For the purpose of this sub-clause, "reasonable notice" shall be one calendar month prior to the date the employee is first required to report to the new accustomed place of work.

(c)	Where the accustomed place of work is changed on a permanent basis by the employer, the employee shall report to the new accustomed place of work on the date specified by the employer.

(d)	If there is disagreement about such decision after such discussion or if a significant number of employees are involved, the matter should be referred to the Ministry of Health, which will discuss the matter with the appropriate union(s) and will determine the date upon which notice will be given to employee(s).

(iv)

(a)	The provision of this clause shall not apply to an employee appointed to regularly perform relief duties or to employees specifically employed to perform duties at more than one place of work except as provided in (b) hereunder.

(b)	If a reliever incurs fares in excess of the amount as set in Item 12 of Table 2 - Other Rates and Allowances per day in travelling to and from the relief site, the excess shall be reimbursed.

(c)	Where a reliever, with the prior approval of the employer, travels by their own mode of conveyance and incurs travelling costs in excess of the amount as set in Item 12 per day to and from the relief site, such excess shall be reimbursed. The rate applicable shall be the kilometre allowance prescribed by Item 6 (ref clause 36.3) of Table 1 of the Department of Premier and Cabinet Circular C2021-03-Meal, Travelling and Other Allowances for 2020-21 as amended or replaced).

(v)	No payment shall be made under this clause unless the employer is satisfied that the employee has incurred additional expenditure in having to report to an alternative place of work, at the direction of the employer.

(vi)	Travel to an alternative place of work, either by public transport or own mode of conveyance, shall in all instances be by the most direct route.



21.  Car Allowance
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22.  Provision of Communication Device

An employee who is required to visit clients away from a secure working environment shall, during the performance of such duties, be provided with a suitable and effective communication device. The provision of this equipment is intended to improve service delivery, together with enhancing the safety and wellbeing of the employee.

23.  Uniform and Laundry Allowances

(i)	Subject to subclause (ii) of this clause, sufficient, suitable and serviceable uniforms, including one pair of shoes per annum which shall be of a recognised acceptable standard for the performance of nursing duties, shall be supplied free of cost to each employee required to wear a uniform. An employee to whom a new uniform or part of a uniform has been issued who, without good reason, fails to return the corresponding article last supplied shall not be entitled to have such article replaced without payment therefore at a reasonable price.

(ii)	An employee, on leaving the service of an employer, shall return any uniform or part thereof supplied by that employer which is still in use immediately prior to leaving.

(iii)

(a)	In lieu of supplying uniforms and shoes to an employee, an employer shall pay the said employee the sum as set out in Item 13 of Table 2 of Part B per week, which includes a sum as set in the said Item 13 per week for shoes.  Provided, however, that if a uniform includes a cardigan or jacket an additional amount as set in the said Item 13 per week shall also be paid. 

(b)	The allowances prescribed in this subclause continue to be payable during any period of paid leave.

(iv)

(a)	If, in any public hospital or public health organisation, the uniforms of an employee are not laundered at the expense of the employer, an allowance as set out in Item 14, of Table 2 of Part B per week shall be paid to the said employee. Provided that this allowance is not payable during any period of leave which exceeds one continuous week.

(b)	This allowance is also payable to employees providing direct clinical care and who are not required to wear a uniform.

(v)	Where the employer requires any employee to wear headgear, the employer shall provide headgear free of charge to the employee.

(vi)	Each employee whose duties regularly require them to work out of doors shall be supplied with a suitable waterproof coat, hat and overboots. Sufficient waterproof clothing shall be made available for use by other employees who in the course of their duties are exposed to wet weather.

(vii)	The Ambulance Service shall provide for each employee sufficient suitable and serviceable uniforms, including the following articles of clothing:

(a)	For female employees:

1 Uniform Jacket
3 Culotte Mid-weight Skirts
2 Winter weight Culotte Skirts
3 Slacks
4 Blouses (2 long sleeve, 2 short sleeve)
1 Pair of Shoes
1 Handbag
1 Cardigan
1 Raincoat
1 Parka

(b)	For male employees - The equivalent items of clothing of the NSW Ambulance Service officers' uniform shall be provided.

24.  Higher Grade Duty

(i)	An employee who is called upon to relieve and does relieve an employee in a higher classification or is called upon to act and does act in a vacant position of a higher classification for a continuous period of at least five working days shall be entitled to receive for the period of such relief or acting, the minimum payment for such higher classification.  The employer shall not rotate the performance of higher grade duty so as to avoid payment for performance of the higher grade duty in this manner. 

(ii)	Where an employee acts in a vacant management position covered by this Award continuously for more than six months, the employee will be deemed to be appointed to that position until such time as another appointment is made by the employer, or the employer determines that the management position will no longer be occupied.  The employer shall have appropriate regard to the sharing of acting arrangements for developmental purposes and equitable treatment of employees, but the employer shall not rotate duties in such a manner as to avoid the intentions of this subclause.

25.  Overtime

(i)

(a)	Subject to paragraph (b) of this subclause an employer may require an employee to work reasonable overtime.

(b)	An employee may refuse to work overtime in circumstances where the working of such overtime would result in the employee working hours which are unreasonable.

(c)	For the purposes of paragraph (b), what is unreasonable or otherwise will be determined having regard to:

(i)	any risk to employee health and safety;

(ii)	the employee’s personal circumstances including any family and carer responsibilities;

(iii)	the needs of the workplace or enterprise;

(iv)	the notice (if any) given by the employer of the overtime and by the employee of his or her intention to refuse it; and 

(v)	any other relevant matter.

(ii)

(a)	Subject to paragraph (b) of this subclause all time worked by employees in excess of the rostered daily ordinary hours of work shall be overtime and shall be paid for at the rate of time and one half for the first two hours and double time thereafter in respect of each overtime shift worked or in respect of overtime worked prior to or at the conclusion of a normal shift. Provided that overtime worked on Sundays shall be paid for at the rate of double time and on public holidays at the rate of double time and one half.
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(iii)	An employee recalled to work overtime after leaving the employer's premises shall be paid for a minimum of four hours work at the appropriate rate each time so recalled. If the work required is completed in less than four hours, the employee shall be released from duty. 

(iv)	In lieu of the conditions specified in subclauses (ii) and (iii) of this clause, a nurse who works overtime may be compensated by way of time off in lieu of overtime, subject to the following requirements:

(a)	Time off in lieu must be taken within three months of it being accrued at ordinary rates.

(b)	Where it is not possible for a nurse to take the time off in lieu within the three month period, it is to be paid out at the appropriate overtime rate based on the rates of pay applying at the time payment is made.

(c)	Nurses cannot be compelled to take time off in lieu of overtime.

(d)	Time off in lieu of overtime should only be considered as an option in those circumstances where the employer is able to provide adequate replacement staff to ensure that the level of quality of service that would otherwise have been provided had overtime been worked, is in fact provided.

(e)	Records of all time off in lieu owing to nurses and taken by nurses must be maintained.

(v)	An employee required to work overtime following on the completion of his or her normal shift for more than two hours shall be allowed twenty minutes for the partaking of a meal and a further twenty minutes after each subsequent four hours overtime; all such time shall be counted as time worked. Provided that the benefits of this subclause shall not apply to an employee employed pursuant to Part 1 of clause 29, Part-Time, Casual and Temporary Employees, until the expiration of the normal shift for a majority of the full-time employees employed on that shift in the ward or section concerned.

(vi)	An employee recalled to work overtime after leaving the employer's premises and who is required to work for more than four hours shall be allowed twenty minutes for the partaking of a meal and further twenty minutes after each subsequent four hours overtime; all such time shall be counted as time worked.

(vii)

(a)	The meals referred to in subclause (v) and (vi) of this clause shall be allowed to the employee free of charge. Where the employer is unable to provide such meals, an allowance per meal as calculated hereunder shall be paid to the employee concerned. 

(b)	The allowance per meal shall be the average of the allowances for breakfast, lunch and dinner as determined by Item 19 of Table 1 of the Treasury Circular Industrial Relations NSW TC 17-10 Review of Meal, Travelling and Other Allowances (as amended or replaced)

(viii)	Where an employee is required to work an overtime shift on his or her rostered day off, the appropriate meal breaks for that shift, as prescribed by clause 4, Hours of Work and Free Time of Employees Other Than Directors of Nursing, shall apply.

(ix)	An employee who works so much overtime:
(a)	between the termination of his or her ordinary work on any day or shift and the commencement of his or her ordinary work on the next day or shift that he or she has not had at least ten consecutive hours off duty between these times; or

(b)	on a Saturday, a Sunday and a holiday, not being ordinary working days, or on a rostered day off without having had ten consecutive hours off duty in the twenty-four hours preceding his or her ordinary commencing time on his or her next day or shift; 

shall, subject to this subclause, be released after completion of such overtime until he or she has had ten consecutive hours off duty without loss of pay for ordinary working time occurring during such absence.  If on the instruction of the employer such an employee resumes or continues to work without having had such ten consecutive hours off duty he or she shall be paid at double rates until released from duty for such period and he or she then shall be entitled to be absent until he or she has had ten consecutive hours off duty without loss of pay for ordinary working time occurring during such absence.

(c)	The requirement for an employee to have at least ten consecutive hours off duty before or after overtime shall be reduced to eight hours in the following circumstances:

(i)	Where the employee and local nursing management have agreed to an eight hour break between each rostered shift;

(ii)	Where an employee has exchanged the shift rostered before or after the overtime period with another employee.

(d)	Periods rostered on-call or periods attracting the prescriptions of paragraph (c) of subclause (vii) of clause 12, Special Allowances, regarding telephone counselling are to be regarded as forming part of the ten consecutive hours off duty pursuant to paragraphs (a) and (b) of this subclause.

(x)	Where an employee has been rostered to work overtime and is subsequently notified by the employer with less than 24 hours notice that the overtime has been cancelled, the employee shall be entitled to payment of four hours pay at ordinary time, i.e. at the employee's base rate of pay. 

(xi)	This clause shall not apply to Nurse/Midwife Managers classified at Grade 4 or above, except where all of the following criteria are met:

(a)	the Nurse/Midwife Manager is employed in a small public hospital that does not employ Nurse/Midwife Managers to supervise the nursing/midwifery services on evenings, nights and/or weekends; and

(b)	the Nurse/Midwife Manager is required to work overtime due to the public hospital having insufficient nursing/midwifery staff available to be rostered on duty at the relevant time; and

(c)	the Nurse/Midwife Manager is required to work overtime in order to personally provide "hands on" clinical care of patients.

26.  Escort Duty

(i)	Periods during which an employee, other than a Director of Nursing, is engaged in nursing duties, viz., in attendance on a patient, shall be paid as working time under this award. Where applicable, overtime shall be payable.

(ii)	All reasonable out of pocket expenses shall be reimbursed.

(iii)	Rostered time shall be paid as such even though an employee may be travelling, in hotel/motel accommodation or waiting for transport.

(iv)	In respect of non-rostered time not spent in nursing duties:

(a)	Periods in hotel/motel accommodation or waiting time for transport shall not be counted as working time;

(b)	Periods in travelling shall count as working time.

27.  Payment and Particulars of Salaries

(i)	All salaries and other payments shall be paid fortnightly provided that payment for any overtime and/or shift penalties worked may be deferred to the pay day next following the completion of the working cycle within which such overtime and or shift penalties is worked, but for no longer.  Provided further that any proposal to alter the day on which wages are to be paid or the number of days pay kept in hand by the employer, must be the subject of consultation with the Head Office of the Association.

(ii)	Employees shall have their salary paid into one account with a bank or other financial institution in New South Wales as nominated by the employee. Salaries shall be deposited by the employer in sufficient time to ensure that wages are available for withdrawal by employees by no later than payday, provided that this requirement shall not apply where employees nominate accounts with non-bank financial institutions which lack the technological or other facilities to process salary deposits within 24 hours of the employer making their deposits with such financial institutions but in such cases the employer shall take all reasonable steps to ensure that the wages of such employees are available for withdrawal by no later than payday.

(iii)	Notwithstanding the provisions of subclause (ii) of this clause, an employee who has given or has been given the required notice of termination of employment, in accordance with clause 45, Termination of Employment, shall be paid all monies due to him/her prior to ceasing duty on the last day of employment. Where an employee is summarily dismissed or his/her services are terminated without due notice, any monies due to him/her shall be paid as soon as possible after such dismissal or termination but, in any case not more than three days thereafter.

(iv)	On each payday an employee, in respect of the payment then due, shall be furnished with a written or electronic statement containing the following particulars; employee’s name, the amount of ordinary salary, the total number of hours of overtime worked, if any, the amount of any overtime payment, the amount of any other monies paid and the purpose for which they are paid, and the amount of the deductions made from the total earnings and the nature thereof.

(v)	Underpayment and overpayment of salaries:  The following process will apply once the issue of underpayment or overpayment is substantiated.

(a)	Underpayment:

(i)	If the amount paid is equal to or greater than one day’s gross base pay the underpayment will be rectified within three working days;

(ii)	If the amount is less than one day’s gross base pay it will be rectified by no later than the next normal pay.  However, if the employee can demonstrate that rectification in this manner would result in undue hardship every effort will be made by the employer to rectify the underpayment within three working days.

(b)	Overpayment

(i)	In all cases where overpayments have occurred, the employer shall as soon as possible advise the employee concerned of both the circumstances surrounding the overpayment and the amount involved. The employer will also advise the employee of the pay period from which the recovery of the overpayment is to commence.

(ii)	One off overpayments will be recovered in the next normal pay, except that where the employee can demonstrate that undue hardship would result, the recovery rate shall be at 10% of an employee's gross fortnightly base pay. 

(iii)	Unless the employee agrees otherwise, the maximum rate at which cumulative overpayments can be recovered is an amount, calculated on a per fortnight basis, equivalent to 10% of the employee's gross fortnightly base pay.

(iv)	The recovery rate of 10% of an employee's gross fortnightly base pay referred to in subparagraph (b)(iii) above may be reduced by agreement, where the employee can demonstrate that undue hardship would result. 

(v)	Where an employee's remaining period of service does not permit the full recovery of any overpayment to be achieved on the fortnightly basis prescribed in paragraph (b)(iii) above, the Ministry shall have the right to deduct any balance of such overpayment from monies owing to the employee on the employee's date of termination, resignation or retirement, as the case may be.

(vi)	Subject to the provisions of subparagraphs (ii) and (iii) above, where the circumstances make it appropriate the Chief Executive of the Public Health Organisation or delegate may exercise discretion in regard to recovery of overpayments.

28.  Registration Pending

An employee who has met the requirements and applied for registration as a Registered Nurse or Enrolled Nurse shall, upon registration by the Board be paid as from the date of application for registration the salary to which she or he would have been entitled if registered as a Registered Nurse or Enrolled Nurse.

29.  Part-Time, Casual and Temporary Employees
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PERMANENT PART-TIME EMPLOYEES

(i)	A permanent part-time employee is one who is permanently appointed by a public hospital or public health organisation to work a specified number of hours which are less than those prescribed for a full-time employee. Provided that employers must not utilise this provision in a manner which has the effect of subverting the intentions of the 38-hour week arrangements whereby full-time employees work on no more than 19 days in each 28 day roster cycle.

(ii)	The number of persons employed under Part 1 of this clause shall be limited so that the proportion of a public hospital's permanent part-time nursing workforce, expressed in full-time equivalents, shall not exceed 33 1/3 per cent of the public hospital's total nursing workforce, expressed in full-time equivalents. Provided that where the consent of the Association is first obtained, the figure of 33 1/3 per cent permanent part-time employees may be exceeded. Should the Association not consent to a higher percentage of permanent part-time employees at a public hospital, resort may be had to the dispute settling procedures provided for in clause 48, Disputes. The parties agree that they will take account of the Government’s flexible work practices policy.

(iii)	Subject to subclause (iv) of this clause employees engaged under Part 1 of this clause shall be paid an hourly rate calculated on the basis of one thirty-eighth of the appropriate rate prescribed by clause 8, Salaries, with a minimum payment of two hours for each start, and one thirty-eighth of the appropriate allowances prescribed by clause 19, Uniform and Laundry Allowances, but shall not be entitled to an additional day off or part thereof as prescribed by subclauses (iii) and (v) of clause 4, Hours of Work and Free Time of Employees Other Than Directors of Nursing and Area  Managers, Nurse Education.

(iv)	Four weeks annual leave on ordinary pay is to be granted on completion of each twelve months service, The provisions of subclauses (v) to (xi) of clause 30, Annual Leave, and clause 31, Annual Leave Loading, shall apply to employees engaged under Part 1 of this clause. The remaining provisions of clause 30 shall not apply.

(v)	A public holiday occurring on an ordinary working day shall be allowed to employees without loss of pay; provided that an employee who is required to and does work on a public holiday shall have one day or one half day, as appropriate, added to his/her period of annual leave and be paid at the rate of one half time extra for the time actually worked. Such payment is in lieu of any additional rate for shift work or weekend work which would otherwise be payable had the day not been a public holiday.  In lieu of adding to annual leave under this paragraph an employee may elect to be paid for the time actually worked at the rate of time and one half in addition to his/her ordinary weekly rate. Where payment is made in lieu of leave in respect of time worked on a public holiday, payment shall be made for a minimum of four hours work, and any balance of the day or shift not worked shall be paid at ordinary rates. For employees who work less than five days per week, when a public holiday occurs on a day of the week on which an employee regularly works, that employee shall be entitled to observe the public holiday without loss of pay, i.e. the employee’s roster must not be changed to avoid payment of the public holiday.

(vi)	To the leave prescribed by subclause (iv) of this Part there shall be added one working day for each public holiday or one-half working day for each half public holiday which occurs on what would have been an ordinary working day during a period of annual leave.

(vii)	For the purpose of this Part of this clause the following are to be public holidays, viz., 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 day duly proclaimed and observed as a public holiday within the area in which the employee’s usual workplace is situated.

(viii)	In addition to those public holidays prescribed in subclause (vii) of this Part, there shall be an extra public holiday each year. Such public holiday will occur on the August Bank Holiday or a date which is determined by the public hospital or public health organisation following consultation with the Association. This subclause shall apply in substitution for any additional local public holiday or half public holiday proclaimed in a local government area.

(ix)	In this Part, ordinary pay, for the purposes of sick leave and annual leave, shall be calculated on the basis of the average weekly ordinary hours worked over the 12 months' qualifying period.

(x)	Employees engaged under this Part shall be entitled to all other benefits of this award not otherwise expressly provided for herein in the same proportion as their ordinary hours of work bear to full-time hours.

(xi)	Where a permanent part-time employee has been rostered to work any additional shift and is subsequently notified by the employer with less than 24 hours’ notice that the shift has been cancelled, the employee shall be entitled to payment of four hours pay at ordinary time, i.e. at the employee's base rate of pay.

(xii)	A part time employee may elect to increase their contracted hours to reflect the average of the actual hours worked per fortnight in the preceding 12 month period (except in circumstances where the part time engagement has been specifically for the purpose of temporarily backfilling a position where the substantive occupant has been on extended leave). The employer will not unreasonably withhold agreement to this request.

(xiii)	A part time employee may elect to convert to full time status. The employer will not unreasonably withhold such agreement to this request.
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CASUAL EMPLOYEES

[bookmark: _Toc424217636]A.	General Provisions
 
(i)	A casual employee is one engaged on an hourly basis otherwise than as a permanent part-time or full-time employee.

(ii)	A casual employee shall be paid an hourly rate calculated on the basis of one thirty-eighth of the appropriate rate, prescribed by clause 9, Salaries, plus 10 per centum thereof, with a minimum payment of two hours for each start, and one thirty-eighth of the appropriate allowances prescribed by clause 23, Uniform and Laundry Allowances.

(iii)	With respect to a casual employee the provisions of clause 41, Deputy Directors of Nursing, Assistant Directors of Nursing; clause 7, Hours of Work and Free time of Directors of Nursing and Area Managers, Nurse Education; clause 25, Overtime; clause 30, Annual Leave; clause 16, Fares and Expenses; clause 20, Mobility, Excess Fares and Travelling, clause 55, Learning and Development Leave and subclause (vii) of clause 38, Accommodation and Board, shall not apply. 

Further, casual employees shall not be entitled to an additional day off or part thereof as prescribed by subclauses (iii) and (v) of clause 4, Hours of Work and Free Time of Employees Other Than Directors of Nursing and Area Managers, Nurse Education.

(iv)	For the entitlement to payment in respect of annual leave, see Annual Holidays Act 1944.

(v)	A casual employee who is required to and does work on a public holiday as defined in subclauses (iii) and (iv) of clause 30, Annual Leave, shall be paid for the time actually worked at the rate of double time and one-half such payment being in lieu of weekend or shift allowances which would otherwise be payable had the day not been a public holiday; provided that a casual employee shall not be entitled to be paid in addition the allowance of 10 per centum prescribed in subclause (ii) of Part II in respect of such work.

(vi)	Where a casual employee has been notified by an employer of a time to commence an engagement and that engagement is subsequently cancelled by the employer with less than two hours’ notice the casual employee must be paid a minimum payment of two hours calculated at the rate which would have applied had the cancellation not occurred.

(vii)	A casual employee must not be required to work more than 12 consecutive hours unless the casual employee consents to do so.

[bookmark: _Toc424217637]B.	Casual Conversion

(i)	The objective of this subclause B, Casual Conversion, is for the employer to take all reasonable steps to provide its employees with secure employment by maximising the number of permanent positions in the employer’s workforce, in particular by ensuring that casual employees have an opportunity to elect to become full-time or part-time employees. These provisions arise from the Secure Employment Test Case 2006.

(ii)	A casual employee engaged by a particular employer on a regular and systematic basis for a sequence of periods of employment under this Award during a calendar period of six months shall thereafter have the right to elect to have his or her ongoing contract of employment converted to permanent full-time employment or part-time employment if the employment is to continue beyond the conversion process prescribed by this subclause.

(iii)	Every employer of such a casual employee shall give the employee notice in writing of the provisions of this sub-clause within four weeks of the employee having attained such period of six months. However, the employee retains his or her right of election under this subclause if the employer fails to comply with this notice requirement.

(iv)	Any casual employee who has a right to elect under paragraph (ii), upon receiving notice under paragraph (iii) or after the expiry of the time for giving such notice, may give four weeks’ notice in writing to the employer that he or she seeks to elect to convert his or her ongoing contract of employment to full-time or part-time employment, and within four weeks of receiving such notice from the employee, the employer shall consent to or refuse the election, but shall not unreasonably so refuse. Where an employer refuses an election to convert, the reasons for doing so shall be fully stated and discussed with the employee concerned, and a genuine attempt shall be made to reach agreement. Any dispute about a refusal of an election to convert an ongoing contract of employment shall be dealt with as far as practicable and with expedition through the disputes settlement procedure. 

(v)	Any casual employee who does not, within four weeks of receiving written notice from the employer, elect to convert his or her ongoing contract of employment to full-time employment or part-time employment will be deemed to have elected against any such conversion.

(vi)	Once a casual employee has elected to become and been converted to a full-time employee or a part-time employee, the employee may only revert to casual employment by written agreement with the employer. 

(vii)	If a casual employee has elected to have his or her contract of employment converted to full-time or part-time employment in accordance with paragraph (iv), the employer and employee shall, in accordance with this paragraph, and subject to paragraph (iv), discuss and agree upon:

(a)	whether the employee will convert to full-time or part-time employment; and

(b)	if it is agreed that the employee will become a part-time employee, the number of hours and the pattern of hours that will be worked either consistent with any other part-time employment provisions of this award or pursuant to a part time work agreement made under Chapter 2, Part 5 of the Industrial Relations Act 1996 (NSW).

Provided that an employee who has worked on a full-time basis throughout the period of casual employment has the right to elect to convert his or her contract of employment to full-time employment and an employee who has worked on a part-time basis during the period of casual employment has the right to elect to convert his or her contract of employment to part-time employment, on the basis of the same number of hours and times of work as previously worked, unless other arrangements are agreed between the employer and the employee.

(viii) 	Following an agreement being reached pursuant to paragraph (vii), the employee shall convert to full-time or part-time employment. If there is any dispute about the arrangements to apply to an employee converting from casual employment to full-time or part-time employment, it shall be dealt with as far as practicable and with expedition through the disputes settlement procedure. 

(ix)	An employee must not be engaged and re-engaged, dismissed or replaced in order to avoid any obligation under this subclause.
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TEMPORARY EMPLOYEES

(i)	A temporary employee is one engaged for a set period not exceeding 13 weeks, provided that fixed term contracts of employment, whether for periods greater or lesser than 13 weeks, must not be offered in preference to ongoing contracts unless they are necessary to meet the genuine operational requirements of the employer, which may include but not be limited to parental leave, limited term funding arrangements, long term leave relief, forthcoming service reductions, and anticipated peak demand times.

(ii)	A temporary employee shall be paid in addition to all rates and allowances to which the said employee is entitled under this award, an allowance equal to 10 per centum of the rates prescribed for his or her classification by clause 8, Salaries, of this award, provided that this subclause shall cease to apply upon:

(a)	the said period of engagement being extended after the said period of 13 weeks;

(b)	the employer and the employee agreeing during the said period of 13 weeks, that the employee shall be employed on a permanent part-time or full-time basis.

(iii)	For entitlement to payment in respect of annual leave, see Annual Holidays Act 1944.
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SAVINGS PROVISIONS

(i)	Employees engaged as part-time employees as at 30 June 1986 shall be entitled to exercise the option of receiving the benefits of employment specified in Part 1 of this clause or in lieu thereof the following:

(ii)	Such part-time employee shall be paid an hourly rate calculated on the basis of one thirty-eighth of the appropriate rate prescribed by clause 9, Salaries, plus 10 per centum thereof with a minimum payment of two hours for each start, and one thirty-eighth of the appropriate allowance prescribed by clause 23, Uniform and Laundry Allowances.

(iii)	With respect to such part-time employees, the provisions of clause 41, Deputy Directors of Nursing, Assistant Directors of Nursing; clause 7, Hours of Work and Free Time of Directors of Nursing and Area Managers, Nurse Education; clause 25, Overtime; clause 30, Annual Leave; clause 16, Fares and Expenses; clause 20, Mobility, Excess Fares and Travelling and subclause (vii) of clause 38, Accommodation and Board, of this award shall not apply. Further, part-time employees shall not be entitled to an additional day off or part thereof as prescribed by subclauses (iii) and (v) of clause 4, Hours of Work and Free Time of Employees Other Than Director of Nursing and Area Managers, Nurse Education.

(iv)	For entitlement to payment in respect of annual leave, see Annual Holidays Act 1944.

(v)	Such part-time employee who is required to and does work on a public holiday as defined in subclause (iii) and (iv) of clause 30, Annual Leave, shall be paid for the time actually worked at the rate of double time and one half such payment being in lieu of weekend or shift allowances which would otherwise be payable had the day not been a public holiday; Provided that a part-time employee shall not be entitled to be paid in addition the allowance of 10 per cent prescribed in subclause (ii) of this Part in respect of such work.

(vi)	The provisions of subclauses (i) and (ii) of clause 33, Long Service Leave of this award shall not apply to such part-time employees who shall be entitled to long service leave in accordance with the provisions of the Long Service Leave Act 1955.

30.  Annual Leave

(i)	Annual leave on full pay is to be granted on completion of each twelve months' service as follows:

(a)	Employees required to work on a seven day basis - six weeks annual leave.

(b)	All other employees - four weeks annual leave.

(ii)

(a)	An employee to whom paragraph (a) of subclause (i) of this clause, applies and who is required to and does work on a public holiday shall be paid, in addition to the appropriate ordinary weekly rate of pay, at the rate of one half time extra for the time actually worked on such holiday. Such payment shall be in lieu of any additional rate for shift work or weekend work which would otherwise be payable had the day not been a public holiday.

(b)	To leave prescribed by paragraph (a) of subclause (i), there shall be added one working day or one half working day for each public holiday or half public holiday (not being one of the 10 specifically named public holidays prescribed by subclause (iii) of this clause, or a substituted day proclaimed in lieu of any of them) which may occur during the qualifying period for annual leave or during the period of annual leave.

(c)	A public holiday occurring on an ordinary working day shall be allowed to employees covered by paragraph (b) of subclause (i) on full pay; provided that an employee who is required to and does work on a public holiday shall have one day or one half day, as appropriate, added to his/her period of annual leave and be paid at the rate of one half time extra for the time actually worked. Such payment is in lieu of any additional rate for shift work or weekend work which would otherwise be payable had the day not been a public holiday. 

In lieu of adding to annual leave under this paragraph an employee may elect to be paid for the time actually worked at the rate of time and one half in addition to his/her ordinary weekly rate. Where payment is made in lieu of leave in respect of the time worked on a public holiday, payment shall be made for a minimum of four hours work, and any balance of the day or shift not worked shall be paid at ordinary rates.

(d)	Where a public holiday falls on a rostered day off of a shift worker as defined in clause 3, Definitions, and who receives four weeks annual leave in accordance with paragraph (b) of subclause (i) of this clause, such shift worker shall be paid one day's pay in addition to the weekly rate or if the employee so elects shall have one day added to the period of annual leave.

(e)	To the leave prescribed by paragraph (b) of subclause (i) there shall be added one working day for each public holiday or one half working day of each half public holiday which occurs on what would have been an ordinary working day during a period of annual leave; provided that in the case of a shift worker referred to in paragraph (d) of this subclause the provisions of this paragraph shall apply to any public holiday falling during the period of annual leave.

(iii)	For the purpose of this subclause the following are to be public holidays viz., 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 day duly proclaimed and observed as a public holiday within the area in which the employee’s usual workplace is situated.

(iv)	In addition to those public holidays prescribed in subclause (iii) of this clause, employees are entitled to an extra public holiday each year.  Such public holiday will occur on a day in the Christmas-New Year period as determined by the employer following consultation with the Association, or other suitable day as agreed between the employer and the Association.  Such public holiday shall be regarded for all purposes of this clause as any other public holiday.  This subclause shall apply in substitution for any additional local public holiday or half public holiday proclaimed in a local government area.

(v)	An employee shall be eligible for annual leave when 12 months have elapsed since the date on which the first annual leave would have begun if taken immediately it had become due, or if the employee has not previously had annual leave, since the commencement of employment.

(vi)	Annual leave shall be given and taken either in one consecutive period or two periods, or if the employer and employee so agree, in either two, three, or four separate periods but not otherwise.  Provided that up to five single days per year may be taken at times convenient to both the employer and the employee.

(vii)

(a)	Annual leave shall be given and shall be taken within a period of six months after the date when the right to annual leave accrued; provided that the giving and taking of such leave may be postponed, by mutual agreement between the parties for a further period not exceeding six months.
(b)	Nothing in this subclause shall prevent an employer by agreement with the employee, from allowing annual leave to an employee before the right thereto has accrued but where leave is taken in such a case a further period of annual leave will not commence to accrue until the expiration of the 12 months in respect of which annual leave was taken before it accrued.

(c)	The employer shall give each employee, where practicable, three months notice of the date upon which he or she shall enter upon leave and in any event, such notice shall not be less than 28 days.




(viii)

(a)	Each employee before going on leave shall be paid for the period of the leave at the ordinary rate of salary to which he or she is entitled under this award.

(b)	For the purpose of this subclause "ordinary rate of salary" means the award salary without any deduction for accommodation and/or board, provided that the employer is entitled to make such deduction for accommodation as is authorised by clause 38, Accommodation and Board, of this award, if the employee, having been requested by the employer to leave his or her room completely vacant during the period of annual leave, fails to do so.

(c)	An employee to whom paragraph (a) of subclause (i) applies shall be paid during the first 28 consecutive days whilst on annual leave his or her ordinary rate of salary plus shift allowances and weekend penalties relating to ordinary time the employee would have worked if he or she had not been on annual leave. Additional annual leave accrued under subclause (xi) attracts shift allowances and weekend penalties relating to ordinary time the employee would have worked if he or she had not been on annual leave. 

Provided that, the provisions of the preceding paragraphs of this subclause shall not apply to public holidays which occur during a period of annual leave or days which have been added to annual leave in accordance with paragraph (b) of subclause (ii) and subclause (iv) of this clause.

(ix)	Except as provided in subclause (x) and (xi) of this clause payment for annual leave shall not be made or accepted in lieu of annual leave.

(x)	Where the employment of an employee is terminated, the employee shall be entitled to receive, in addition to all other amounts due, in respect of service of less than one year an amount equal to one twelfth (6/46ths in respect of employees rostered to work on a seven day basis) of his or her ordinary pay for that period of employment together with payment for any days added to annual leave in accordance with subclause (ii) of this clause and in calculating such payment no deduction is to be made for accommodation or board. Provided that this subclause shall not apply to an employee who elects to transfer his or her leave entitlement in accordance with NSW Health Policy Directive No. PD2022_006 Leave Matters for the NSW Health Service, as amended from time to time.

(xi)

(a)	In addition to the leave prescribed by subclause (i) employees who work their ordinary hours on Sundays and/or public holidays are entitled to receive additional annual leave as follows:

	Number of ordinary shifts worked on Sundays and/or public holidays during qualifying period of employment for annual leave purposes
	Additional Annual Leave

	4 to 10
	1 day

	11 to 17
	2 days

	18 to 24
	3 days

	25 to 31
	4 days

	32 or more
	5 days



(b)	An employee entitled to additional annual leave under subclauses 30(i)(a), 30(xi)(a) or 17(ii) can elect at any time to be paid an amount equivalent to the value of accrued additional annual leave in lieu of taking the additional leave, provided also that salary for the period of additional leave paid out will be calculated as if the period of leave paid was actually taken.

(c)	On termination of employment, employees are to be paid for untaken annual leave due under this subclause together with payment for any leave in respect of an uncompleted year of employment calculated in accordance with this subclause together with payment for any untaken leave due in accordance with subclause (x).  Provided that this subclause shall not apply to an employee who elects to transfer his or her leave entitlement in accordance with NSW Health Policy Directive No. PD2022_006 Leave Matters for the NSW Health Service, as amended from time to time.
31.  Annual Leave Loading

Employees shall be paid an annual leave loading in accordance with NSW Health Policy Directive PD2022_006 Leave Matters for the NSW Health Service, as amended from time to time.

32.  Family and Community Services Leave and Personal/Carers’ Leave

(i)	Family and Community Services (‘FACS’) Leave and Personal/Carer’s Leave are separate, stand alone entitlements.

(ii)	FACS Leave and Personal/Carer’s Leave are available to all part time and full time employees covered by this Award in accordance with Parts A, B and D of this clause.

(iii)	FACS Leave and Personal/Carer’s Leave are available to all casual employees covered by this Award in accordance with Part C of this clause.

A.	FACS Leave

(iv)	FACS leave - general

(a)	For the purpose of this clause relating to FACS Leave:

"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.

(b)	The appropriate Chief Executive or authorised delegate may grant FACS Leave to an employee:

(1)	to provide care and/or support for sick members of the employee’s relatives or household; or

(2)	for reasons related to the family responsibilities of the employee (e.g. to arrange and or attend a funeral of a relative; to accompany a relative to a medical appointment where there is an element of emergency; parent/teacher meetings; education week activities; to meet elder-care requirements of a relative); or

(3)	for reasons related to the performance of community service by the employee (e.g. in matters relating to citizenship; to office holders in local government, other than as a mayor, for attendance at meetings, conferences or other associated duties; representing Australia or the State in major amateur sport other than in Olympic/Commonwealth Games); or

(4)	in a case of pressing necessity (e.g. where an employee is unable to attend work because of adverse weather conditions which either prevent attendance or threaten life or property; the illness of a relative; where a child carer is unable to look after their charge).

(v)	FACS Leave replaces Compassionate Leave.

(vi)	An employee is not to be granted FACS Leave for attendance at court to answer a criminal charge, unless the Chief Executive or authorised delegate approves the grant of leave in the particular case.

Applications for FACS Leave to attend court, for reasons other than criminal charges, will be assessed on an individual basis.

The use of FACS leave to attend court pursuant to clause 11, Leave for Matters arising from Family Violence of this Award, shall be governed by the provisions of clause 11
(vii)	FACS leave - entitlement

(a)	The maximum amount of FACS Leave on full pay that may be granted to an employee is:

- 3 working days during the first year of service, commencing on and from 1 January 1995, and thereafter 6 working days in any period of 2 years; or

- 1 working day, on a cumulative basis effective from 1 January 1995, for each year of service after 2 years’ continuous service, minus any period of FACS Leave already taken by the employee since 1 January 1995,

whichever method provides the greater entitlement.

(b)	For the purposes of calculating entitlement, a working day for employees working an average of 38 hours per week in each roster cycle shall be deemed to consist of 8 hours.  The rate at which FACS Leave is paid out and utilised shall be on actual hours absent from the rostered shift.

(c)	FACS Leave is available to part-time employees on a pro rata basis.

(viii)	Additional FACS leave for bereavement purposes 

Where FACS leave has been exhausted, additional FACS leave of up to 2 days for bereavement may be granted on a discrete, "per occasion" basis to an employee on the death of a relative or member of a household as defined in paragraph (iv)(a) of this clause. 

(ix)	Use of other leave entitlements

The appropriate Chief Executive or authorised delegate may grant an employee other leave entitlements for reasons related to family responsibilities, or community service, by the employee.  

An employee may elect, with the consent of the employer, to take annual leave; long service leave; or leave without pay.

B.	Personal/Carer’s Leave

(x)	Use of sick leave to care for the person concerned - definitions

A person who needs the employee’s care and support is referred to as the "person concerned" and is:

(a)	a spouse of the employee; or

(b)	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

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

(e)	a relative of the employee who is a member of the same household, where for the purpose of this clause relating to Personal/Carer’s Leave:

"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.

(xi)	Use of sick leave to care for the person concerned - entitlement

(a)	The entitlement to use sick leave in accordance with this subclause is subject to the employee being responsible for the care and support of the person concerned; and the person concerned being as defined in subclause (x) of this clause.

(b)	An employee covered by the provisions of this clause with responsibilities in relation to a person who needs their care and support shall be entitled to use the untaken sick leave, from that year’s annual sick leave entitlement, to provide care and support for such persons when they are ill.

(c)	Sick leave accumulates from year to year. In addition to the current year’s grant of sick leave available under (b) above, sick leave untaken from the previous three years may also be accessed by an employee with responsibilities in relation to a person who needs their care and support.

(d)	The Chief Executive or authorised delegate may, in special circumstances, make a grant of additional sick leave. This grant can only be taken from sick leave untaken prior to the period referred to in paragraph (c) above.

(e)	The employee shall, if required, establish either by production of a medical certificate or statutory declaration, that the illness of the person concerned is such as to require care by another person.

(f)	The employee has the right to choose the method by which the ground for leave is established, that is, by production of either a medical certificate or statutory declaration.

(g)	The employee is not required to state the exact nature of the relevant illness on either a medical certificate or statutory declaration.

(h)	The 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 absence, the employee shall notify the employer by telephone of such absence at the first opportunity on the day of absence.

(i)	In normal circumstances, the employee must not take leave under this subclause where another person has taken leave to care for the same person.

(xii)	Use of other leave entitlements

An employee may elect, with the consent of the employer, to take:

(a)	annual leave, including annual leave not exceeding ten days in single-day periods, or part thereof, in any calendar year at a time or times agreed by the parties. 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.

(b)	an employee may elect with the employer’s agreement to take annual leave at any time within a period of 24 months from the date at which it falls due; 

(c)	long service leave; or

(d)	leave without pay for the purpose of providing care and support to the person concerned as defined in subclause (x) above.

C.	Casual Employee Entitlements

(xiii)	Bereavement entitlements for casual employees
(a)	Casual employees are entitled to not be available to attend work, or to leave work upon the death in Australia of a person prescribed in paragraph (iv)(a) of this clause.

(b)	The employer and the employee shall agree on the period for which the employee will be entitled to not be available to attend work. In the absence of agreement, the employee is entitled to not be available to attend work for up to 48 hours (i.e. two days) per occasion. The casual employee is not entitled to any payment for the period of non-attendance.

(c)	An employer must not fail to re-engage a casual employee because the employee accessed the entitlements provided for in this clause. The rights of an employer to engage or not engage a casual employee are otherwise not affected.

(xiv)	Personal carers entitlement for casual employees

(a)	Subject to the evidentiary and notice requirements in paragraphs (xi)(e)-(h) casual employees are entitled to not be available to attend work, or to leave work if they need to care for a person prescribed in subclause (x) of this clause who is sick and requires care and support, or who require care due to an unexpected emergency or the birth of a child.

(b)	The employer and the employee shall agree on the period for which the employee will be entitled to not be available to attend work. In the absence of agreement, the employee is entitled to not be available to attend work for up to 48 hours (i.e. two days) per occasion. The casual employee is not entitled to any payment for the period of non-attendance.

(c)	An employer must not fail to re-engage a casual employee because the employee accessed the entitlements provided for in this clause. The rights of an employer to engage or not to engage a casual employee are otherwise not affected.

D.	Flexible Work Practice Alternatives to Using FACS or Personal/Carer’s Leave

(xv)	Time off in lieu of payment of overtime to care for the person concerned

(a)	An employee may elect, with the consent of the employer, to take time off in lieu of payment of overtime at a time or times agreed with the employer within 12 months of the said election, to care for the person concerned, as defined in subclause (x) above.

(b)	Overtime taken as time off during ordinary time shall be taken at the ordinary time rate, that is, one hour off for each hour of overtime worked.

(c)	If, having elected to take time as leave in accordance with (xv)(a) above, the leave is not taken for whatever reason, payment for time accrued at overtime rates shall be made at the expiry of the twelve month period from the date the overtime was worked, or earlier by agreement, or on termination.

(d)	Where no election is made in accordance with paragraph (xv)(a) above, the employee shall be paid overtime rates in accordance with the provisions of clause 25, Overtime.

(xvi)	Use of make-up time

(a)	An employee may elect, with the consent of the employer, to work "make-up time". "Make-up time" is worked when the employee takes time off during ordinary hours for family or community service responsibilities, and works those hours at another time, during the spread of ordinary hours provided for in clauses 4, 5 and 7 of this 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 during ordinary hours and works those hours at another time) at the applicable shift work rate under clause 15 of this Award to the hours taken off.


33.  Long Service Leave

(i)

(a)	Each employee shall be entitled to two months long service leave on full pay after ten years’ service; thereafter additional long service leave shall accrue on the basis of five months long service leave on full pay for each ten years’ service.

Employees with at least seven years’ service are entitled, proportionate to their length of service, to a period of long service leave on the basis of two months’ long service leave for ten years’ service on full pay.

(b)	Where the services of an employee with at least five years’ service and less than seven years’ service are terminated by the employer for any reason other than the employee’s serious and wilful misconduct, or by the employee, on account of illness, incapacity or domestic or other pressing necessity, he/she shall be entitled to be paid a proportionate amount for long service leave on the basis of two months’ long service leave for ten years’ service.

Where the services of an employee with at least seven years’ service are terminated by the employer or by the employee, he or she shall be entitled to be paid a proportionate amount for long service leave on the basis of two months' long service leave for ten years’ service.

(ii)	For the purposes of subclause (i) of this clause -

(a)	"Service" shall mean service:

(1)	as a full time and/or permanent part time employee in one or more hospitals, public health organisations, Local Health Districts or former NSW Area Health Services; and

(2)	as a full time and/or permanent part time employee with any "government sector agency" (as defined by Schedule 2 of the Government Sector Employment Regulation 2014, as amended from time to time, hereafter referred to as "the GSER") or any "Commonwealth or interstate agency" (as defined by Schedule 2 of the GSER as amended from time to time). In these instances, such service must meet the relevant provisions of transfer prescribed in the GSER for such service.

(b)	Service shall not include -

(1)	any period of leave without pay except in the case of employees who have completed at least ten years’ service (any period of absence without pay being excluded therefrom) in which case service shall include any period of leave without pay not exceeding six months taken after 12 March 1975;

(2)	any period of part-time service arising from service under Part IV, Savings Provisions, of clause 29, Part-time Casual and Temporary Employees, except as provided for in subclause (x).

(iii)	An employee with an entitlement to long service leave, may elect to access their entitlement:

(a)	on full pay, or

(b)	on half pay, or

(c)	on double pay.

(iv)	When an employee elects to access their long service leave entitlement the following amounts of long service leave are to be deducted from the employee’s long service leave entitlement:

(a)	for each period of long service leave taken on full pay - the number of days so taken, 
(b)	for each period of long service leave taken on half pay - half the number of days so taken, 

(c)	for each period of long service leave taken on double pay - twice the number of days so taken. This election is made on the basis that superannuation contributions for an employee who is a member of the State Authorities Superannuation Scheme or the State Superannuation Scheme will only be made for the period of the long service leave actually taken, i.e. contributions will be made at the single time rate.

It is emphasised that the accessing of long service leave on the basis of either (a), (b) or (c) above is made by the employee’s voluntary election.

(v)	When an employee elects to access their long service leave entitlement, other leave entitlements will accrue as follows:

(a)	for each period of long service leave taken on full pay - all other leave entitlements accrue at the employee’s ordinary rate.

(b)	for each period of long service leave taken on double pay - all other leave entitlements accrue at the employee’s ordinary rate. 

(c)	for each period of long service leave taken on half pay - annual leave entitlements accrue at half the employee’s ordinary rate while all other leave entitlements accrue at the employee’s ordinary rate.

(d)	This subclause shall apply to new periods of Long Service Leave taken after 23 February 2011.

(vi)	If a public holiday occurs while an employee is taking long service leave, and but for the taking of the long service leave the employee would have worked, the amount of long service leave to be deducted is to be reduced by the public holiday.

(vii)	Long service leave shall be taken at a time mutually arranged between the employer and employee.

(viii)	When a licensed private hospital becomes a public hospital and an employee of the private hospital thereupon is employed by the public hospital such employee, for the purpose of calculating service for long service leave shall be deemed to have served in the industry of nursing for a period equal to 75 per cent of the actual continuous service with the employer in the private hospital immediately prior to the hospital becoming a public hospital.

(ix)	Full pay shall mean the award salary without any deduction for accommodation and/or board; provided that an employer shall be entitled to make such deduction for accommodation as is authorised by clause 38, Accommodation and Board, if the employee having been requested by the employer to leave his or her room completely vacant during the period of long service leave, fails to do so.

(x)

(a)	On the termination of employment of an employee otherwise than by his or her death, an employer shall pay to the employee the monetary value of all long service leave accrued and not taken at the date of such termination, unless the employee elects to transfer his or her leave entitlement in accordance with NSW Health Policy Directive No. PD2022_006 Leave Matters for the NSW Health Service, as amended from time to time.

(b)	Where an employee who has acquired a right to long service leave, or after having had five years of service and less than ten years’ service, dies, the partner of such employee or if there is no such partner the child/children of such employee (or guardian such as the case may be) or the legal personal representative of such employee, shall be entitled to receive the monetary value of the leave not taken or which would have accrued to such employee had his or her services been terminated as referred to in paragraph (b) of subclause (i) of this clause and such monetary value shall be determined according to the salary payable to the employee at the time of his or her death. For the purposes of this subclause, the term ‘partner’ means a spouse or a de facto partner (including a same sex de facto partner); and 'child/children' means a child or an adult child (including adopted child, step child, foster child or ex nuptial child) 

(xi)	An employee shall be entitled to have previous part-time service which is the equivalent of at least two full days' duty per week taken into account for long service leave purposes in conjunction with full-time or permanent part-time service on the basis of the proportion that the actual number of hours worked each week bears to 38 hours, provided that the part-time service merges without break with the subsequent full-time or permanent part-time service.

(xii)	All employees employed under Part I - Permanent Part-Time Employees of clause 29, Part-Time, Casual and Temporary Employees of this Award, will have such service counted for accrual of long service leave entitlement after 30 June 1986. Such service shall include the average of all hours worked (excluding overtime) in each year of service or part thereof and include paid leave taken; in any year or part thereof in which leave without pay is taken, the period of leave without pay shall not be included for the purposes of the averaging calculation.

This calculation shall be carried out for each year of service on the employee’s anniversary date of employment, and an appropriate entry made into the employees' records.

However, in recognition that data on the number of hours worked (excluding overtime) may not exist for all the periods of service after 30 June 1986, if there is a lack of data the employer is to calculate the long service leave entitlement as follows:

(a)	In the first instance, Health Services should utilise all existing records to determine the average of all hours worked (excluding overtime) and including paid leave taken for each year of service;

(b)	If the data to determine the number of hours worked (excluding overtime) is not available prior to the employee’s 2000/2001 anniversary date, Health Services are to calculate the long service leave entitlement on the basis of the average of all hours worked (excluding overtime) in each year of service, and including paid leave taken since the employee’s 2000/2001 anniversary date.

The resultant average of hours worked per week from application of (a) or (b) above will then be applied over the employee’s total period of employment after 30 June, 1986 for which data does not exist to form the basis for calculating payment for the long service leave to be taken by the employee for this period.  In this situation the employer shall consult with the employee regarding the lack of data prior to making a final decision that the data does not exist. In any event, for the purpose of this calculation the resultant average of all hours worked is to be no less than the employee’s contracted hours for each year of service.

Entitlement and calculation for any period of employment prior to 30 June 1986 shall be determined according to subclause (xi) of this clause. 

(xiii)	Except as provided for in subclause (xiv) of this clause, rights to long service leave under this clause shall be in replacement of rights to long service leave, if any, which at 12 March 1975, may have accrued or may be accruing to an employee and shall apply only to persons in the employ of the employer on or after 12 March 1975. Where an employee has been granted long service leave or has been paid its monetary value prior to 12 March, 1975, the employer shall be entitled to debit such leave against any leave to which the employee may be entitled pursuant to this clause.

(xiv)	The following provisions apply only to employees employed in a hospital as at 12 March 1975:

(a)	An employee who -

(i)	has had service in a hospital, to which clause 14, Climatic and Isolation Allowances, applies, prior to 12 March 1975, or

(ii)	is employed in a hospital, to which clause 14, Climatic and Isolation Allowances, applies as at 12 March 1975:

shall be granted long service leave in accordance with the long service leave provisions in force prior to 12 March 1975, in lieu of the provisions provided by this award where such benefits are more favourable to the employee.

(b)	An employee employed -

(i)	on a part time basis as at 12 March 1975, may be allowed long service leave in accordance with the long service leave provisions in force prior to 12 March 1975, in lieu of the provisions of the Long Service Leave Act 1955, as provided for in subclause (x) of this clause;

(ii)	on a full time basis as at 12 March 1975 but who has had prior part time service may be allowed to continue to be granted long service leave in accordance with the long service leave provisions in force prior to 12 March 1975, in lieu of the provisions provided by this award where such benefits are more favourable to the employee.

(xv)	Employees employed under Part II - Casual Employees, Part III - Temporary Employees and Part IV - Savings Provisions of clause 29, Part Time, Casual, and temporary Employees are entitled to accrue long service leave under the provisions of the Long Service Leave Act 1955, as amended, subject to meeting the provisions of that Act.

34.  Maternity, Adoption and Parental Leave

(i)	All eligible employees covered by this Award are entitled to the provisions of this clause other than part time employees who receive a part time loading as prescribed by Part IV - Savings Provisions of clause 29 of this Award (known as "old part time"), and casual employees.

(ii)	Part time employees who receive a part time loading as prescribed by Part IV - Savings Provisions of clause 29 of this Award (known as "old part time") and casual employees are entitled to parental leave in accordance with the provisions of Part 4, Parental Leave, of the Industrial Relations Act 1996.  The following provisions shall also apply in addition to those set out in the Industrial Relations Act 1996 (NSW).

(a)	An employer must not fail to re-engage a regular casual employee (see section 53 (2) of the Act) because:

-  the employee or employee's spouse is pregnant; or
-  the employee is or has been immediately absent on parental leave.

The rights of an employer in relation to engagement and re-engagement of casual employees are not affected, other than in accordance with this clause.

(b)	Part time employees who receive a part time loading as prescribed by Part IV - Savings Provisions of clause 29 of this Award are entitled to the provisions of Part D, Right to Request and Part E, Communication During Leave of this clause. 

(iii)	Liability for Superannuation Contributions 

During a period of unpaid maternity, adoption or parental leave, the employee will not be required to meet the employer's superannuation liability.
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(i)	Eligibility for Paid Maternity Leave -

To be eligible for paid maternity leave a full time or permanent part time employee must have completed at least 40 weeks continuous service prior to the expected date of birth.

An employee who has once met the conditions for paid maternity leave will not be required to work again the 40 weeks continuous service in order to qualify for a further period of paid maternity leave, unless;

(a)	there has been a break in service where the employee has been re-employed or re-appointed after a resignation, medical retirement, or after her services have been otherwise dispensed with; or

(b)	the employee has completed a period of leave without pay of more than 40 weeks. In this context, leave without pay does not include sick leave without pay, maternity leave without pay, or leave without pay associated with an illness or injury compensable under the Workers' Compensation Act 1987.

(ii)	Portability of Service for Paid Maternity Leave -

Portability of service for paid maternity leave involves the recognition of service in government sector organisations for the purpose of determining an employee's eligibility to receive paid maternity leave. For example, where an employee moves between a government sector department and a public hospital, previous continuous service will be counted towards the service prerequisite for paid maternity leave.

When determining an employee's eligibility for paid maternity leave, continuous service with an organisation that is part of the government sector service as defined in the Government Sector Employment Act will be recognised, provided that:

(a)	service was on a full-time or permanent part-time basis;

(b)	cessation of service with the former employer was not by reason of dismissal on any ground, except retrenchment or reduction of work;

(c)	the employee commences duty with the new employer on the next working day after ceasing employment with the former employer (there may be a break in service of up to two months before commencing duty with the new employer provided that the new position was secured before ceasing duty with the former employer. However, such a break in service will not be counted as service for the purpose of calculating any prior service prerequisite for paid maternity leave.

(iii)	Entitlement to Paid Maternity Leave -

(a)	An eligible employee is entitled to fourteen weeks at the ordinary rate of pay from the date maternity leave commences. This leave may commence up to fourteen weeks prior to the expected date of birth.

It is not compulsory for an employee to take this period off work. However, if an employee decides to work during the nine weeks prior to the expected date of birth it is subject to the employee being able to perform satisfactorily the full range of normal duties.

Paid maternity leave may be paid:

-  on a normal fortnightly basis; or
-  in advance in a lump sum; or
-  at the rate of half pay over a period of twenty-eight weeks on a regular fortnightly basis.

Annual and/or long service leave credits can be combined with periods of maternity leave on half pay to enable an employee to remain on full pay for that period.

(iv)	Unpaid Maternity Leave

(a)	Full time and permanent part time employees who are entitled to paid maternity leave are entitled to a further period of unpaid maternity leave of not more than 12 months after the actual date of birth.  
(b)	Full time and permanent part time employees who are not eligible for paid maternity leave are entitled to unpaid maternity leave of not more than 12 months. 

(c)	Full time and permanent part time employees may also apply for additional unpaid maternity leave as provided for in subclause (i)(b) of Part D, Right to Request, of this clause.

(v)	Applications -

An employee who intends to proceed on maternity leave should formally notify her employer of such intention as early as possible, so that arrangements associated with her absence can be made.

Written notice of not less than eight weeks prior to the commencement of the leave should accordingly be given. This notice must include a medical certificate stating the expected date of birth and should also indicate the period of leave desired.

(vi)	Variation after Commencement of Leave -

After commencing maternity leave, an employee may vary the period of her maternity leave, once without the consent of her employer and otherwise with the consent of her employer. A minimum of fourteen days’ notice must be given, although an employer may accept less notice if convenient.

The conditions relating to variation of maternity leave are derived from Section 64 of the Industrial Relations Act 1996.

(vii)	Staffing Provisions -

In accordance with obligations established by the Section 69 of the Industrial Relations Act 1996, any person who occupies the position of an employee on maternity leave must be informed that the employee has the right to return to her former position. Additionally, since an employee has the right to vary the period of her maternity leave, offers of temporary employment should be in writing, stating clearly the temporary nature of the contract of employment. The duration of employment should be also set down clearly; to a fixed date or until the employee elects to return to duty, whichever occurs first.

(viii)	Effect of Maternity Leave on Accrual of Leave, Increments etc. 

When the employee has resumed duties, any period of full pay leave is counted in full for the accrual of annual leave, sick leave and long service leave and any period of maternity leave on half pay is taken into account to the extent of one half thereof when determining the accrual of annual leave, sick leave and long service leave.

Except in the case of employees who have completed ten years' service the period of maternity leave without pay does not count as service for long service leave purposes.  Where the employee has completed ten years' service the period of maternity leave without pay shall count as service provided such leave does not exceed six months.

Maternity leave without pay does not count as service for incremental purposes. Periods of maternity leave at full pay and at half pay are to be regarded as service for incremental progression on a pro-rata basis.

Where public holidays occur during the period of paid maternity leave, payment is at the rate of maternity leave received i.e., public holidays occurring in a period of full pay maternity leave are paid at full rate and those occurring during a period of half pay leave are paid at half rate.

(ix)	Illness Associated with Pregnancy -

If, because of an illness associated with her pregnancy an employee is unable to continue to work then she can elect to use any available paid leave (sick, annual and/or long service leave) or to take sick leave without pay.

Where an employee is entitled to paid maternity leave, but because of illness, is on sick, annual, long service leave, or sick leave without pay prior to the birth, such leave ceases nine weeks prior to the expected date of birth. The employee then commences maternity leave with the normal provisions applying.

(x)	Transfer to a More Suitable Position -

Where, because of an illness or risk associated with her pregnancy, an employee cannot carry out the duties of her position, an employer is obliged, as far as practicable, to provide employment in some other position that she is able to satisfactorily perform. This obligation arises from section 70 of the Industrial Relations Act 1996. A position to which an employee is transferred under these circumstances must be as close as possible in status and salary to her substantive position.

(xi)	Miscarriages -

In the event of a miscarriage any absence from work is to be covered by the current sick leave provisions

(xii)	Stillbirth -

In the case of a stillbirth, (as classified by the Registry of Births, Deaths and Marriages) an employee may elect to take sick leave, subject to production of a medical certificate, or maternity leave.  She may resume duty at any time provided she produces a doctor's certificate as to her fitness.

(xiii)	Effect of Premature Birth on Payment of Maternity Leave -

An employee who gives birth prematurely and prior to proceeding on maternity leave shall be treated as being on maternity leave from the date leave is commenced to have the child.  Should an employee return to duty during the period of paid maternity leave, such paid leave ceases from the date duties are resumed.

(xiv)	Right to Return to Previous Position -

In accordance with the obligations set out in section 66 of the Industrial Relations Act 1996 an employee returning from maternity leave has the right to resume her former position.

Where this position no longer exists, the employee is entitled to be placed in a position nearest in status and salary to that of her former position and for which the employee is capable or qualified.

(xv)	Further Pregnancy While on Maternity Leave -

Where an employee becomes pregnant whilst on maternity leave a further period of maternity leave shall be granted.  If an employee enters on the subsequent period of maternity leave during the currency of the initial period of maternity leave, then any residual maternity leave from the initial entitlement ceases.  

An employee who commences a subsequent period of maternity leave while on unpaid maternity leave under paragraph (iv)(a) of Part A of this clause or paragraph (i)(b) of Part D of this clause is entitled to be paid at their normal rate (i.e. the rate at which they were paid before proceeding on maternity leave). 

An employee who commences a subsequent period of maternity leave during the first 12 months of a return to duty for less than full time hours as provided under paragraph (i)(c) of Part D of this clause is entitled to be paid at their substantive full time rate for the subsequent period of maternity leave. 
An employee who commences a subsequent period of maternity leave more than 12 months after returning to duty for less than full time hours under paragraph (i)(c) of Part D of this clause, will be entitled to paid maternity leave for the subsequent period of maternity leave at their part time rate.  
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(i)	Eligibility -

All full time and permanent part time employees who are adopting a child and are to be the primary care giver of the child are eligible for unpaid adoption leave.

To be eligible for paid adoption leave a full time or permanent part time employee must also have completed at least 40 weeks continuous service prior to the date of taking custody of the child.

An employee who has once met the conditions of paid adoption leave, will not be required to again work the 40 weeks continuous service in order to qualify for further periods of paid adoption leave, unless;

(a)	there has been a break in service where the employee has been re-employed or re-appointed after a resignation, medical retirement, or after their services have been otherwise dispensed with; or

(b)	the employee has completed a period of leave without pay of more than 40 weeks. In this context, leave without pay does not include sick leave without pay, maternity leave without pay, or leave without pay associated with an illness or injury compensable under the Workers Compensation Act 1987.

(ii)	Entitlement -

(a)	Paid Adoption Leave - 

Eligible employees are entitled to paid adoption leave of fourteen weeks at the ordinary rate of pay from and including the date of taking custody of the child.

Paid adoption leave may be paid: -

-  on a normal fortnightly basis; or
-  in advance in a lump sum; or
-  at the rate of half pay over a period of twenty-eight weeks on a regular fortnightly basis.

Annual and/or long service leave credits can be combined with periods of adoption leave at half pay to enable an employee to remain on full pay for that period.

(b)	Unpaid Adoption Leave -

Eligible employees are entitled to unpaid adoption leave as follows:
-  where the child is under the age of 12 months - a period of not more than 12 months from the date of taking custody;

-  where the child is over the age of 12 months - a period of up to 12 months, such period to be agreed upon by both the employee and the employer.

(iii)	Applications -

Due to the fact that an employee may be given little notice of the date of taking custody of a child, employees who believe that, in the reasonably near future, they will take custody of a child, should formally notify the employer as early as practicable of the intention to take adoption leave. This will allow arrangements associated with the adoption leave to be made.

(iv)	Variation after Commencement of Leave -

After commencing adoption leave, an employee may vary the period of leave, once without the consent of the employer and otherwise with the consent of the employer. A minimum of fourteen days’ notice must be given, although an employer may accept less notice if convenient.
(v)	Portability of Service for Paid Adoption Leave -

As per maternity leave conditions.

(vi)	Staffing Provisions -

As per maternity leave conditions.

(vii)	Effect of Adoption Leave on Accrual of Leave, Increments, etc. 

As per maternity leave conditions.

(viii)	Right to return to previous position -

As per maternity leave conditions.
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(i)	Eligibility

To be eligible for parental leave a full time or permanent part time employee must have completed at least 40 weeks continuous service prior to the expected date of birth or to the date of taking custody of the child.

An employee who has once met the conditions for paid parental leave will not be required to again work the 40 weeks continuous service in order to qualify for a further period of paid parental leave, unless:

(a)	there has been a break in service where the employee has been re-employed or re-appointed after a resignation, medical retirement, or after their services have been otherwise dispensed with; or

(b)	the employee has completed a period of leave without pay of more than 40 weeks. In this context, leave without pay does not include sick leave without pay, maternity leave without pay, or leave without pay associated with an illness or injury compensable under the Workers' Compensation Act 1987.

(ii)	Portability of Service for Paid Parental Leave

As per maternity leave conditions.

(iii)	Entitlements

Eligible employees whose spouse or partner (including a same sex partner) is pregnant or is taking custody of a child are entitled to a period of leave not exceeding 52 weeks which includes one week of paid leave, and may be taken as follows:

(a)	an unbroken period of up to one week at the time of the birth of the child, taking custody of the child or other termination of the pregnancy (short parental leave); and

(b)	a further unbroken period in order to be the primary caregiver of the child (extended parental leave).

(c)	The entitlement of one weeks’ paid leave may be taken at any time within the 52 week period and shall be paid:
-  at the employee’s ordinary rate of pay for a period not exceeding one week on full pay; or

-  two weeks at half pay or the period of parental leave taken, whichever is the lesser period.

Annual and/or long service leave credits can be combined with periods of parental leave on half pay to enable an employee to remain on full pay for that period.
(d)	Extended parental leave cannot be taken at the same time as the employee’s spouse or partner is on maternity or adoption leave except as provided for in paragraph (i)(a) of Part D, Right to Request, of this clause.  

(iv)	Applications

An employee who intends to proceed on parental leave should formally notify their employer of such intention as early as possible, so that arrangements associated with their absence can be made.

(a)	In the case of extended parental leave, the employee should give written notice of the intention to take the leave.  

(b)	The employee must, at least four weeks before proceeding on leave, give written notice of the dates on which they propose to start and end the period of leave, although it is recognised in situations of taking custody of a child, little or no notice may be provided to the employee.  In such an instance, the employee should notify the employer as early as practicable.

(c)	The employee must, before the start of leave, provide a certificate from a medical practitioner confirming that their spouse or partner is pregnant and the expected date of birth, or in the case of an adoption, an official form or notification on taking custody of the child.

(d)	In the case of extended parental leave, the employee must, before the start of leave, provide a statutory declaration by the employee stating:

(i)	if applicable, the period of any maternity leave sought or taken by his spouse, and

(ii)	that they are seeking the period of extended parental leave to become the primary care giver of the child.

(v)	Variation after Commencement of Leave

After commencing parental leave, an employee may vary the period of her/his parental leave, once without the consent of the employer and otherwise with the consent of the employer. A minimum of fourteen days’ notice must be given, although an employer may accept less notice if convenient.

(vi)	Effect of Parental Leave on Accrual of Leave, Increments etc.

As per maternity leave conditions.

(vii)	Right to return to Previous Position

As per maternity leave conditions.
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(i)	An employee entitled to maternity, adoption or parental leave may request the employer to allow the employee:

(a)	to extend the period of simultaneous maternity, adoption or parental leave use up to a maximum of eight weeks;

(b)	to extend the period of unpaid maternity, adoption or extended parental leave taken for a further continuous period of leave not exceeding 12 months;

(c)	to return to duty for less than the full time hours they previously worked by taking weekly leave without pay.  

to assist the employee in reconciling work and parental responsibilities.

(ii)	The employer shall consider the request having regard to the employee’s circumstances and, provided the request is genuinely based on the employee’s parental responsibilities, may only refuse the request on reasonable grounds related to the effect on the workplace or the employer’s business.  Such grounds might include cost, lack of adequate replacement staff, loss of efficiency and the impact on customer service. 

(iii)	The employee’s request and the employer’s decision made under paragraph (i)(b) and (c) must be recorded in writing.

(iv)	Where an employee wishes to make a request under paragraph (i)(c):

(a)	the employee is to make an application for leave without pay to reduce their full time weekly hours of work

(b)	such application must be made as early as possible to enable the employer to make suitable staffing arrangements.  At least four weeks’ notice must be given. 

(c)	all requests are to be considered having regard to the terms of NSW Health Policy Directive No. 2019_010 Leave Matters for NSW Health Service, as amended from time to time.

(d)	Salary and other conditions of employment are to be adjusted on a basis proportionate to the employee’s full time hours of work i.e. for long service leave the period of service is to be converted to the full time equivalent, and credited accordingly.

(e)	It should be noted that employees who return from maternity, adoption or parental leave under this arrangement remain full time employees.  Therefore, the payment of any part time allowance to such employees does not arise.  
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(i)	Where an employee is on maternity, adoption or parental leave and a definite decision has been made to introduce significant change at the workplace, the employer shall take reasonable steps to:

(a)	make information available in relation to any significant effect the change will have on the status or responsibility level of the position the employee held before commencing the leave; and

(b)	provide an opportunity for the employee to discuss any significant effect the change will have on the status or responsibility level of the position the employee held before commencing leave.

(ii)	The employee shall take reasonable steps to inform the employer about any significant matter that will affect the employee’s decision regarding the duration of leave to be taken, whether the employee intends to return to work and whether the employee intends to request to return to work on a part-time basis. 

(iii)	The employee shall also notify the employer of changes of address or other contact details which might affect the employer’s capacity to comply with subclause (i). 
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(i)	From 1 January 2011 the CPPL scheme may be available to eligible employees.

(ii)	The CPPL is independent of other leave entitlements and is in addition to paid parental leave entitlements.

35.  Military Leave

Employees shall be granted military leave in accordance with NSW Health Policy Directive No. PD2022_006 Leave Matters for the NSW Health Service, as amended from time to time.


36.  Repatriation Leave

Ex-servicemen/women shall be granted repatriation leave in accordance with NSW Health Policy Directive PD2022_006 Leave Matters for the NSW Health Service, as amended from time to time.
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37.  Sick Leave

(i)	Subject to the following limitation and conditions an employee shall be entitled to sick leave on full pay calculated by allowing 76 rostered ordinary hours of work for each year of continuous service less any sick leave on full pay already taken:

(a)	An employee shall not be entitled to sick leave until after three months continuous service.

(b)	An employee shall not be entitled to sick leave on full pay for any period in respect of which such employee is entitled to accident pay, or workers' compensation; provided, however that where an employee is not in receipt of accident pay, an employer shall pay to an employee, who has sick leave entitlements under this clause, the difference between the amount received as workers compensation and full pay. 

The employee's sick leave entitlement under this clause shall, for each week during which such difference is paid, be reduced by the proportion of hours which the difference bears to full pay. On the expiration of available sick leave, weekly compensation payments only shall be payable.

(c)	All periods of sickness shall be certified to by the Medical Superintendent or Director of Nursing of the employer or by the employee's own legally qualified medical practitioner or dentist. The employer may dispense with the requirement of a medical certificate where the absence does not exceed 2 consecutive days or where, in the employer's opinion, the circumstances are such as not to warrant such requirement.

(d)	Each employee shall, as soon as reasonably practicable and in any case within 24 hours of the commencement of such absence, inform the employer of his or her inability to attend for duty and as far as possible state the nature of the injury or illness and the estimated duration of the absence.

(e)	Where an employee is absent on sick leave for a total of 10 working days in any one year of service and has no sick leave entitlement carried over from previous years, that employee will continue to be paid for an additional 4 hours even though no sick leave credit might exist. Such additional payment will not affect the subsequent year’s sick leave entitlement, ie. it is "special sick leave", not "sick leave in advance" (see NSW Health Policy Directive No. PD2022_006 Leave Matters for the NSW Health Service, as amended from time to time).

(ii)	The employer shall not change the rostered hours of an employee fixed by the roster or rosters applicable to the fourteen days immediately following the commencement of sick leave merely by reason of the fact that she or he is on sick leave.

(iii)	For the purpose of this clause "Service" means service in the industry of nursing.

(iv)	For the purpose of this clause continuity of service in the industry of nursing shall not be broken by:

(a)	absences from such industry on account of illness;

(b)	periods of absences from such industry immediately following termination of employment, in respect of which employment a pro rata payment has been made for annual leave or long service leave, but not exceeding the period the employee would have been required to work to earn as salary an amount equal to such pro rata payment;

(c)	absence from such industry for the purpose of pursuing a post-graduate course in nursing (i.e. a course which results in obtaining a certificate, diploma or qualification) whether in Australia or elsewhere; and where the course is pursued outside Australia an employee shall be deemed to be absent for the purpose of pursuing the course throughout the time reasonably occupied travelling to the place of study and return to Australia, the actual duration of the course, a period of three months after completion of the course and before returning to Australia and a period of one month after returning to Australia;

(d)	any reasonable absence from the industry occasioned by an employee transferring from one employer to another in such industry but not exceeding 28 days on any one occasion;

(e)	periods of employment nursing in hospitals in New South Wales other than the hospitals covered by this Award and in the Canberra Community Hospital and Woden Valley Hospital; provided that this period of absence shall not be counted as service for the purpose of calculating sick leave.

(v)	Part Time Employees : a part time employee shall be entitled to sick leave in the same proportion of the seventy six hours as the average weekly hours worked over the preceding twelve months or from the time of the commencement of employment, whichever is the lesser, bears to thirty-eight ordinary hours. Such entitlements shall be subject to all the above conditions applying to full time employees. Provided that only part time service on and from the beginning of the first pay period to commence on or after 1 January 1970, shall count for the purpose of this subclause.

(vi)	Subject to the provision of a satisfactory medical certificate and sick leave being due, annual leave or long service leave (extended leave) shall be re-credited where an illness of at least one week's duration occurs during the period of annual or long service leave:  Provided that the period of leave does not occur prior to retirement, resignation or termination of services, and provided further that the employer is satisfied on the circumstances and the nature of the incapacity.

(vii)	In addition to the sick leave prescribed in subclause (i) of this clause, Flight Nurses shall be entitled to an additional 38 hours sick leave in any period of 12 months. Any unused additional sick leave shall not accumulate from year to year.

38.  Accommodation and Board

(i)	The employer shall where practicable provide for the use of employees who live in:

(a)	Directors of Nursing: In a public hospital of which the registered number of beds is 9 or more, private quarters which shall comprise a bedroom, sitting room, bathroom, and toilet with appropriate furniture and fittings including a washing machine, refrigerator and stove or stovette and facilities for preparing light refreshments; provided that where the normal nursing staff does not exceed 7, it shall not be necessary to provide for the Director of Nursing a separate bathroom and toilet facilities, a washing machine, refrigerator and a stove or stovette.

(b)	Employees other than Directors of Nursing:

(1)	Dining facilities suitable to the reasonable needs of the nursing staff.

(2)	A lounge room suitable to the reasonable needs of the staff.

(3)	A study for student nurses; provided that this provision shall apply only to public hospitals which are registered training schools.

(4)	At least one plunge bath (with shower) for each 12 (or fraction thereof) employees and in addition at least one separate shower cubicle for each 12 (or fraction thereof) employees.

(5)	At least one lavatory (if in a bathroom adequately partitioned off from the bathing facilities) for each 8 (or fraction thereof) employees.

(6)	A kitchen or kitchenette equipped with reasonable facilities for storing and preparing light refreshments and with normal kitchen utensils, stove or stovette, refrigerator, china, crockery and cutlery.
(7)	Suitable facilities including a washing machine for the laundering and drying of personal clothing.

(8)	A separate bedroom of such dimensions as to provide a floor area of not less than 100 square feet and which contains suitable floor coverings and a bedside lamp and fittings and shall be furnished with a bed, a dressing table, a wardrobe (built-in cupboard) of adequate size and a chair.

(9)	Where it is necessary for 2 or more employees to sleep in a bedroom 750 cubic feet of space shall be provided for each employee.  Such bedroom shall contain suitable floor coverings and for each employee the employer shall provide a bed, a dressing table, a wardrobe (built-in cupboard) of adequate size and a chair.

(10)	In respect of subparagraphs (2), (4), (5), and (6) of this paragraph separate provision shall be made for trained and untrained staff; provided that as to subparagraphs (2), (4) and (5) of this paragraph this provision shall not apply in a public hospital in which the normal number of nursing staff is less than 12.

(11)	Adequate heating suitable to the reasonable needs of the staff present shall be provided in the lounge room during the wintertime.

(ii)	The employer shall provide such domestic staff as is necessary to maintain the accommodation in a proper condition at all times.

(iii)	The following deductions from salary shall be made by an employer for accommodation:

(a)	Directors of Nursing and employees occupying separate bedroom accommodation of a reasonable standard: an amount as set in Item 15 of Table 2 of Part B per week. 

(b)	Directors of Nursing provided with a self-contained flat attached to the public hospital's nurses home; an amount as set in the said Item 15 per week.

(iv)	An employer shall provide for employees who live in, full board of 21 meals per week and the meals shall consist of an adequate quantity of wholesome well-cooked and well-prepared food-stuffs including green vegetables and fruit in season and in addition the employer shall provide tea, coffee, milk and sugar for morning and afternoon tea and supper and early morning tea for employees on night or early morning duty. An employer who complies with the foregoing provisions of this subclause may make a deduction as set out in Item 16 of table 2 of Part B per week.

(v)

(a)	The employer shall provide for the use of employees who live out:

(1)	a suitable change room and adequate washing and toilet facilities; provided that the washing and toilet facilities need not be distinct from those provided for employees who live in and this provision shall not apply to a public hospital the registered number of beds of which is less than 9;

(2)	a full-length locker fitted with lock and key or other suitable place for the safe keeping of clothing and personal effects of such employee;

(b)	An employer shall provide for an employee who lives out, tea, coffee, milk and sugar for morning and afternoon tea, supper and early morning tea when the employee is on duty at times appropriate for the partaking thereof and shall provide also for such an employee who requires them, meals of the standard specified in subclause (iv) of this clause, which fall during the duty period and for such meals so provided may make a charge, provided that the charge for breakfast and other meals shall be as set in Item 17 of Table 2 of Part B. 

(vi)	The charges referred to in subclauses (iii), (iv) and (v) to be adjusted in accordance with any general movement in wage rates in this award. The Director-General of Health may apply for additional adjustments from time to time based on the differences between such wage increases and the actual cost of providing these services.  Provided that an employer may waive all or part of these charges at its discretion as an incentive to recruitment of nurses.

(vii)	Where an employee partakes of a meal from a cafeteria service provided by a public hospital or public health organisation, he or she shall be required to pay the charge fixed for such meal in lieu of the meal charges prescribed in subclauses (iv) or (v) of this clause.

39.  Grading Committee

A Committee consisting of two representatives of the employer and two representatives of the Association shall be constituted to consider and make recommendations to the employer in relation to:

(a)	any request or proposal to establish or alter the grading of positions of Nursing Unit Manager;

(b)	the date of effect of any grading recommended.

Provided that:

(i)	an employee shall, whilst the grading or remuneration of his or her position is under consideration, be ineligible to be a member of the Committee;

(i)	the Committee shall not, without sufficient reason, recommend the retrospective operation of any grading or remuneration; and 

(iii)	where a retrospective date of effect is recommended, such date shall not be earlier than a date six months prior to the date on which the matter was referred to the Committee.

40.  Grading of Nurse/Midwife Manager Positions

(i)	All positions of Nurse/Midwife Manager, as defined in Clause 3, Definitions of this award shall be graded by the employer in accordance with the Work Level Statements set out in Schedule 1 to this award.

(ii)	The employer may determine a higher grading including a multi-grade, e.g. Grade 4-5, Grade 6-7, etc., than provided for under the Work Level Statements where the requirements of the position involve a higher level of complexity and/or an extended role to that generally comprehended by the otherwise applicable Work Level Statement.

(iii)	Progression to the second salary point in each grade will occur after 12 months satisfactory service in that grade. Provided that accelerated progression within the 12 month period, or on commencement of employment, may occur where the employer is satisfied that such progression is warranted in an individual case.

(iv)	If dissatisfied with the grade as determined in any individual case, the Association may discuss the matter with the local Health Service management and, if still dissatisfied, may apply for a review of the grading by the Ministry of Health and the Association at a central level.
(v)	No employee is to suffer a reduction in salary as a result of the implementation of the new structure. Where an employee would ordinarily be classified at a grade which carries a salary less than his or her current salary he or she shall retain his or her current salary, including all future increases thereto, on a strictly personal basis, while ever he or she remains in the current position.

(vi)	Employees seeking appointment to positions of Nurse Manager are generally expected to possess the core knowledge and skills appropriate to the respective grades as set out in Schedule 1 to this award.



41.  Deputy Directors of Nursing, Assistant Directors of Nursing 

(i)	The following appointments shall be made in public hospitals with adjusted daily averages of occupied beds as specified hereunder:

	Less than 150 beds 
	-
	a Deputy Director of Nursing

	
	
	

	150 beds and over 
	-
	a Deputy Director of Nursing, Assistant Directors of Nursing.



(ii)	Appointments under subclause (i) of this clause shall be made within two calendar months of the date this award becomes operative and thereafter within two calendar months of the occurrence of a vacancy.  In default of appointment within the said period of two calendar months, the registered nurse employed as such or in a higher classification who has customarily relieved in the vacant position, or if no one has so customarily relieved, the registered nurse employed in the same or the next senior classification below the vacant position with the longest service in such classification at the public hospital, shall be deemed to be appointed until such time as another appointment is made by the employer.

(iii)	This clause shall not apply to a hospital using members, novices or aspirants of religious orders where a member of an order carries out the duties under this clause of an Assistant Director of Nursing or Deputy Director of Nursing.

42.  Proportion

Except in cases of emergency not more than four enrolled nurses and/or assistants in nursing to each registered nurse shall be employed in a public hospital and for this purpose a Director of Nursing shall count.

43.  Medical Examination of Nurses

See NSW Health Policy Directives No PD2022_006 Leave Matters for NSW Health Service and PD2017_040 Recruitment and Selection of Staff to the NSW Health Service as amended from time to time.

44.  Domestic Work

Except as hereinafter provided, nurses shall not be required to perform, as a matter of routine, the following duties: viz.; washing, sweeping, polishing and/or dusting of floors, walls or windows of wards, corridors, annexes, bathrooms or verandas or any duties which are generally performed by classifications other than nursing staff, but this provision shall not preclude the employment of nurses on any such duties in an isolation block or where the performance of those duties involves disinfection.

45.  Termination of Employment

(i)	Except for misconduct justifying summary dismissal, the services of an employee shall be terminated only by fourteen days’ notice or by payment of fourteen days salary in lieu thereof in the case of an employee other than a Director of Nursing, and by twenty-eight days’ notice or by the payment of twenty-eight days salary in lieu thereof in the case of a Director of Nursing.

(ii)	No employee shall, without the consent of the employer, resign without having given fourteen days’ notice (or in the case of a Director of Nursing, twenty eight days’ notice) of intention so to do or forfeiting salary earned during the pay period current at the time of resignation; provided that in no circumstances shall the employee forfeit more than fourteen days’ pay at the rate prescribed for his or her classification by clause 8, Salaries.

(iii)	Employees who have accrued additional days off duty pursuant to subclause (vii) of clause 4, Hours of Work and Free Time of Employees Other Than Directors of Nursing and Area Managers, Nurse Education, shall be paid for such accrued time at ordinary rate of pay upon termination.

(iv)	Upon the termination of the services of an employee, the employer shall furnish the employee with a written statement, duly signed by or on behalf of the employer, setting out the period of the employment and the capacity in which the employee was employed.
(v)	This clause does not preclude an employee receiving any greater period of notice of termination to which they might be entitled under s117 of the Fair Work Act 2009 (Cth).

46.  Labour Flexibility

(i)	An employer may direct an employee to carry out such duties as are reasonable and within the limits of the employee's skill, competence and training provided that such duties are not designed to promote deskilling.

(ii)	An employer may direct an employee to carry out such duties and use such tools and equipment as may be required provided that the employee has been properly trained or has otherwise acquired the necessary skills in the use of such tools and equipment.

(iii)	Any direction issued by an employer pursuant to subclause (i) and (ii) shall be consistent with the employer's responsibilities to provide a safe and healthy working environment.

(iv)	Existing provisions with respect to the payment of mixed functions/higher duties allowances shall apply in such circumstances.

47.  Right of Entry

See Chapter 5, Part 7 of the Industrial Relations Act 1996 and Part 7 of the Work Health and Safety Act 2011 (as amended or replaced).

48.  Disputes

(i)	All parties must use their best endeavours to cooperate in order to avoid any grievances and/or disputes.

(ii)	Where a dispute arises in any public hospital or public health organisation, regardless of whether it relates to an individual nurse or to a group of nurses, the matter must be discussed in the first instance by the nurse(s) (or the Association on behalf of the nurse(s) if the nurse(s) so request(s)) and the immediate supervisor of that nurse(s).

(iii)	If the matter is not resolved within a reasonable time it must be referred by the nurse(s)' immediate supervisor to the Chief Executive Officer of the employer (or his or her nominee) and may be referred by the nurse(s) to the Association’s Head Office.  Discussions at this level must take place and be concluded within 2 working days of referral or such extended period as may be agreed.

(iv)	If the matter remains unresolved, the Association must then confer with the appropriate level of management (i.e. at Public Hospital/Local Health District or Public Health organisation/Ministry level, depending on the nature and extent of the matter). Discussions at this level must take place and be concluded within two working days of referral or such extended period as may be agreed.

(v)	If these procedures are exhausted without the matter being resolved, or if any of the time limits set out in those procedures are not met, either the Association or the employer may seek to have the matter mediated by an agreed third party, or the matter may be referred in accordance with the provisions of the Industrial Relations Act 1996 (NSW) to the Industrial Relations Commission for its assistance in resolving the issue.

(vi)	During these procedures normal work must continue and there must be no stoppages of work, lockouts, or any other bans or limitations on the performance of work.

(vii)	The status quo before the emergence of the issue must continue whilst these procedures are being followed. For this purpose, 'status quo' means the work procedures and practices in place:

(a)	immediately before the issue arose; or

(b)	immediately before any change to those procedures or practices, which caused the issue to arise, was made.
The Employer must ensure that all practices applied during the operation of these procedures are in accordance with safe working practices.

(viii)	Throughout all stages of these procedures, adequate records must be kept of all discussions.

(ix)	These procedures will be facilitated by the earliest possible advice by one party to the other of any issue or problem which may give rise to a grievance or dispute.

49.  Anti-Discrimination

(i)	It is the intention of the parties bound by this award to seek to achieve the object of 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.

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".

50.  Exemption

This award shall not apply to -

(i)	members, novices or aspirants of religious orders in public hospitals;

(ii)	the Sydney Dental Hospital provided that nurses employed thereat are paid not less than the appropriate salaries prescribed by this award.


51.  Salary Packaging

(i)	By agreement with their employer, employees may elect to package a part or all of their salary in accordance with this clause, to obtain a range of benefits as set out in NSW Health Policy Directive PD2018_044 Salary Packaging, as amended from time to time. Such election must be made prior to the commencement of the period of service to which the earnings relate. Where an employee also elects to salary sacrifice to superannuation under this award, the combined amount of salary packaging/sacrificing may be up to 100 per cent of salary.

Any salary packaging above the fringe benefit exemption cap will attract fringe benefits tax as described in subclause (iv) below.

(ii)	Where an employee elects to package an amount of salary:

(a)	Subject to Australian taxation law, the packaged amount of salary will reduce the salary subject to appropriate PAYG taxation deductions by that packaged amount.

(b)	Any allowance, penalty rate, overtime payment, 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 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 this award in the absence of any salary packaging or salary sacrificing made under this award.

(c)	 "Salary" for the purpose of this clause, for superannuation purposes, and for the calculation of award entitlements, shall mean the award salary as specified in clause 9, Salaries, and which shall include "approved employment benefits" which refer to fringe benefit savings, administration costs, and the value of packaged benefits.

(iii)	Any pre-tax and post-tax payroll deductions must be taken into account prior to determining the amount of available salary to be packaged. Such payroll deductions may include but are not limited to superannuation payments, HECS payments, child support payments, judgement debtor/garnishee orders, union fees and private health fund membership fees.

(iv)	The salary packaging scheme utilises a fringe benefit taxation exemption status conferred on public hospitals and Local Health Districts, which provides for a fringe benefits tax exemption cap of $17,000 per annum. The maximum amount of fringe benefits-free tax savings that can be achieved under the scheme is where the value of benefits when grossed-up, equal the fringe benefits exemption cap of $17,000. Where the grossed-up value exceeds the cap, the employer is liable to pay fringe benefits tax on the amount in excess of $17,000 but, will pass on this cost on to the employee. The employer’s share of savings, the combined administration cost, and the value of the packaged benefits are deducted from the pre-tax dollars.

(v)	The parties agree that the application of the fringe benefits tax exemption status conferred on public hospitals and Local Health Districts is subject to the prevailing Australian taxation laws.

(vi)	If an employee wishes to withdraw from the salary packaging scheme, the employee may only do so in accordance with the required period of notice as set out in the Salary Packaging Policy and Procedure Manual.

(vii)	Where an employee ceases to salary package, arrangements will be made to convert the agreed package amount to salary. Any costs associated with the conversion will be borne by the employee, and the employer shall not be liable to make up any salary lost as a consequence of the employee’s decision to convert to salary.

(viii)	Employees accepting the offer to salary package do so voluntarily. Employees are advised to seek independent financial advice and counselling to apprise them of the implications of salary packaging on their individual personal financial situations.

(ix)	The employer and the employee shall comply with the procedures set out in the NSW Health Services Salary Packaging Policy and Procedure Manual as amended from time to time.

52.  Deduction of Union Membership Fees

(i)	The union shall provide the employer with a schedule setting out union fortnightly membership fees payable by members of the union in accordance with the union’s rules.

(ii)	The union shall advise the employer of any change to the amount of fortnightly membership fees made under its rules. Any variation to the schedule of union fortnightly membership fees payable shall be provided to the employer at least one month in advance of the variation taking effect.

(iii)	Subject to (i) and (ii) above, the employer shall deduct union fortnightly membership fees from the pay of any employee who is a member of the union in accordance with the union’s rules, provided that the employee has authorised the employer to make such deductions.

(iv)	Monies so deducted from employees’ pay shall be forwarded regularly to the union together with all the necessary information to enable the union to reconcile and credit subscriptions to employees’ union membership accounts.

"Regularly" shall be defined as monthly except where the practice and protocol of an employer as at March 2002 was fortnightly.

(v)	Unless other arrangements are agreed to by the employer and the union, all union membership fees shall be deducted on a fortnightly basis.

(vi)	Where an employee has already authorised the deduction of union membership fees from his or her pay prior to this clause taking effect, nothing in this clause shall be read as requiring the employee to make fresh authorisation in order for such deductions to continue.

53.  Staffing Arrangements

(i)	Reasonable workloads are required for nurses to assist in providing a sustainable health system for the people of NSW that not only meets present health needs but also plans for the health needs of the future. 

(ii)	The employer has a responsibility to provide reasonable workloads for nurses. 

(iii)	Principles

The following principles shall be applied in determining or allocating a reasonable workload for a nurse:

(a)	Reasonable workloads will be based on the application of the staffing arrangements detailed in this clause.  The arrangements may be the reasonable workload principles alone or, in addition, the provisions set out in Sections II - IX, of subclause (iv) in relation to the services, wards and units to which they apply. 

(b)	Workload assessment will take into account measured demand by way of clinical assessment, including acuity, skill mix, specialisation where relevant, and geographical and other local requirements/resources.

(c)	The work performed by the employee will be able to be satisfactorily completed within the ordinary hours of work assigned to the employee in their roster cycle.

(d)	The work will be consistent with the duties within the employee’s classification description and at a professional standard so that the care provided or about to be provided to a patient or client shall be adequate, appropriate and not adversely affect the rights, health or safety of the patient, client or nurse.

(e)	The workload expected of an employee will not be unfair or unreasonable having regard to the skills, experience and classification of the employee for the period in which the workload is allocated.

(f)	An employee will not be allocated an unreasonable or excessive nursing workload or other responsibilities except in emergency or extraordinary circumstances of an urgent nature.

(g)	An employee shall not be required to work an unreasonable amount of overtime.

(h)	An employee’s workload will not prevent reasonable and practicable access to Learning and Development Leave, together with ‘in-house’ courses or activities, and mandatory training and education.

(i)	Existing minimum staffing levels to ensure safe systems of work and patient safety shall continue to apply.  

(j)	Nothing in this clause prevents a higher level of staffing from being provided when, and where, this is necessary for clinical or other reasons.

(iv)	Staffing and Specialties

The Association and the Ministry agree that the staffing arrangements in this clause and their application may be reviewed and amended from time to time by agreement and that the Award may be varied by consent to reflect any such agreement.

[bookmark: _Toc424217670]SECTION I: REPLACEMENT OF ABSENCES

(a)	When an unplanned absence occurs (e.g. due to unexpected sick leave) the NUM (or delegate) will immediately review the roster to determine the effect of the absence on workload.

(b)	Where the NUM (or delegate) determines to backfill the absence, the default position is to fill the absence with a nurse of the same classification as the absent nurse.

(c)	If all avenues to backfill the absence with a nurse at the same classification are exhausted and the only remaining option is to backfill the absence with a nurse of a lower classification, the NUM (or delegate) must consider how the functions performed in the ward/unit can be safely and appropriately performed by a nurse of another nursing classification. 

(d)	In some circumstances it may be possible to backfill with a nurse of a lower classification.  Where it is determined to backfill with a nurse of a lower classification, a record of this, together with the reasons, must be made.

[bookmark: _Toc424217671]SECTION II: NURSING HOURS WARDS AND UNITS 

(a)	Nursing hours wards and units comprise general inpatient wards, dedicated palliative care wards/units, dedicated rehabilitation wards/units and inpatient adult acute mental health wards/units.

(b)	General inpatient wards do not include:

1.	All Types of Critical Care Units:

•	Intensive Care Units
•	High Dependency Units
•	Coronary Care Units
•	Burns Units
•	Neo-natal Intensive Care Units

2.	Day Only Wards

3.	Day of Surgery Wards

4.	Procedural Units (Haemodialysis, Endoscopy, Cardiac Catheter, etc.)

5.	Paediatrics

6.	Drug & Alcohol

7.	All Midwifery Services: 

•	Antenatal
•	Post Natal, Nurseries
•	Delivery & Birthing Suites

8.	23 Hour Wards

9.	Fast track wards

10.	Transition Wards (slow stream)

11.	Medical/Surgical Assessment Units (MAU & SAU) 

12.	Medical/Surgical Acute Care Units (MACU & SACU) 

13.	Wards/Units attached to Emergency Departments:

•	Psychiatric Emergency Care Centres (PECC) 
•	Observation wards
•	Emergency Medical Units (EMUs)

(c)	The Association and the Ministry have agreed that staffing will be determined by the Nursing Hours Per Patient Day ('NHPPD') specified below, provided over a week, to determine the number of nurses required to provide direct clinical care.  The number of nursing hours per patient day may also be expressed as an equivalent ratio.

(d)	6.0 NHPPD will apply to general inpatient wards in Peer Group A1 and A3 facilities, being Principal Referral Hospitals and Ungrouped Acute Tertiary Referral Hospitals, accounted for over the period of a week.

(e)	5.5 NHPPD will apply to general inpatient wards in Peer Group B facilities, being Major Hospitals Group 1 and Group 2, accounted for over the period of a week.  General inpatient wards in Peer Group B facilities will move to 6.0 NHPPD by 30 June 2023 in accordance with a timetable, determined by the Ministry and provided to the Association once determined.

(f)	5.0 NHPPD will apply to general inpatient wards in Peer Group C facilities, being District Group Hospitals, accounted for over the period of a week.  General inpatient wards in certain Peer Group C facilities will move to 6.0 NHPPD by 30 June 2023, in accordance with a timetable, determined by the Ministry and provided to the Association once determined.

(g)	6.0 NHPPD will apply to dedicated palliative care wards, accounted for over the period of a week. 

(h)	5.0 NHPPD will apply to dedicated general rehabilitation wards and units, and 6.0 NHPPD will apply to dedicated rehabilitation specialist brain and spinal injury units, accounted for over the period of a week.  For these wards and units only, NHPPD includes the hours usually worked by nursing and other categories of staff, however titled, agreed with the Association.

(i)	6.0 NHPPD will apply to inpatient adult acute mental health wards in general hospitals which are not specialist mental health facilities, accounted for over the period of a week.

(j)	5.5 NHPPD will apply to inpatient adult acute mental health wards in specialised mental health facilities, accounted for over the period of a week.  Inpatient adult acute mental wards in certain specialised mental health facilities will move to 6.0 NHPPD by 30 June 2023, in accordance with a timetable, determined by the Ministry and provided to the Association once determined.

(k)	At the time the new staffing levels referred to in Section II, subclauses (d) to (j) above are introduced on a ward or unit for the first time, staffing levels in wards and units with higher than the specified staffing will either continue to apply or be reviewed. A reduction in staffing will not occur without a review taking place. If there is disagreement between the Employer and Association about the outcome of the review the provisions of subclause (vii) Grievances in relation to workload will apply. 

(l)	The number of nursing hours per patient day may also be expressed as an equivalent ratio which provides the same nursing hours over a week.  For example:

1.	a NHPPD of 6.0 can provide sufficient nursing hours to provide am/pm/night equivalent ratios of 1:4/1:4/1:7 across seven days, as well as the option of some shifts with a nurse in charge who does not also have an allocated patient workload.

2.	a NHPPD of 5.5 can provide sufficient nursing hours to provide am/pm/night equivalent ratios of 1:4/1:5/1:7 across seven days, as well as the option of some shifts with a nurse in charge who does not also have an allocated patient workload.
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3.	a NHPPD of 5.0 can provide sufficient nursing hours to provide am/pm/night equivalent ratios of 1:5/1:5/1:7 across seven days, as well as the option of some shifts with a nurse in charge who does not also have an allocated patient workload.


2
Example Table 1

	NHPPD:
	6
	which delivers the following nursing hours:
	Average Hours Per Day:
	156

	
	
	
	
	

	Number of Patients: 
	26
	
	Hours Per Week:
	1092



	
	MORNING
	AFTERNOON
	NIGHT

	
	Number of
Staff
	#Equivalent
Ratio
	*In Charge with
no allocated
patients
	Number of Staff
	#Equivalent Ratio
	*In Charge with no allocated patients
	Number of Staff
	#Equivalent Ratio
	Total Hours

	Shift Length in hours
	8
	
	8
	8
	
	8
	10
	
	

	Monday
	7
	1: 3.7
	0
	7
	1: 3.7
	1
	4
	1: 6.5
	160

	Tuesday
	7
	1: 3.7
	0
	7
	1: 3.7
	1
	4
	1: 6.5
	160

	Wednesday
	6.5
	1: 4
	0
	6
	1: 4.3
	1
	4
	1: 6.5
	148

	Thursday
	7
	1: 3.7
	0
	7
	1: 3.7
	1
	4
	1: 6.5
	160

	Friday
	7
	1: 3.7
	0
	7
	1: 3.7
	1
	4
	1: 6.5
	160

	Saturday
	6
	1: 4.3
	1
	6
	1: 4.3
	1
	4
	1: 6.5
	152

	Sunday
	6
	1: 4.3
	1
	6
	1: 4.3
	1
	4
	1: 6.5
	152

	
	
	
	
	
	
	
	Hours Per Week
	1092



Notes: #Equivalent Ratio is indicative of the ratio that could be created by this roster pattern.  *In this example the NUM has distributed the hours on some shifts to include a nurse in charge who does not have an allocated patient workload.

Example Table 2

	NHPPD:
	6
	which delivers the following
nursing hours:
	Average Hours Per Day:
	156

	
	
	
	
	

	Number of Patients: 
	26
	
	Hours Per Week:
	1092



	
	MORNING
	AFTERNOON
	NIGHT

	
	Number of
Staff
	#Equivalent
Ratio
	*In Charge with
no allocated
patients
	Number of 
Staff
	#Equivalent
Ratio
	*In Charge with
no allocated 
patients
	Number of
Staff
	#Equivalent
Ratio
	Total Hours

	Shift Length in hours
	8
	
	8
	8
	
	8
	10
	
	

	
	
	
	
	
	
	
	
	
	

	Monday
	7
	1: 3.7
	0
	7
	1: 3.7
	0
	4
	1: 6.5
	152

	Tuesday
	7
	1: 3.7
	0
	7
	1: 3.7
	0
	4
	1: 6.5
	152

	Wednesday
	7
	1: 3.7
	0
	7
	1: 3.7
	0
	4
	1: 6.5
	152

	Thursday
	7
	1: 3.7
	0
	7
	1: 3.7
	0
	4
	1: 6.5
	152

	Friday
	7
	1: 3.7
	0
	7
	1: 3.7
	0
	4
	1: 6.5
	152

	Saturday
	8
	1: 3.3
	0
	8
	1: 3.3
	0
	4
	1: 6.5
	168

	Sunday
	8
	1: 3.3
	0
	7.5
	1: 3.5
	0
	4
	1: 6.5
	164

	
	
	
	
	
	
	
	Hours Per Week
	1092



Notes: #Equivalent Ratio is indicative of the ratio that could be created by this roster pattern.  *In this example the NUM has distributed the hours differently across the days and has decided to allocate a patient workload to the nurse in charge of shift.
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(m)	Only nurses providing direct clinical care are included in the NHPPD.  This does not include positions such as Nursing Unit Managers, Nurse Managers, Clinical Nurse Educators, Clinical Nurse Consultants, dedicated administrative support staff and wardspersons. 

(n)	In implementing Nursing Hours in Nursing Hours Wards the daily bed census data averaged over a specified preceding period of up to 52 weeks (in whole weeks) will be used to determine the number of patients.  In determining the specified period due regard should be given to reduced activity periods, seasonality and other local factors.  Where seasonality is a significant factor, the specified period can be the equivalent period in the preceding year.

(o)	The NUM will distribute the hours/shifts across the day and week in a rostering pattern with due regard to the workload pattern of their ward, provided the applicable NHPPD is achieved over the week.

(p)	The NUM may distribute the NHPPD to include a nurse in charge who does not also have an allocated patient workload, provided the applicable NHPPD are achieved over the week 

(q)	When, on a shift, the NUM considers that patient care needs cannot be sufficiently met from the nurses immediately available and the NUM (or nurse delegated with responsibility for patient care within the ward/unit) considers additional nursing hours should be provided in order to meet clinical needs, the NUM will inform the appropriate Nurse Manager who, together with the NUM, will consider a solution including, but not limited to, the following options:

1.	deployment of nurses from other wards/units;
2.	additional hours for part time staff;
3.	engagement of casual/agency nursing staff;
4.	overtime;
5.	prioritisation of nursing activities on the ward/unit;
6.	reallocation of patients.

When these options have been exhausted and only with approval from the Director of Nursing and Midwifery and the concurrence of the General Manager, the decision may be made to limit admissions when discharges occur from the ward/unit.  This decision is to be made as soon as practicable after commencement of the shift.

(r)	Spot Check 

1.	In wards and units where the agreed staffing method is NHPPD, information will be available to staff which identifies the NHPPD.

2.	At any time, a nurse working on the ward/unit or a member of the local Reasonable Workload Committee may make a written request to the NUM for a spot check to confirm that the NHPPD are being provided. 

3.	The relevant Reasonable Workload Committee must be informed of the commencement of the spot check.

4.	Within 7 days of receipt of such a request the NUM will ensure that each week for a 4 week period the NHPPD provided are posted within 7 days of the conclusion of the relevant period.

5.	If, at any time during the spot check or at its conclusion, it is established that the provided NHPPD falls short of the specified NHPPD then action must immediately commence to rectify the shortfall.

6.	Where the four week spot check confirms that the specified NHPPD are being provided then the process is concluded.

7.	The outcome of the spot check will be made available to the Reasonable Workload Committee.


(s)	The calculation used to spot check the provision of NHPPD in Nursing Hours Wards

1.	To determine the ‘number of patients’ add the number of patients as recorded for each day in the bed census in the week to be calculated, then divide that total by 7 (the number of days in the week).  For example: 

(24 + 25 + 25 + 25 + 23 + 22 + 24) ÷ 7 = 24 (Number of patients)

2.	Then take the applicable NHPPD figure (e.g. 6.0) and multiply it by 7 (for 7 days in the week), then multiply by the number of patients, as identified above e.g. 24.  

3.	In this example, 6 x 7 x 24 = 1,008 nursing hours or 6 NHPPD.  1,008 is therefore the nursing hours that were required for the ward that week.  The figure is then compared to the nursing hours that were actually provided.  

4.	Assume in this example that 974 nursing hours were actually provided.  The required NHPPD falls short as 5.8 NHPPD has been provided instead of 6 NHPPD. In this example, the NUM would immediately commence action to rectify the shortfall in accordance with point 5 of (s) Spot Checks in this Section.

5.	The spot check would require the completion of this calculation for four consecutive weeks.

(t)	Annual Leave relief

1.	The annual leave ‘relief’ factored into the calculation of the total required FTE reflects the annual leave entitlements under this Award for the employees, arising from their actual shift patterns. However, this figure may be adjusted at ward level for planned periods of low activity or annual ward closures that mean less leave relief is required. 

2.	If circumstances arise whereby the planned periods of low activity or annual ward closures do not take place, the required FTE should be calculated again in light of those altered circumstances and staff deployment.

(u)	Relief for Sick Leave, FACS Leave & Mandatory Education

To account for sick leave, FACS leave and mandatory education, a figure of two weeks (equating to 76 hours based on a 38 hour week) per annum should be factored into the FTE required for the ward.  This figure is subject to joint review by the Association and the Ministry, on request by either party.

[bookmark: _Toc424217672]SECTION III: STAFFING ARRANGEMENTS FOR PEER GROUP D & F3 MPS 

(a)	The following provisions will apply to hospitals designated Peer Group D1 Community Hospitals with community inpatient acute beds and a level 2 or above emergency department function; and to F3 Multi-Purposes Service facilities with community inpatient acute beds and a level 2 or above emergency department function:

(1)	During the hours that the Emergency Department is open there will be a minimum of two registered nurses on duty, to ensure that there is a registered nurse available on the acute ward when a registered nurse is required to attend the Emergency Department.  One of these registered nurses may be a NUM/NM who also performs clinical functions on the shift who is on duty and on site.

(b)	The parties recognise that where implementation of the provisions at (a)(1) above requires a change in the classification mix this will be achieved progressively from the date of this Award and is determined by the rate of staff turnover experienced in those facilities where the provisions apply.




[bookmark: _Toc424217673]SECTION IV: PERIOPERATIVE SERVICES

(a)	ACORN 2008 standards will apply, in Operating Rooms including that during each operating session, the minimum staffing for each operating room will be:

1.	two nurses, one of whom must be a Registered Nurse and one of whom may be a suitably qualified and endorsed Enrolled Nurse, to carry out the roles of scrub/instrument nurse and scout nurse; and

2.	one Anaesthetic nurse or one other trained and qualified anaesthetic category of staff. 

[bookmark: _Toc424217674]SECTION V: MATERNITY SERVICES 

(a)	The Association and the Ministry have agreed that the Birth rate Plus methodology, as adapted for use in New South Wales, will be used to calculate staffing in maternity services. 

[bookmark: _Toc424217675]SECTION VI: INPATIENT MENTAL HEALTH STAFFING ARRANGEMENTS 

(a)	The Association and the Ministry have agreed that the following provisions will apply in all inpatient mental health units (with the exception of inpatient adult acute mental health wards at Section II and be used by managers in the evaluation of nursing staff levels and for the Reasonable Workload Committees to assess and manage identified workloads issues.  

(b)	For the purpose of this subclause inpatient mental health units include but are not limited to:

1.	Forensic Units;
2.	Child & Adolescent Units;
3.	Older Adult;
4.	Psychiatric Emergency Care Centres (PECC);
5.	Rehabilitation;
6.	Extended Care Units;
7.	Mental Health Intensive Care Units

(c)	When determining the nursing FTE the following should be considered:

1.	The previous 12 months activity should be used as a guide unless the unit has had a significant change in activity, presentation number or type, or where a new model of care has commenced which has impacted on the type of presentation or length of stay;

2.	Staff assessment will be based on comparisons to the FTE utilised in the individual unit in the previous year, using the monitoring reports, in conjunction with professional judgement and information on known workload issues;

3.	Categories:

•	The number of inpatients requiring 1 staff or more to 1 patient;
•	The number of inpatients requiring close observation;
•	The number of inpatients assessed requiring sighting at regular intervals;
•	The number of inpatients nearer to going home.

4.	Level & frequency of aggressive behaviour displayed by patients and based on clinical risk assessment;

5.	Level of suicidal behaviour displayed by patients (see Mental Health Outcomes and Assessment Tools (MH-OAT) risk level);

6.	Level of vulnerability/potential of exploitation from others (such as sexual safety, financial exploitation);

7.	Age of patient and co-morbidities;

8.	Patients with a dual diagnosis;

9.	Type of facility and unit (e.g. Closed/Open Units);

10.	Design of unit;

11.	Number of beds available;

12.	Local factors referred to at subclause 53 (iii) (b) may include but are not limited to:

(i)	The available level of support staff (e.g. ward clerks, medical officers, patient support officers, allied health staff);

(ii)	Teaching and research activities;

(iii)	Provision of nurse escorts;

(iv)	Ward geography; and

(v)	Data entry/documentation including MH-OAT.

(d)	When determining the nursing FTE required for leave relief:

1.	No less than six weeks (30 days) annual leave relief per productive FTE for staff working shift work and no less than 4 weeks (20 days) for non-shift workers must be included.

2.	No less than two weeks (10 days) of sick/FACS leave and mandatory education relief per productive FTE must be included. 

3.	Replacement for long service leave and paid maternity leave should not be considered part of the funded FTE unless additional FTE is set aside for this purpose. Traditionally funding for this replacement is managed at a central cost centre for a facility or service (this must be determined prior to finalising established FTE).

4.	Assess impact on staff for workers’ compensation/return to work programs on the FTE required.

(e)	General

1.	Nursing/Midwifery Unit Managers, Clinical Nurse/Midwife Educators, Clinical Nurse/Midwife Consultants and Nurse/Midwife Practitioners do not carry a direct clinical load. 

2.	Consideration should be given to the evolution of future clinical roles in nursing.

3.	Consideration should be given to the additional responsibilities related to other activities such as the Magistrates Hearing and the Mental Health Review Tribunal and associated escorts.

4.	Consideration should be given to the impact of future legislative requirements on workloads where reasonably known.  

[bookmark: _Toc424217676]SECTION VII: COMMUNITY AND COMMUNITY MENTAL HEALTH STAFFING ARRANGEMENTS

(a)	The Association and the Ministry agree that the following staffing arrangements are to apply in all Community Health Services (including services such as child and family health, community mental health and drug health) and be used by managers in the evaluation of nursing staff levels and for the Reasonable Workload Committees to assess and manage identified workloads issues in accordance with the principles specified in subclause (iii) Principles.  
(b)	The current agreed average ‘face-to-face’ ratio in the Community Health Service (CHS) shall be used as the starting point for consideration of staffing levels where indications are that staffing numbers are insufficient to manage the workload.

(c)	Funded / budgeted FTE must include no less than four weeks (20 days) of annual leave relief per productive FTE. Where staff are required to work shift work or weekends then no less than six weeks (30 days) should be included. Managers are responsible for scheduling annual leave equitably throughout the year to manage leave liabilities and to prevent unreasonable increased workload for remaining employees arising from the taking of leave. 

(d)	Funded/budgeted FTE must include no less than two weeks (10 days) of sick/FACs leave relief and mandatory education relief per productive FTE. Cost centres with child and family services must include an additional day to accommodate mandatory education leave for child protection.

Funded FTE available for relief of sick/FACS/ mandatory education is to be utilised as required when this leave is taken rather than used for permanent employment. 

(e)	Replacement for long service leave and paid maternity leave should not be considered part of the funded FTE unless additional FTE is set aside for this purpose. Traditionally, funding for this replacement is managed at a central cost centre for a facility or service.

(f)	Assess impact on staff for workers’ compensation / return to work programs on the FTE required.

(g)	Existing appointed positions, e.g. CNCs and managers, must be maintained in their current role, and except in the case of emergencies, shall not be routinely used to cover nursing shortages in the general workload areas.

To ensure this occurs, each appointed position should have a position description that defines the scope and requirements of their primary role.

Leave relief for these positions is required in the funded FTE.

(h)	Induction programs including preceptorship should be in place to adequately supervise new staff.  These programs would include a reasonable number of "supernumerary" hours followed by appropriate allocation of patients according to the complexity of need and the new staff’s level of training. The ability to consult senior staff by phone should be ensured, particularly during induction.
Funded FTE should incorporate a reasonable number of additional hours for this purpose based on historical turnover rates.

(i)	Community Health Services must have the ability to maintain a "pool" of casual staff to manage unplanned leave and vacancies or a sudden and unanticipated increase in workload. 

(j)	Reasonable deployment within individual Community Health Services to address uneven workload distribution should occur as a day-to-day management strategy. However, this should not be seen as a method of covering unfilled vacancies or ongoing sick leave.

Long term demographic trends may result in adjustment of boundaries to enable existing staffing to better accommodate the needs of the community while still maintaining composition of their team.

(k)	Appropriate hours for case management should be included in the Funded FTE to maintain a safe and holistic level of care for patients. This principle is inherent in the needs for patients in the community.

(l)	Appropriate time for travel in the context of the local geography and traffic conditions must be factored into hours required for clinical workload.

(m)	In accordance with occupational health and safety principles, hazards must be eliminated or controlled, appropriate loading facilities must be provided, to enable restocking of clinical supplies and equipment.

(n)	Nursing hours utilised in carrying out non clinically related activities e.g. servicing of vehicles should be monitored, quantified and incorporated into the FTE required for a given service.

(o)	This list indicates minimum requirements only.

[bookmark: _Toc424217677]SECTION VIII: EMERGENCY DEPARTMENT STAFFING ARRANGEMENTS

(a)	The Association and the Ministry have agreed that the following staffing arrangements are to apply in Emergency Departments and be used by managers in the evaluation of nursing staff levels and for the Reasonable Workload Committees to assess and manage identified workloads issues in accordance with the Principles specified in subclause (iii).

(b)	When determining the nursing FTE required:

1.	The previous 12 months activity should be used unless the ED has had a significant change in activity, presentation number or type, or where a new model of care has commenced which has impacted on the type of presentation or Length of Stay. 

2.	Staff assessment will be based on comparisons to the FTE Utilised in the individual ED in the previous year in conjunction with professional judgement, incorporating anecdotal information on known workload issues.

3.	Consideration needs to be given to local factors affecting workload. This may have the potential to increase the required FTE over and above that indicated by activity. 

(c)	When determining the nursing FTE required for leave relief:

1.	No less than six weeks (30 days) annual leave relief per productive FTE for staff working shift work and no less than 4 weeks (20 days) for non-shift workers must be included.

2.	No less than two weeks (10 days) of sick/FACS leave and mandatory education relief per productive FTE must be included. 

3.	Replacement for long service leave and paid maternity leave should not be considered part of the required FTE. Traditionally funding for this replacement is managed at a central cost centre for a facility or service.

4.	Assess the impact on staff for workers’ compensation/return to work programs on FTE required.

(d)	General 

1.	All Level 5 and 6 Emergency Departments to have a dedicated shift coordinator on all shifts in addition to the FTE required for clinical activity. The requirement for additional FTE for the Shift Coordinator in Levels 1 to 4 Emergency Departments is at the discretion of the facility after due consideration of the historical and anticipated activity for each shift of the week

2.	There is to be an identified triage nurse on every shift.

3.	Provision must be made for the coverage of community retrievals and participation in the facility Cardiac Arrest Team, if this an ED responsibility.

4.	Where an Emergency Department has a dedicated Psychiatric Emergency Care Centre (PECC), mental health specialist nurses must staff it.  The FTE required for appropriate coverage of the PEC Unit is in addition to the requirement for the main sections of the Emergency Department.

5.	The facility must have a contingency plan to backfill nurses in the event that they are called out as part of a disaster team.

6.	This list indicates minimum requirements only.
(e)	Provision of designated nurses for the resuscitation area.

The provision of designated nurses for the resuscitation area in Emergency Departments will be as follows: 

To provide the staffing levels set out in the table below the required additional nurses will be employed in accordance with a timetable agreed between the Ministry and the Association, with full effect from 1 July 2013.

	Description
	Provision

	Adult/mixed Emergency Departments with a role delineation of Level 6 and Urgency Disposition Groups (‘UDG’) of 45,000 or more
	Three designated resuscitation nurses on two shifts and two designated resuscitation nurses on the third shift

	Adult/mixed Emergency Departments with a role delineation of Level 6 and UDG of less than 45,000
	Two designated resuscitation nurses on two shifts and one designated resuscitation nurse on the third shift

	Adult/mixed Emergency Departments with a role delineation of Level 3, 4 or 5 and UDG of more than 45,000
	Two designated resuscitation nurses on two shifts and one designated resuscitation nurse on the third shift

	Adult/mixed Emergency Departments with a role delineation of Level 4 or 5 and UDG of more than 25,000 and less than 45,000.
	One designated resuscitation nurse on each of three shifts per day



‘UDG’ stands for urgency disposition groups which is a methodology applied by the NSW Ministry of Health that weights Emergency Department attendances for the triage category mix and patient disposition e.g. hospital admission.

[bookmark: _Toc424217678]SECTION IX:  HOSPITAL LISTINGS

(a)	The Ministry will publish on its website the following lists, updated annually:

1.	As per clause 53, Section II (a), a list of Hospitals by Peer Group;

2.	As per clause 53, Section III (a), a list of Hospitals by Emergency Department role delineation; 

3.	As per clause 53, Section VIII (d), a list of hospitals which outlines both the Emergency Department role delineation and Urgency Disposition Groups (UDG) attendances.

(v)	Role of Reasonable Workload Committees 

(a)	Reasonable Workload Committees shall be established to facilitate consultation on reasonable workloads for nurses, together with the provision of advice and recommendations to management. Aspects of reasonable workload may include, but need not be limited to, nursing workloads generally, the provision of specialist advice, training, and planning for bed or ward closures or openings as they relate to nursing workloads. It is intended that the committees, by their operation, will make a positive contribution to the workload of nurses. Reasonable Workload Committees are a mechanism to provide for informed discussions at the local level and encourage the resolution where possible of any workload disputes at this level in the first instance.

(b)	The committees by their operation shall not alter the rights and obligations of management to decide nursing workload matters.

(c)	Public hospitals, mental health facilities and multi-purpose sites shall monitor the implementation of reasonable workloads for nurses using the agreed Monitoring System in all inpatient wards/units.

Monthly and annual reports generated by the Monitoring System shall be provided to the Reasonable Workload Committee to ensure the committees have the information they need to assess workload issues. 

In areas where the NSW Ministry of Health and the Association have agreed that the Monitoring System cannot apply, relevant available data pertaining to workloads will be collected and collated for the use of Reasonable Workload Committees.

(d)	It is intended that the Reasonable Workload Committees provide a structured and transparent forum for all nurses to be genuinely consulted about workload matters through an appropriate mechanism; contribute to the decision making process; and have the ability to resolve disputes about workloads, should they arise, through the committee process and provisions in this Award.

(vi)	Structure of Reasonable Workload Committees

(a)	Upon request by the Association, nurse(s) employed in a public hospital, or public health organisation or the employer, a Reasonable Workload Committee shall be established for the relevant public hospital or public health organisation.  Such requests shall be made to the Chief Executive Officer of the public health organisation. Where circumstances warrant and are conducive to the efficient delivery of services, a Reasonable Workload Committee may be established by agreement between the Association and the employer that covers more than one public hospital or public health organisation.

(b)	Upon request by the Association or an employer a reasonable workload committee shall also be established for the relevant Local Health District or Statutory Health Corporation.

(c)	Each Reasonable Workload Committee shall comprise equal representation of employees and the employer.  Employee representation shall be determined by the Association. Employer representation shall be determined by the employer as appropriate. Committee size will be determined by agreement between the Association and the employer.  Every endeavour shall be made to minimise the size of the committee, with provision to co-opt additional assistance that may be required on an ‘as needs’ basis.

(d)	The committees shall meet with a frequency determined by each committee, having regard to issues and information to hand.

(e)	The committee members and the parties they represent shall make every endeavour to reduce or eliminate any duplication of subject matter and coverage with pre-existing structures and consultative mechanisms.  Every effort shall also be taken to ensure the most efficient meeting arrangements are instituted for operation of the committees and to minimise disruption to nurses’ rosters.  The committee members and the parties they represent shall make every endeavour to ensure that any additional time and information imposts arising from the operations of the committee are minimised.

(f)	To enable members of reasonable workload committees to discharge the committee’s role and carry out their responsibilities, attendance at committee meetings and reasonable preparation time shall be deemed to be time on duty and remunerated accordingly.  Wherever possible, this time shall occur during the ordinary hours of work.

(vii)	Grievances in relation to workload 

(a)	Notwithstanding the provisions specified in subclauses (ii) to (iii) of clause 48, Disputes, in this Award, the following procedure will apply to resolve workload grievances or staffing grievances directly arising from nursing workload issues.

(b)	A grievance in relation to such matter shall first be raised at the local ward/unit level with the Nursing/Midwifery Unit Manager responsible (or the appropriate manager).

(c)	If the matter remains unresolved, it should be referred to the appropriate Nurse/Midwife Manager, Director of Nursing or Local Health District Director of Nursing, depending on the nursing executive structure of the public hospital or public health organisation in which the grievance has arisen.

(d)	If the matter remains unresolved, it should be referred to the appropriate public hospital/public health organisation reasonable workload committee for consideration and recommendation to management.  If the matter cannot be resolved by this committee, the issue may be referred to a Local Health District or Statutory Health Corporation committee under paragraph (v)(b).

(e)	If the matter remains unresolved, it should be dealt with in accordance with the provisions of subclauses (iv) to (ix) of clause 48, Disputes, in this Award.

54.  Trade Union Activities

[bookmark: _Toc424217680]A.	Trade Union Activities regarded as On-Duty

An Association delegate will be released from the performance of normal duty when required to undertake any of the activities specified at (i) to (viii) below. 

While undertaking such activities on a normal rostered day on duty, the Association delegate will be regarded as being on duty and will not be required to apply for leave. The delegate will not be entitled to overtime at the end of the roster cycle as a consequence of undertaking these activities.

In circumstances where an Association delegate is not rostered for duty or is on an allocated/additional day off and is not required by the employer to undertake these activities, such time will not be counted as time worked.

(i)	Attendance at meetings of the workplace's Work Health and Safety Committee and participation in all official activities relating to the functions and responsibilities of elected Work Health and Safety Committee representatives at a place of work as provided for in the Work Health and Safety Act 2011;

(ii)	Attendance at meetings with workplace management or workplace management representatives;

(iii)	A reasonable period of preparation time, before:

(a)	meetings with management;

(b)	disciplinary or grievance meetings when an Association member requires the presence of an Association delegate; and

(c)	any other meeting with management,

by agreement with management, where operational requirements allow the taking of such time.

(iv)	Giving evidence in court on behalf of the employer;

(v)	Presenting information on the Association and Association activities at induction sessions for new staff. The Association shall have up to one half-hour made available for a presentation in such a program provided to employees. If such programs are provided to employees by electronic or remote means, the union’s presentation and associated literature will also be included; and

(vi)	Distributing official Association publications or other authorised material at the workplace, provided that a minimum of 24 hours notice is given to workplace management, unless otherwise agreed between the parties. Distribution time is to be kept to a minimum and is to be undertaken at a time convenient to the workplace.

[bookmark: _Toc424217681]B.	Trade Union Leave Activities

The granting of trade union leave with pay will apply to the following activities undertaken by an Association delegate, as specified below: -

(i)	annual or biennial conferences of the Association;

(ii)	meetings of the Association's Executive, or Councils;

(iii)	annual conference of Unions NSW and the Congress of the Australian Council of Trade Unions;

(iv)	attendance at meetings called by the Unions NSW involving the Association which requires attendance of a delegate;

(v)	attendance at meetings called by the Director-General of Health/Health Service, as the employer for industrial purposes, as and when required;

(vi)	giving evidence before an Industrial Tribunal as a witness for the Association;

(vii)	reasonable travelling time to and from conferences or meetings to which the provisions of Parts A, B and C of this clause apply. 

[bookmark: _Toc424217682]C.	Trade Union Training Courses

The following training courses will attract the grant of paid trade union leave as specified below:

(i)	accredited Work Health and Safety (WH&S) courses and any other accredited WH&S training for WH&S Committee members. The provider(s) of accredited WH&S training courses and the conditions on which paid trade union leave for such courses will be granted shall be negotiated between the Chief Executive and the Association.

(ii)	courses organised and conducted by the Australian Council of Trade Unions or by the Association or a training provider nominated by the Association. A maximum of 12 working days in any period of 2 years applies to this training and is subject to:

(a)	the operating requirements of the workplace permitting the grant of leave and the absence not requiring employment of relief staff;

(b)	payment being at the base rate, i.e. excluding extraneous payments such as shift allowances/penalty rates, overtime, etc.;

(c)	the employer not being responsible for any travelling and associated expenses incurred in attending such courses;

(d)	attendance being confirmed in writing to the employer by the Association or a nominated training provider."

[bookmark: _Toc424217683]D.	On-Loan Arrangements

Subject to the operational requirements of the workplace, "on loan" arrangements will apply to the following activities:

(i)	meetings interstate or in NSW of a Federal nature to which an Association member has been nominated or elected by the Association:

(a)	as an Executive Member; or

(b)	a member of a Federal Council; or

(c)	as a member of a vocational or industry committee.

(ii)	briefing counsel on behalf of the Association;

(iii)	assisting Association officials with preparation of cases or any other activity outside their normal workplace at which the delegate is required to represent the interests of the Association;

(iv)	country tours undertaken by a member of the executive or Council of the Association;

(v)	taking up of full time duties with the Association (excluding Elected Office);

(vi)	the following financial arrangements apply to the occasions when a staff member is placed "on loan" to the Association:

(a)	the employer will continue to pay the delegate or an authorised Association representative whose services are "on loan" to the Association;

(b)	the employer will seek reimbursement from the Association at regular intervals of all salary and associated on costs, including superannuation;

(c)	agreement with the Association on the financial arrangements, including agreement on leave matters, must be reached before the on loan arrangement commences and must be documented in a manner negotiated between the Chief Executive of the Health Service and the Association. 

(vii)	"On loan" arrangements negotiated in terms of this clause are to be regarded as service for the accrual of all leave, for incremental progression and for continuity of employment purposes. 

(viii)	On loan arrangements may apply to full-time or part-time staff and are to be kept to the minimum time required. Where the Association needs to extend an on loan arrangement, the Association shall approach the Chief Executive in writing for an extension of time well in advance of the expiration of the current period of on loan arrangement.

(ix)	Where the Chief Executive and the Association cannot agree on the on loan arrangement, the matter is to be referred to the Director-General of Health for determination after consultation with the Chief Executive and the Association."

[bookmark: _Toc424217684]E.	Period of Notice for Trade Union Activities

The Chief Executive or their nominee must be notified in writing by the Association or, where appropriate, by the accredited delegate as soon as the date and/or time of the meeting, conference or other accredited activity is known.

[bookmark: _Toc424217685]F.	Access to Facilities by Trade Union Delegates

The workplace shall provide accredited delegates with reasonable access to the following facilities for authorised Association activities:

(i)	telephone, facsimile and, where available, email facilities;

(ii)	a notice board for material authorised by the Association or access to staff notice boards for material authorised by the Association;

(iii)	workplace conference or meeting facilities, where available, for meetings with member(s), as negotiated between local management and the Association."




[bookmark: _Toc424217686]G.	Responsibilities of the Trade Union Delegate

Responsibilities of the delegate are to:

(i)	establish accreditation as a delegate with the Association and provide proof of accreditation to the workplace;

(ii)	participate in the workplace consultative processes, as appropriate;

(iii)	follow the dispute settling procedure applicable in the workplace;

(iv)	provide sufficient notice to the immediate supervisor of any proposed absence on authorised Association business;

(v)	account for all time spent on authorised Association business;

(vi)	when trade union leave is required, to apply for that leave in advance;

(vii)	distribute Association literature/membership forms, under local arrangements negotiated between the Chief Executive and the Association; and

(viii)	use any facilities provided by the workplace properly and reasonably as negotiated at organisational level."

[bookmark: _Toc424217687]H.	Responsibilities of the Trade Union 

Responsibilities of the Association in respect of trade union activities are to:

(i)	provide written advice to the Chief Executive about an Association activity to be undertaken by an accredited delegate and, if requested, to provide written confirmation to the workplace management of the delegate's attendance/participation in the activity;

(ii)	meet travelling, accommodation and any other costs incurred by the accredited delegate, except as provided in subclause (iii) of Part I, Responsibilities of Workplace Management; 

(iii)	pay promptly any monies owing to the workplace under a negotiated "on loan" arrangement;

(iv)	provide proof of identity when visiting a workplace in an official capacity, if requested to do so by management;

(v)	apply to the Chief Executive of the health service well in advance of any proposed extension to the "on loan" arrangement;

(vi)	assist the workplace management in ensuring that time taken by the Association delegate is accounted for and any facilities provided by the employer are used reasonably and properly; and

(vii)	advise employer of any leave taken by the Association delegate during the on loan arrangement.

[bookmark: _Toc424217688]I.	Responsibilities of Workplace Management

Where time is required for Association activities in accordance with this Award the responsibilities of the workplace management are to:

(i)	release the accredited delegate from duty for the duration of the Association activity, as appropriate, and, where necessary, to allow for sufficient travelling time during the ordinary working hours; 

(ii)	advise the workplace delegate of the date of the next induction session for new staff members in sufficient time to enable the Association to arrange representation at the session;
(iii)	meet the travel and/or accommodation costs properly and reasonably incurred in respect of meetings called by the workplace management;

(iv)	where possible, to provide relief in the position occupied by the delegate in the workplace, while the delegate is undertaking Association responsibilities to assist with the business of workplace management;

(v)	re-credit any other leave applied for on the day to which trade union leave or release from duty subsequently applies. This does not apply where the delegate is rostered off duty on the day she/he is required to perform Association activities or on an allocated/additional day off duty;

(vi)	to continue to pay salary during an "on loan" arrangement negotiated with the Association and to obtain reimbursement of salary and on-costs from the Association at regular intervals, or as otherwise agreed between the parties if long term arrangements apply;

(vii)	to verify with the Association the time spent by an Association delegate or delegates on Association business, if required; and

(viii)	if the time and/or the facilities allowed for Association activities are thought to be used unreasonably and/or improperly, to consult with the Association before taking any remedial action.

[bookmark: _Toc424217689]J.	Travelling and other Costs of Trade Union Delegates

(i)	Except as specified in subclause (iii) of Part I, Responsibilities of Workplace Management of this Award, travel and other costs incurred by accredited Association delegates in the course of Association activities will be paid by the Association.

(ii)	In respect of meetings called by the workplace management in terms of subclause (iii) of Part I, Responsibilities of Workplace Management of this Award, the payment of travel and/or accommodation costs, properly and reasonably incurred, is to be made, as appropriate, on the same conditions as apply under clause 20 of this Award and relevant Circulars.

(iii)	No overtime, leave in lieu, shift penalties or any other additional costs will be claimable by a staff member from the employer, in respect of Association activities covered by paid trade union leave or trade union "on duty" activities provided for in this Award.

(iv)	The "on loan" arrangements shall apply strictly as negotiated and no extra claims in respect of the period of on loan shall be made on the employer by the Association or the staff member.

55.  Learning and Development Leave

(i)	Definitions

The following definitions apply in this clause:

"Learning and Development Leave" includes leave granted to undertake tertiary studies at an accredited education institution and includes leave for examinations, or leave granted to attend external activities, such as conferences, seminars and short courses. Employees may also attend lectures, tutorials, conferences or seminars on days they are not rostered for duty, for which no payment is made.

Leave is not required for the following types of employer-supported learning activities that are undertaken by employees on a routine basis, and at which employees are considered to be ‘on duty’:

•	in-house courses or activities
•	mandatory training and education

"Educational institutions" are those accredited to provide undergraduate and/or postgraduate tertiary studies that culminate in a recognised academic and/or professional qualification including a degree, diploma or certificate.

(ii)	General

(a)	Learning and development is a shared responsibility between the organisation and the individual. Employees should be prepared to pursue their own development and the organisation should promote an environment that supports individual initiative.

(b)	The Secretary of Health is responsible for setting policy direction to ensure that all employees receive appropriate learning opportunities.

(c)	Chief Executives of Health Services are responsible and accountable for ensuring that employees receive appropriate learning opportunities in line with the present and future needs of the Health Service. Chief Executives are also responsible for allocating an appropriate budget for learning activities, which may include replacement costs for rostered staff who are on leave to attend an approved workshop, conference or tertiary studies.

(d)	Managers and supervisors are responsible and accountable for promoting and supporting learning activities for staff in their area of responsibility. Managers and supervisors are also responsible for arranging replacement staff, when necessary, for employees who may be attending learning activities. Managers and supervisors must advise all employees of the protocol for review procedures relating to non-approval of Learning and Development Leave.

(e)	Nurses wishing to attend a part time postgraduate course of study who are working shiftwork are to be given priority in being released from rostered shifts to attend lectures/tutorials where there are no alternative and feasible attendance options. Replacement of staff should be provided where appropriate. This applies only to further studies that lead to a recognised clinical qualification.

(f) 	Employees are responsible for meeting all fees/costs associated with tertiary studies and fees associated with other educational activities unless the Health Service offers scholarships or other forms of financial assistance.

(iii)	Eligibility

(a)	Access to Learning and Development Leave is at the discretion of the Health Service.  It should be made available to all eligible employees within the Health Service to promote the development of a highly trained, skilled and versatile workforce which is responsive to the requirements of government and Health Service delivery.

(b)	Permanent staff who are full time or part time, and full time temporary employees are eligible to apply for leave. Part time temporary employees and permanent part time employees are granted leave on a pro-rata basis. Casual staff are not eligible for this form of leave.

(iv)	Types and amount of leave

(a)	Seminars, conferences and short courses

(1)	The approval of leave and/or financial assistance for attendance at seminars, conferences or short courses should be considered in light of the Health Service strategic plan. Employees may be granted Learning and Development Leave or may be considered on duty depending on the priority for this activity in the light of the Health Service Strategic Plan.

(2) 	The amount of leave is at the discretion of the Health Service. Decisions in relation to financial assistance should be made in the context of the budget and the expected benefits to the Health Service.
(b)	Tertiary Study

(1)	When developing local learning and Development Leave policy for tertiary study each Health Service will need to advise employees of local approval arrangements.

(2)	Leave is not to be approved for failed or repeated subjects.

(c)	Face to face

(1)	The amount of leave granted is at the discretion of the Health Service.  As a guide, in respect of attendance at an educational institution, employees may be granted 50% of compulsory attendance times up to four hours per week per semester or term.

(2)	The amount of leave to attend examinations should be based on the specific requirements of the individual course. An employee’s request not to be rostered to work night shift on the day prior to a scheduled morning examination should, wherever practicable, be agreed to by the Health Service.

(d)	Distance Education

An equivalent amount of Learning and Development Leave to that available for face to face study is to be granted to employees undertaking distance education.

(e)	Accrual of leave

Learning and Development Leave associated with tertiary studies may be accrued up to a maximum of 5 days per semester or term, and may be accrued until the last examination of the semester, or the last attendance day of the semester if there is no final examination.

(f)	Residentials

The amount of leave to attend a compulsory residential program should be based on the specific requirements of the course and should be negotiated at the time of application for Learning and Development Leave.

(g)	Thesis/Research or combination Thesis/Research/Coursework

Periods of leave may also be granted to employees undertaking higher degrees by thesis, research, coursework, or a combination of same. The amount of leave will be based on four hours per week for each academic year of study. Rather than being taken on a week to week basis the leave is available over the course of study. For example, if the higher degree takes 1 academic year and an academic year is 30 weeks the entitlement for leave would be calculated as 30 weeks x four hours = 120 hours available over the year.  If the higher degree takes two years the amount would be 240 hours. All hours are available over the length of the course and may be taken in amounts mutually agreeable between the employee and the Health Service.

(v)	Payment for Leave

Leave approved pursuant to this clause will be paid at the employee’s ordinary rate of salary and excluding penalty rates.

56.  Career Break Scheme

(i)	The career break scheme allows employees to defer twenty percent of their salary for four years and be paid this deferred salary in the fifth year.

(ii)	Employees who apply and are approved to participate in the career break scheme will receive 100% of their normal salary for the first four years with a deduction equivalent to 20% of net salary (gross less tax). The 20% of net salary is deposited into a trust account in the employee’s name each pay period for payment in the fifth year (the deferred salary leave year) and subject to applicable taxation as required by law.

(iii)	All full time and permanent part time employees are eligible to participate in the career break scheme.  Casual and temporary employees are excluded from participation in career break scheme.  If a permanent employee is placed into another position by way of temporary engagement or secondment during the four years when salary is being deferred, this will not of itself affect their continued participation in the career break scheme.

(iv)	Each public health organisation will call for expressions of interest from employees seeking to participate in the career break scheme once each calendar year. The timing of the invitation of applications is to be determined by the public health organisation. 

(v)	Each public health organisation will determine the number of employees that may participate in the career break scheme having regard to service delivery and staffing levels and reserves the right to approve or not approve requests after considering workforce needs.  This will be done in consultation with employees. The public health organisation will not unreasonably refuse any application by an employee to participate in the career break scheme.

(vi)	For members of the State Superannuation Scheme (SSS) the public health organisation will maintain the participant’s employer contributions for the full five year period at the rate applicable to a person earning full salary for each of the five years.  Any required personal superannuation contributions of participants are payable at the rate applicable to 100% of salary for each of the five years.

(vii)	For members of the State Authorities Superannuation Scheme (SASS) the public health organisation will maintain the participant’s employer contributions for the full five year period at the rate applicable to a person earning full salary for each of the five years.  Any required personal superannuation contributions of participants are payable at the rate applicable to their full salary for each of the five years.

(viii)	For members of other complying funds (e.g. First State Superannuation, HESTA, HIP) the public health organisation will cease making employer contributions during the deferred salary leave year.  The superable salary is deemed to be 100% of the participant’s normal salary (both deferred and the remaining 80% paid) for each of the first four years, and superannuation employer contributions are calculated on this basis.  In the deferred salary leave year no employer contributions to superannuation are payable for members of these funds.  

(ix)	Employees will continue to pay all personal employee superannuation contributions whilst participating in the career break scheme. The amount of such employee contributions is determined by the superannuation scheme/fund to which the employee is contributing and personal contributions during the deferred salary leave year are payable at the rate applicable to the employee’s full salary.

(x)	In the deferred salary leave year, salary packaging and payroll deductions will not be available.

(xi)	The five years of the career break scheme will count as service for the accrual of long service leave, sick leave, annual leave, salary increments and other statutory entitlements. Any leave without pay taken by an employee whilst participating in the career break scheme will not count for the purpose of accrual of any leave. For the purpose of determining the leave accrued in the fifth year of the career break scheme (i.e. the deferred salary leave year) for permanent part-time employees, the average of all hours worked (excluding overtime) in the first four years of the career break scheme and including paid leave taken will be used for the basis of making this calculation.

(xii)	If any leave without pay is taken by an employee during the first four years of the career break scheme, the commencement of the deferred salary leave year will be postponed by the time the employee was absent from duty i.e. by the number of days leave without pay taken by the employee.

(xiii)	Employees are entitled to take paid leave during the first four years of the career break scheme, subject to normal approval processes at the public health organisation. Whilst on any paid leave the employee will be paid in accordance with subclause (ii) of this clause.
(xiv)	Employees are not entitled to take any form of leave during the deferred salary leave year, with the exception of Maternity and Adoption leave.

In respect to Maternity or Adoption leave, if the deferred salary year has not yet commenced, the employee may elect to postpone the deferred salary leave year until after the completion of such leave (up to 52 weeks). If the employee elects not to postpone the deferred salary leave year, they are entitled to a lump sum payment of their normal salary for the period of paid maternity/adoption leave. The paid maternity/adoption leave does not extend the deferred salary leave year.

(xv)	There will be no access to the deferred salary until the fifth year unless the employee chooses to withdraw from the career break scheme.

(xvi)	An employee may elect to withdraw from the career break scheme at any time by giving reasonable notice to the employer and will be paid all monies in the trust account. 

(xvii)	It is the responsibility of the employee participating in the career break scheme to declare the interest earned on the deferred salary to the Taxation Office. Normal government statutory charges attributed to an individual’s deferred salary account will be paid by the employee.

(xviii)	Subject to approval by the public health organisation an employee may undertake outside employment in the deferred salary leave year. During the deferred salary leave year, employees are not permitted to undertake work in the NSW Health Service in positions covered by the Award.  However, this does not prevent work in the NSW Health Service in another position not covered by the Award.

(xix)	Upon return to work after the deferred salary leave year an employee will resume employment in their substantive public health system entity position at the conclusion of their participation in the career break scheme, being the anniversary date of commencing the deferred salary leave year.  

(xx)	Employees are advised to seek independent financial advice about participating in the career break scheme and the effect on superannuation.  Comprehensive details regarding the operation of the career break will be recorded in a written agreement between the employee and the employer, to be signed prior to the commencement of the five year period.

(xxi)	A review of the operation of this clause will occur by a date agreed between the parties.  That review will be undertaken by the Ministry of Health and the Association and will consider any recommendations to vary the Scheme.

57.  Commitments During Term of this Award

(i)	The Association commits to continuing co-operation with and, where requested, participation in, NSW Health efficiency and productivity improvement initiatives, including those set out below:

(a)	better demand management though Medical Assessment Units, Community Service Packages, and Community Acute/Post-Acute Care;

(b)	improved Severe Chronic Disease Management (SCDM);

(c)	implementation of Electronic Medical Records, Electronic Medication Management, and Computerised Physician Order Entry;

(d)	enhanced Healthcare Associated Infections (HAI) control;

(e)	improved clinical hand-over procedures;

(f)	reduction in medication errors;

(g)	increased utilisation of Telehealth, enabling rural and remote hospitals to access advice and specialised skills to minimise treatment delays and reduce patient transfers;

(h)	improved Nursing/Midwifery Unit Manager capabilities;

(i)	improved Drug & Alcohol Consultation liaison;

(j)	improved Management of Patient Deterioration;

(k)	management of ambulatory care sensitive conditions; 

(l)	implementing the new rostering system, in particular co-operating in learning and applying the new system; and

(m)	continuation of changes to ensure consistency in approach to skill mix and classifications, including use of nurse practitioners, senior clinical nurses, enrolled nurses and assistants in nursing.  One of the clinical areas to be reviewed to ensure appropriate skill mix is in operating theatres.  

(ii)	The Association commits to continuing co-operation with and, where requested by the Ministry, participation in, the following safety and quality initiatives:

(a)	better discharge management planning to facilitate earlier discharges and other improved patient flow strategies;

(b)	trialling and/or implementation of new models of care, such as Urgent Care Centres and the Surgery Futures project, which includes establishment of high volume short stay surgery centres and improved separation of emergency from planned surgery;

(c)	operating theatre redesign to move procedures not needing a full operating theatre environment to procedure rooms and ambulatory care centres;

(d)	implementation of programs to facilitate rapid assessment of patients from residential aged care facilities;

(e)	the Pharmacy Reform program, in particular the review of nursing roles in medication management (including transition to home and general business processes) and implementation of any recommended changes; and

(f)	operationalising Supervision for Safety principles within existing staffing.

(iii)	This commitment to co-operation is without prejudice to any claims the Association may make covering the period from 1 July 2009 with respect to increased productivity, work value or special case factors arising from the provisions described above, or any response by the Ministry to such claims.

58.  Area, Incidence and Duration

(i)	This Award rescinds and replaces the Public Health System Nurses’ and Midwives’ (State) Award 2021published 8 October 2021 (390 I.G. 649) and all variations thereof.

(ii)	This Award shall apply to persons engaged in the industry of nursing.

(iii)	Industry of nursing means the industry of persons engaged in New South Wales in the profession or occupation of nursing including midwifery and employed in or in connection with the New South Wales Health Service as defined in section 115 of the Health Services Act 1997 or its successors, assignees or transmittees.

(iv)	This Award commences on and from 1 July 2022. It shall remain in force until 30 June 2023.

(v)	The increases shown in the Schedule A commence from the first full pay period commencing on or after (‘FFPPCOOA’) 1 July 2022 

SCHEDULE A

Part B

MONETARY RATES 

Table 1 - Salaries

	Description
	FFPPCOOA
01/07/2022
Per week
$

	Assistant in Nursing/Midwifery
	

	1st Year
	927.60

	2nd Year
	957.10

	3rd Year
	987.20

	4th Year and Thereafter
	1017.70

	Enrolled Nurse without medication qualification
	

	1st Year
	1138.40

	2nd Year
	1163.40

	3rd Year
	1188.10

	4th Year
	1213.40

	5th Year and Thereafter
	1239.00

	Special Grade >08.12.99
	1277.60

	Enrolled Nurse
	

	1st Year
	1163.40

	2nd Year
	1188.10

	3rd Year
	1213.40

	4th Year
	1239.00

	5th Year and Thereafter
	1264.10

	Special Grade
	1302.80

	Registered Nurse/Midwife
	

	1st Year
	1290.90

	2nd Year
	1360.90

	3rd Year
	1431.20

	4th Year
	1506.50

	5th Year
	1581.30

	6th Year
	1655.70

	7th Year
	1740.90

	8th Year and Thereafter
	1812.40

	Clinical Nurse/Midwife Specialist
	

	Grade 1 - 1st Year and Thereafter
	1886.10

	Grade 2 - 1st Year
	2026.10

	Grade 2 - 2nd Year and Thereafter
	2092.60

	Clinical Nurse/Midwife Consultant
	

	Appointed prior to 31.12.99
	2319.30

	Grade 1 - 1st Year >31.12.99
	2267.20

	Grade 1 - 2nd Year >31.12.99
	2313.60

	Grade 2 - 1st Year >31.12.99
	2359.30

	Grade 2 - 2nd Year >31.12.99
	2406.30

	Grade 3 - 1st Year >31.12.99
	2498.70

	Grade 3 - 2nd Year >31.12.99
	2545.10

	Clinical Nurse/Midwife Educator
	

	Year 1
	1962.40

	Year 2 and Thereafter
	2026.10

	Nurse/Midwife Educator
	

	4th Year as at 1/7/08
	2319.30

	Grade 1 - 1st Year
	2204.30

	Grade 1 - 2nd Year and Thereafter
	2267.20

	Grade 2 - 1st Year
	2359.30

	Grade 2 - 2nd Year and Thereafter
	2406.30

	Grade 3 - 1st Year
	2498.70

	Grade 3 - 2nd Year and Thereafter
	2545.10

	Nurse/Midwife Practitioner
	

	1st Year
	2498.70

	2nd Year
	2545.10

	3rd Year 
	2610.10

	4th Year and Thereafter
	2675.40

	Nursing/Midwifery Unit Manager
	

	Level 1
	2273.80

	Level 2
	2381.50

	Level 3
	2445.60

	Nurse/Midwife Manager
	

	Grade 1 - 1st Year
	2267.20

	Grade 1 - 2nd Year and Thereafter
	2313.60

	Grade 2 - 1st Year
	2359.30

	Grade 2 - 2nd Year and Thereafter
	2406.30

	Grade 3 - 1st Year
	2498.70

	Grade 3 - 2nd Year and Thereafter
	2545.10

	Grade 4 - 1st Year
	2637.50

	Grade 4 - 2nd Year and Thereafter
	2683.80

	Grade 5 - 1st Year
	2775.70

	Grade 5 - 2nd Year and Thereafter
	2822.70

	Grade 6 - 1st Year
	2915.20

	Grade 6 - 2nd Year and Thereafter
	2961.90

	Grade 7 - 1st Year
	3146.10

	Grade 7 - 2nd Year and Thereafter
	3193.00

	Grade 8 - 1st Year
	3378.20

	Grade 8 - 2nd Year and Thereafter
	3424.20

	Grade 9 - 1st Year
	3609.10

	Grade 9 - 2nd Year and Thereafter
	3655.70

	Registered Mothercraft Nurse
	

	9th Year
	1538.20

	The mothercraft classification applies only to persons employed in this classification as at 31 December 1988. Persons employed after that date are classified as Enrolled Nurses. as at 30 June 2015, all existing Registered Mothercraft Nurses were classified as Registered Mothercraft Nurse 9th Year.
	

	Registered Nurse – Pre-Registration
	

	1st Year and Thereafter
	1113.00



Table 2 - Other Rates and Allowances

	Item No.
	Clause No.
	Allowance
	FFPPCOOA
1/07/2022
$

	
	 
	In charge of hospital
	

	1
	12(i)(a)
	RN in charge of hospital - per shift
	36.91

	
	
	On Call
	

	2
	12(ii)(a)
	On Call Allowance - per hour
	4.04

	2
	12(ii)(a)
	On Call Allowance minimum payment
	32.32

	3
	12(ii)(b)
	On Call Allowance on RDO - per hour
	8.06

	3
	12(ii)(b)
	On Call Allowance on RDO minimum payment
	64.48

	4
	12(ii)(c)
	On call during meal break - per break
	15.88

	
	
	Radiographic 
	

	5
	12(iii)(a)
	Director of Nursing performing radiographic duties
	

	
	
	- per week
	45.02

	6
	12(iii)(c)
	Employee in absence of DON - per day
	9.01

	6
	12(iii)(c)
	Maximum payment - per week
	45.06

	7
	12(iv)
	Employee wearing lead apron - per hour
	2.24

	
	 
	In Charge of Ward/Hospital
	

	8
	12(v)(a) & (b)
	RN in charge of ward - per shift
	36.91

	9
	12(vi)
	RN in charge of ward also in charge of hospital 
<100 beds - per shift
	55.36

	9(b)
	12(ix)
	RN in charge of ward also in charge of hospital 
>100 beds - per shift
	70.76

	
	 
	Climatic/Isolation
	

	10
	14(i)
	Climatic Allowance - per week
	4.24

	10
	14(ii)
	Isolation Allowance - per week
	8.32

	11
	17(i)
	Special rate for RN - Tibooburra and Ivanhoe Hospitals - per week
	37.36


	11
	17(i)
	Special rate for EN, AIN - Tibooburra and Ivanhoe
Hospitals - per week
	16.28

	
	 
	Justice Health
	

	11a.
	17(iii)
	Justice Health Service Environmental Allowance per annum
	3,237


	11b.
	17(iv)
	Justice Health Service Productivity Allowance - per week
	79.80


	
	
	Excess Fares
	

	12
	20(iv)(b)
	Excess Fares - per day
	5.86

	
	
	Uniform and Laundry Allowance
	

	13
	23(iii)(a)
	Uniform Allowance - per week
	8.40

	13
	23(iii)(a)
	Shoes Allowance - per week
	2.60

	13
	23(iii)(a)
	Uniform (including shoes allowance) - per week
	10.98

	13
	23(iii)(a)
	Cardigan or Jacket Allowance - per week
	2.52

	14
	23(iv)
	Laundry Allowance - per week
	7.00

	
	 
	Accommodation and Board Deductions
	

	15
	38(iii)(a)
	Separate bedroom - per week
	77.28

	15
	38(iii)(b)
	Self-contained flat - per week
	94.16

	16
	38(iv)
	Deduction for meals (per week)
	166.81

	17
	38(v)(b)
	Breakfast - per meal
	5.64

	17
	38(v)(b)
	Other meals - per meal
	10.27

	
	 
	CSSD
	

	18
	12(viii)
	EN employed in CSSD unit with CSSD Cert - per week
	17.50


	
	 
	Flight Nurses
	

	19
	17(v)
	Industry Allowance, Flight Nurses, Ambulance
Service - per week
	17.87

	
	 
	Continuing Education Allowance (CEA)
	

	20
	13(ii)
	CEA - Post Registration Hospital Certificate - per week
	43.00

	21
	13(iii)
	CEA - Post Graduate Certificate - pw
	43.00

	22
	13(iv)&(x)
	CEA - Post Graduate Diploma or Degree - per week
	64.60

	23
	13(v)&(x)
	CEA - Masters Degree or Doctorate - per week
	77.60

	24
	13(vii)
	CEA - Enrolled Nurse Certificate 4 - per week
	31.00

	25
	13(viii)
	CEA - Enrolled Nurse Advanced Diploma of Nursing (Enrolled/Division 2 Nursing) - per week
	38.90







[bookmark: schedule_1]SCHEDULE 1: NURSE/MIDWIFE MANAGERS

A registered nurse/midwife who:

Grade 1

(a)	participates in the management of the nursing service as the Deputy Nurse Manager in a small health facility or hospital and is responsible to an on-site Nurse Manager;

(b)	supervises the nursing services in a small health facility or hospital on evenings, nights and/or weekends (where such a position exists as a separate and substantive position) 

Grade 2

(a)	supervises the nursing services in a health facility or hospital greater than 100 ADA on evenings, nights and/or weekends;

(b)	participates in the management of the nursing service of a small health facility or hospital as the Deputy Nurse Manager, and is responsible to a nurse manager who has responsibility for the management of two or more hospitals;

(c)	co-ordinates and manages a function, service or section (including a ward and/or unit or community nursing service) within a health facility or hospital.

Grade 3

(a)	co-ordinates and manages a nurse education service of a hospital or group of hospitals or health facility, supervising at least one other nurse educator (provided that the requirement to be responsible for one or more nurse educators shall not apply in the case of an employee who is regarded by his or her employer as a resource person for other nurse educators or who is a sole educator for that nurse education service);

(b)	participates in the management of nursing services as the Deputy Nurse Manager in a medium-sized health facility or hospital (other than a tertiary referral teaching hospital);

(c)	is responsible for the management of nursing services in a small health facility or hospital;

(d)	is the on-site executive officer in addition to responsibility for the management of nursing services in a facility or hospital generally not exceeding 10 ADA;

(e)	co-ordinates and manages a complex function, service or section (including a large and/or complex ward and/or unit or community nursing service) within a health facility or hospital.

Grade 4

(a)	participates in the management of nursing services as the Deputy Nurse Manager in a complex hospital (other than a tertiary referral teaching hospital);

(b)	is responsible for the overall management of nursing services across a group of small hospitals or facilities or health services;

(c)	co-ordinates and manages a hospital wide function or service in a tertiary referral teaching hospital.


Grade 5

(a)	is responsible for nursing operations in a major clinical division (for example, surgery or medicine) of a teaching hospital (other than a tertiary referral teaching hospital);

(b)	co-ordinates and manages a complex nurse education function;
(c)	is the on-site executive officer in addition to responsibility for the management of nursing services in a facility or hospital (or group) generally greater than 10 ADA and generally not exceeding 30 ADA;

(d)	is responsible for management of nursing services in a medium sized health facility or hospital; 

Grade 6

(a)	is the on-site executive officer in addition to responsibility for the management of nursing services in a facility or hospital (or group) generally greater than 30 ADA and generally not exceeding 75 ADA;

(b)	is responsible for the management of nurse education in a Local Health District where the largest hospital in the District is less than 250 ADA;

(c)	participates in the management of the nursing services as the Deputy Nurse Manager in a tertiary referral teaching hospital;

(d)	is responsible for nursing operations in a major clinical division of a tertiary referral teaching hospital;

(e)	is responsible for management of nursing services in a medium sized health facility or hospital.

Grade 7

(a)	is responsible for the management of nursing services in a complex hospital;

(b)	is responsible for the management of nursing services across a group of medium-sized hospitals or facilities or health services;

(c)	is responsible for the management of nurse education in a Local Health District where the largest hospital in the District has an ADA greater than 250.

Grade 8

(a)	is responsible for the overall management of nursing services across a group of complex hospitals or facilities or health services;

Grade 9

(a)	is the Local Health District Director of Nursing Services in a rural Local Health District;

(b)	is responsible for the nursing services in a major teaching hospital providing tertiary referral services.
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CORE KNOWLEDGE AND SKILLS

	GROUP
	Leadership
	Communication
	Knowledge
	Performance
	Planning
	Resource

	
	
	
	
	Management
	
	Management

	Grade 1
	Ability to provide
	Ability to represent
	Ability to utilise and
	Ability to assess the
	Ability to set goals,
	Ability to effectively

	
	leadership as a resource
	nurses and consult
	share knowledge and 
	competence of staff, and
	formulate and
	allocate and manage

	
	person and role model
	with staff and other
	skills relating to nursing
	identify strengths and
	implement plans to
	resources and set

	
	in the clinical setting
	health professionals
	practice.  Ability to
	limitations. Ability to
	achieve identified
	nursing priorities.

	
	and in professional
	appropriately. Ability
	contribute to and utilise
	facilitate professional
	outcomes.  Ability to
	

	
	relationships and act
	to identify to and
	research.
	development of staff.
	contribute to the
	

	
	as a mentor for less
	mediate potential and
	
	Ability to facilitate
	Implementation of
	

	
	experienced staff
	actual conflict between
	
	activities which enhance
	organisational change.
	

	
	
	individuals.
	
	the practice of staff.
	
	

	Grade 2
	Ability to lead the
	
	Ability to acquire and
	
	Ability to contribute to
	Ability to develop,

	
	development of policy
	
	utilise a sound and
	
	an operational plan for
	monitor and evaluate

	
	relating to nursing
	
	contemporary knowledge
	
	the nursing service and
	nursing resource

	
	practice and provide
	
	of nursing professional
	
	coordinate the process of
	allocation.

	
	leadership through
	
	and management issues.
	
	organisational change.
	

	
	direction and support
	
	
	
	
	

	
	to staff.
	
	
	
	
	

	Grade 3
	Ability to develop
	Ability to utilise a broad
	Ability to facilitate the
	Ability to undertake
	Ability to develop an  
	Ability to develop a

	
	leadership and
	range of communication
	acquisition of knowledge
	planning for and monitor 
	operational plan for the
	staffing profile

	
	management potential in
	skills selectively in a 
	by individuals and
	performance in areas of 
	nursing service.
	appropriate to service

	
	staff. Ability to identify
	variety of settings.
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	responsibility for both 
	
	needs. Ability to

	
	the need for and initiate 
	
	
	individuals and teams. 
	
	develop nursing service

	
	the development of 
	
	
	Ability to undertake a 
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	policy relating to the 
	
	
	range of performance
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	nursing service.
	
	
	management activities
	
	

	
	
	
	
	appropriately
	
	

	
Grade 4
	Ability to evaluate and
	Ability to represent the 
	Ability to acquire and
	Ability to develop
	Ability to coordinate
	Ability to identify

	
	adjust policy.
	nursing service inside
	utilise a sound and
	performance assessment
	planning across a range
	nursing and/or health

	
	
	and outside the
	contemporary knowledge
	indicators and skill
	of services. Ability to
	service budget

	
	
	organisation at a local
	of health management 
	development tools.
	manage the process of
	requirements and

	
	
	level. Ability to identify
	and organisational issues. 
	
	organisational change,
	negotiate for funding

	
	
	and mediate potential 
	Ability to foster quality
	
	evaluate the outcome
	allocation.

	
	
	and actual conflict
	 research activities.
	
	and adjust direction.
	

	
	
	between groups.
	
	
	
	



	Grade 5
	Ability to develop an
	Ability to manage media 
	Ability to identify,
	Ability to coordinate
	Ability to contribute to
	

	
	environment which
	relations related to local 
	evaluate and incorporate
	performance 
	a strategic plan for the
	

	
	promotes continuous
	issues within a policy
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	management activities 
	nursing service.
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	emerging trends within
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	Ability to develop a
	
	
	Ability to monitor and
	Ability to develop
	Ability to assess nursing

	
	culture within the
	
	
	evaluate performance
	a strategic plan for the
	and/or health service

	
	organisation which is
	
	
	management across the
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	contribute to the
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	and change.
	
	
	opportunities to realise
	development of a
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	strategic plan for the
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	Grade 7
	
	Ability to represent the
	Ability to identify,
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	nursing service in a range 
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	organisational
	
	

	
	
	of including State and
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	National.
	emerging trends within
	collaboration with
	
	

	
	
	
	health care.
	other health facilities.
	
	

	Grade 8
	Ability to vision and
	Ability to represent the
	Ability to identify,
	
	Ability to generate and
	

	
	articulate the potential
	organisation at a State
	evaluate and incorporate
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	and National level.
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	.
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	Grade 9
	Ability to contribute to
	Ability to negotiate on
	
	Ability to enhance
	Ability to analyse the
	Ability to identify

	
	and influence emerging
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	organisational
	strategic plan of the
	additional funding

	
	trends within nursing 
	organisation.
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Represents core knowledge and skills. Each grade represents a higher level of function than those beneath. An assumption is made that those at Grade 8 (for example) will already have the knowledge and skills outlined in Grades 1-7.

SCHEDULE 2

1.	The following qualifications shall attract the allowance set out in subclause (ii) of clause 13, Continuing Education Allowance.  In addition to the qualifications listed below, a qualification deemed to be equivalent by agreement between the Ministry and the Association shall attract the allowance set out in subclause (ii) of clause 13, Continuing Education Allowance.

	Clinical Speciality
	Course
	Institution

	Cardiology/Coronary Care
	Cardio-Thoracic Diseases Nursing Certificate
	Randwick Chest Hospital

	
	
	Royal North Shore Hospital

	
	
	Royal Prince Alfred Hospital

	
	
	St Vincent’s Hospital, Darlinghurst

	
	Cardiology Nursing Certificate
	Parramatta Hospitals, Westmead

	
	Cardio-Vascular and Respiratory Course
	Royal Newcastle Hospital

	
	Cardiology Nursing Certificate
	Parramatta Hospitals, Westmead

	
	Cardio-Vascular and Respiratory Course
	Royal Newcastle Hospital

	
	Cardiac Nursing Course
	Royal North Shore Hospital

	
	
	Royal Prince Alfred Hospital

	
	
	St Vincent’s Hospital, Darlinghurst

	
	
	Royal Melbourne Hospital

	
	
	National Heart and Chest Hospital, London

	
	Coronary Care Unit Certificate
	Prince Henry’s Hospital Melbourne

	
	Cardio-Thoracic Vascular Nursing Course
	Green Lane Hospital, New Zealand

	
	Cardiothoracic Nursing Course 
	Freeman Hospital, Newcastle-Upon-Tyne, U.K.

	
	
	Groby Road Hospital, Leicester, U.K.

	
Community Health
	Public Health Nursing Diploma
	College of Nursing, Australia

	
	Health Visitors Certificate
	The Royal Sanitary Institute, U.K.

	Critical Care
	Critical Care Nursing Certificate
	Prince Henry, Prince of Wales Hospitals

	
	Emergency Nursing Course
	Liverpool Hospital

	
	Critical Care Nursing Course
	Geelong Hospital

	
	
	Waikato Hospital, New Zealand

	Developmental Disability
	Mental Retardation Certificate
	NSW Nurses Registration Board

	
	Developmental Disability Certificate
	

	
	Any Developmental disability certificate accepted for registration as a developmental disability nurse prior to 1985 by the NSW Nurses Registration Board in addition to the qualification entitling registration by the Nurses and Midwives Board. 

	Geriatrics 
	Geriatric Certificate
	NSW Nurses Registration Board

	Intensive Care
	Intensive Care Nursing Certificate
	Royal Newcastle Hospital

	
	
	Liverpool District Hospital

	
	
	Royal Prince Alfred Hospital

	
	
	St George Hospital

	
	
	St Vincent’s Hospital, Darlinghurst 

	
	
	Northern Met Region, Health Dept.

	
	
	Southern Met Region, Health Dept

	
	
	Sydney Hospital

	
	
	RGH, Concord

	
	
	Central Coast Area Health Service

	
	
	Royal Hobart Hospital

	
	
	Royal Perth Hospital

	
	
	St Vincent’s, Melbourne

	
	
	Canberra Hospital

	
	Intensive Care Nursing and Ward Management Diploma 
	College of Nursing, Australia

	
	
	The Parramatta Hospitals, Westmead

	
	
	NSW College of Nursing

	
	Intensive Care Unit Certificate
	Prince Henry’s Hospital, Melbourne

	Mental Health
	Psychiatric Certificate
	NSW Nurses Registration Board

	
	Any mental health certificate accepted for registration as a mental health nurse prior to 1985 by the NSW Nurses Registration Board additional to the qualification entitling registration by the Nurses and Midwives Board.

	
	Psychiatric Nursing Certificate
	Metropolitan and Eastern School of Psychiatric Nursing, Victoria

	
	
	Western Area College of Nursing, Ireland

	
	Advanced Diploma in Nursing (Mental Health)
	Christchurch Polytechnic, New Zealand

	
	Mentally Ill Qualification
	Prestwick Hospital, Manchester, U.K.

	
	
	Southern Area Group School of Nursing, U.K.

	
	Mental Illness Nursing certificate
	Bromley Health Authority, U.K. 

	Midwifery
	Midwifery Certificate
	NSW Nurses and Midwives Board 

	
	Any midwifery certificate accepted for registration as a midwife by the Nurses and Midwives Board additional to the qualification entitling registration as a registered nurse.

	Neurology
	Neurology and Neurosurgical Nursing Certificate
	Royal Prince Alfred Hospital

	
	
	Melbourne Hospital

	
	Neuromedical/Neurosurgical Nursing Course 
	Royal North Shore Hospital

	
	
	Prince Henry/Prince of Wales Hospitals

	
	
	Westmead Hospital

	
	Neuro-Surgical Nursing Certificate
	Royal Perth Hospital

	
	Certificate in Neuro-Surgical and Neurological Nursing
	Alkinson-Morley Hospital, London

	Occupational Health
	Public Health Nursing (Occupational Health) Diploma
	College of Nursing, Australia

	Oncology
	Oncology Certificate 
	Peter MacCallum Clinic, Melbourne

	Operating Theatres
	Operating Suite Nurse Course
	Westmead Hospital

	
	Operating Theatre Nursing Certificate
	Prince Henry, Prince of Wales Hospitals Royal North Shore Hospital

	
	
	Royal Prince Alfred Hospital

	
	
	St Vincent’s Hospital Darlinghurst

	
	
	Hunter Region, Health Dept

	
	
	Royal Hobart Hospital 

	
	
	Kent and Canterbury Hospitals, U.K.

	
	Operating Theatre Nursing and Management Diploma 
	College of Nursing Australia

	
	
	NSW College of Nursing

	
	Post basic Course in Operating Room Nursing 
	RGH, Concord

	
	
	

	
	Graduate Certificate in Perioperative Nursing 
	Liverpool Hospital

	
	
	

	
	Graduate Certificate in Anaesthetic and Recovery Nursing 
	Liverpool Hospital

	
	
	

	
	Operating Room Nursing Certificate
	Royal Adelaide Hospital

	
	Operating Room Post Basic Course
	Western General Hospital, 

	
	Operating Room Technique and Management
	Melbourne Repatriation and General Hospital, Heidelberg, Victoria

	
	Operating Theatre Techniques and Management Certificate 
	St Vincent’s Hospital, Melbourne

	
	Operating Theatre Techniques Certificate 
	Royal Melbourne Hospital

	
	
	South African Nursing Council

	
	
	Middlesex Hospital, U.K.

	
	Operating Theatre Nursing Course
	Epsom District Hospital, London

	
	
	Nottingham School of Nursing, U.K.

	
	Operating Department Nursing Certificate
	East Berkshire School of Nursing, U.K. Wexham Park Hospital, Slough, Berkshire, U.K. Lewisham School of Nursing, London Queen Elizabeth School of Nursing, Birmingham, U.K.

	
	Operating Department Nursing Course
	English National Board for Continuing Education and Training, Hillington Health Authority, U.K.

	Ophthalmology
	Ophthalmic Nursing Certificate
	Sydney Hospital

	Orthopaedics
	Certificate in Orthopaedic Nursing
	Moorefields Hospital, London Royal National Orthopaedic Hospital, London and Stanmore, Middlesex Heathwood Hospital, Ascot, U.K.

	
	Orthopaedic Nursing Certificate
	Gartnavel General Hospital, Glasgow, U.K. Nuffield Orthopaedic Centre, Oxford, U.K.

	
	
	Princess Elizabeth Orthopaedic Hospital, U.K. 

	
	
	Basingstoke North Hampshire Health Authority, U.K.  

	
	Orthopaedic Nursing Course
	Robert Jones and Agnes Hunt Orthopaedic Hospital, U.K.

	Paediatrics
	Infants Certificate
	NSW Nurses Registration Board

	
	Mothercraft Certificate
	

	Renal
	Renal Diseases and Transplantation Certificate
	Prince Henry, Prince of Wales Hospitals Royal Newcastle Hospital

	
	
	Royal Prince Alfred Hospital

	
	
	Sydney Hospital

	
	Nephrology, Dialysis and Transplant Nursing Certificate
	Royal North Shore Hospital

	
	Graduate Certificate in Renal Nursing
	Liverpool Hospital

	
	Renal Nursing Certificate
	Guys Hospital, London

	
	
	St Mary’s Hospital, London 

	
	Renal Nursing Course
	The London Hospital

	Thoracic
	Thoracic Nursing Certificate
	The British Thoracic Association




SCHEDULE 3

1.	The following qualifications shall attract the allowance set out in subclause (vii) of clause 13, Continuing Education Allowance. In addition to the qualifications listed below, a qualification deemed to be equivalent by agreement between the Ministry and the Association shall attract the allowance set out in subclause (vii) of clause 13, Continuing Education Allowance.

	Clinical Speciality
	Course
	Institution

	Paediatrics
	Mothercraft Certificate
	NSW Nurses and Midwives Board. 
(In addition to the qualification entitling 
enrolment by the Nurses and Midwives 
Board.)








N. CONSTANT, Chief Commissioner
D, SLOAN, Commissioner
J. WEBSTER, Commissioner



____________________


Printed by the authority of the Industrial Registrar.
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[bookmark: _Toc1404971577][bookmark: _Toc1104685924][bookmark: _Toc365231788][bookmark: _Toc3455514]
Part A

[bookmark: _Toc474485907][bookmark: _Toc1513032931]1.  Title

This document, however so defined or described at law, shall be known as the Riverina Water County Council Enterprise Award 2022 (hereinafter referred to as the "Award").

2.  Coverage and Parties

This Award shall apply to Riverina Water County Council, (hereinafter referred to as "Riverina Water") at 91 Hammond Avenue, Wagga Wagga, New South Wales, and its employees excepting the Chief Executive Officer and Senior Executive Staff (subject to any legislative changes impacting Senior Executive Staff).

Where the Riverina Water County Council Enterprise Award 2022 is silent, the current Local Government (State) Award 2020 and its successor shall prevail. 

The parties to this Award are Riverina Water, the New South Wales Local Government, Clerical, Administrative, Energy, Airlines and Utilities Union (USU); the Electrical Trades Union of Australia, New South Wales Branch (ETU); and Local Government Engineers' Association of New South Wales (LGEA).

3.  Date and Period of Operation

This Award shall commence on and from 1 July 2022 and shall remain in force up until 30 June 2025 This Award may be varied or rescinded:

(i)	At any time with the mutual consent of all parties to the Award;

(ii)	At any time by the Industrial Relations Commission of New South Wales if the Industrial Relations Commission of New South Wales considers that it is not contrary to the public interest to do so and that there is a substantial reason to do so;

(iii)	At any time by a court or tribunal in accordance with applicable employment law.
This Award shall cease to have force and effect on 30 June 2025.  This Award shall rescind and replace the Riverina Water County Council Award 2019, published 28 February 2020 (386 I.G. Pg 891).

[bookmark: _Toc365231791][bookmark: _Toc3455517][bookmark: _Toc668003680][bookmark: _Toc349084893]4.  Objectives

The parties to the Award are committed to co-operating positively to increase the productivity, structural efficiency and financial sustainability of Local Government and to provide employees with access to more fulfilling, varied and better-paid work by providing measures to, for instance:

improve skill levels and 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 in workplace practices;

eliminate discrimination;

establish rates of pay and conditions that are fair and equitable;

work reasonable hours;

promote job security;

ensure and facilitate flexibility for work and family responsibilities;
ensure the delivery of quality services to the community and continuous improvement;

encourage innovation;

promote cooperative and open change management processes; and

promote the health and safety of workers and other people in the workplace

Recognition of the contributions of all employees to improvements in productivity, efficiency, and their participation in the achievement of these objectives.

Provision of terms and conditions of employment in conjunction with operational policies and procedures.

5.  Future Negotiations

At least six months before the expiry of this Award the parties are to commence negotiations for a replacement enterprise award.

6.  Enterprise Agreements

The parties to this Award recognise that enterprise agreements and/or Council agreements may be entered into for alternative provisions to those in this Award.

7.  Workplace Arrangements and Consultative Process

(a)	Aim 

The parties to the Award are committed to consultative and participative processes. There shall be a consultative committee at Riverina Water which shall: 

(i)	Provide a forum for consultation between Riverina Water and its employees; 

(ii)	Positively co-operate in workplace reform to enhance the efficiency and productivity of the Riverina Water and to provide employees with access to career opportunities and more fulfilling, varied and better paid work. 

(iii)	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.

(b)	Size and Composition

(i)	The size and composition of the consultative committee shall be representative of Riverina Water’s workforce and agreed to by council and the local representatives from the following unions: the New South Wales Local Government, Clerical, Administrative, Energy, Airlines and Utilities Union (USU); the Electrical Trades Union of Australia, New South Wales Branch and Local Government Engineers' Association of New South Wales (LGEA) and such agreement shall not be unreasonably withheld. 

(ii)	The consultative committee shall include but not be limited to employee representatives of each of the unions who have members employed at Riverina Water. 

(iii)	Officers of the union(s) or Local Government NSW may attend and provide input to meetings of the consultative committee, at the invitation of the consultative committee or their respective members. 

(c)	Scope of Consultative Committee

(i)	The functions of the consultative committee shall include: 

(a)	Award implementation 

(b)	training 

(c)	consultation with regard to organisation restructure 

(d)	job redesign 

(e)	Salary systems 

(f)	communication and education mechanisms 

(g)	performance management systems 

(h)	changes to variable working hours arrangements for new or vacant positions 

(i)	local government reform 

(ii)	The consultative committee shall not consider matters which are being or should be processed in accordance with Award, clause 11, Disciplinary and Counselling Procedure.

(d)	Meetings and Support Services 

(i)	The consultative committee will make recommendations based upon consensus. Where there is no consensus on a particular item, the recommendation to council should note the dissenting views. 

(ii)	The consultative committee shall meet as required.



8.  Workplace Change and Redundancy

[bookmark: _Ref365319234](i)	Employer’s Duty to Notify a Proposed Change in Organisation Structure

(a)	Where the employer proposes a change in the organisation structure that is likely to have significant effects on employees and/or result in a reduction in the size of the employer’s workforce, the employer shall notify the employee(s) who may be affected by the proposed change and the union(s) to which they belong, at least twenty-eight (28) days before the change is implemented.

(ii)	Riverina Water’s Duty to Notify

[bookmark: _Ref365319244](a)	Where Riverina Water has made a decision to introduce major changes in production, program, organisation structure or technology that are likely to have significant effects on employees, the Riverina Water shall notify the employees who may be affected by the proposed changes and the unions to which they belong.

[bookmark: _Ref365319256](b)	"Significant effects" include termination of employment, major changes in the composition, operation or size of the Riverina Water’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.

(c)	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.

(iii)	Riverina Water’s duty to Discuss Change

(a)	Riverina Water 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 0 0 and 0 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 decision has been made by Riverina Water to make the changes referred to in sub-clause 0 0 and 0 of this clause.

(c)	For the purposes of the discussion, the Riverina Water 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).

(iv)	Discussion Before Termination

[bookmark: _Ref365319340](a)	Where Riverina Water has made a decision that it no longer wishes the job the employee has been doing done by anyone pursuant to subclause 0 0 and 0 of this clause and that decision may lead to the termination of employment, Riverina Water shall hold discussions with the employee directly affected and with the union to which they belong.

(b)	The discussion shall take place as soon as it is practicable after Riverina Water has made a decision which shall invoke the provision of paragraph 0 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, Riverina Water 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 Riverina Water shall not be required to disclose confidential information the disclosure of which would adversely affect Riverina Water.

(v)	Notice to Centrelink

Where a decision has been made to terminate employees, Riverina Water shall notify 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.
[bookmark: _Ref365319594]
(vi)	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 over 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:

[bookmark: _Ref365319457](1)	Three (3) months’ notice of termination; or

(2)	Payment in lieu of the notice in Sub Clause 0 above. Provided that employment may be terminated by part of the period of notice specified and part payment in lieu thereof.

(3)	The full notice period in Sub Clause 0 above shall be deemed to be service with Riverina Water for the purposes of calculating leave entitlements under this award, regardless of whether part payment in lieu thereof is provided.

[bookmark: _Ref365319686](vii)	Severance Pay

(a)	This subclause shall apply where an employee is terminated due to redundancy. Riverina Water 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 Riverina Water’s organisation structure of comparable skill and accountability levels and remuneration no less than the position previously held by the employee.

(b)	n addition to any required period of notice, and subject to Sub Clause (vi) of this clause, the employee shall be entitled to the following:

	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
	9 weeks pay

	3 years and less than 4 years
	13 weeks pay

	4 years and less than 5 years
	16 weeks pay

	5 years and less than 6 years
	19 weeks pay

	6 years and less than 7 years
	22 weeks pay

	7 years and less than 8 years
	25 weeks pay

	8 years and less than 9 years
	28 weeks pay

	9 years and less than 10 years
	31 weeks pay

	10 years and less than 15 years
	34 weeks pay

	15 years and less than 20 years
	38 weeks pay

	20 years and thereafter 
	an additional two weeks per annum to a maximum of 52 weeks.



(viii)	An employee who resigns during the period of notice is entitled to the same redundancy payments provided in this clause as if they have remained in Riverina Water’s employment until the expiry of the notice period.
(ix)	During a period of notice of termination given by Riverina Water, 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 Riverina Water the employee shall provide proof of attendance at an interview.

(x)	A redundant employee shall be entitled to the payment of a job search allowance of up to $2,000 to meet expenses associated with seeking other employment subject to proof of expenditure or on production of an invoice, and/or other appropriate documentation. The employee’s entitlement to claim the job search allowance is limited to a period of up to 12 months from their termination of service with Riverina Water or until the employee secures alternative employment, whichever is the sooner.

(xi)	If the employee agrees to be redeployed by Riverina Water 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.

(xii)	The council shall, upon receipt of a request from an employee to show employment has been terminated, provided 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.

(xiii)	Riverina Water 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 Services Australia - Centrelink.

(xiv)	In the event that Riverina Water determines that a position is redundant, Riverina Water where practicable, shall firstly offer such redundancy on a voluntary basis.

(xv)	Nothing in this Award shall be construed so as to require the reduction or alternation of more advantageous benefits or conditions which an employee may be entitled to under any existing redundancy arrangement, taken as a whole, between the industry unions and the councils bound by this award.

(xvi)	Subject to an application by Riverina Water and further order of the Industrial Relations Commission of New South Wales (or such other person or body agreed to by all parties to the Award), Riverina Water may pay a lesser amount (or no amount) of severance pay than that contained in Sub Clause (vii) above if Riverina Water obtains acceptable alternative employment for an employee.

(xvii)	Nothing in this clause shall restrict an employee with twenty years’ service or more and Riverina Water from agreeing to further severance payments.

(xviii)	No Forced Redundancy in Event of Amalgamation / Boundary Change.

(a)	This clause shall apply in the event of a proposal by the Minister and/or decisions to amalgamate, or otherwise merge, or change the boundary of Riverina Water with other councils and/or local government authorities.

(b)	This clause shall apply from the date of a proposal by the Minister for amalgamation or boundary change and will continue until either the Minister declines to recommend a proposal for amalgamation or boundary change or for a period of three years following the transfer of employment of an employee to the new council/local government authority, following a proclamation.

(c)	An employee, without the employee’s agreement, must not be terminated on the grounds of redundancy under this clause. That is, the protection against forced redundancy is to take effect from the date of any proposal for amalgamation or boundary change being made by the Minister and will either end if the Minister declines to recommend the proposal and no change is made, or will remain in force for a period of three years following the transfer of an employee to a new council/ local government authority, following a proclamation.

9.  Grievance and Disputes Resolution Procedure

(i)	The dispute resolution procedure will be used to deal with all disputes arising out of the employer-employee relationship.

Step 1 	The grievance or dispute should firstly be discussed between the employee or employees concerned and the relevant immediate area or unit supervisor.

Step 2: If the matter is still not settled, the nature of the grievance or dispute and the remedy sought should be put in writing and submitted to the relevant immediate area or unit supervisor who shall arrange a conference with senior management and if requested, the employee/s representative.

Steps 1 and 2 should be completed within five (5) days.

Step 3: If the matter is still not settled, a conference should be held if requested by the employee/s, between an Official of their union and Riverina Water’s appointed representative.

Step 3: should be arranged within five (5) days.

Step 4: If the matter is still not resolved, Riverina Water and the employee/s may refer the matter to an agreed mediator for a mediation conference which should be attended by the employee and if requested their union representative and a person with appropriate authority from Riverina Water.  The costs of the mediation shall be borne by Riverina Water.

The mediation conference is to not be held in a legalistic manner and shall be approached by all to bring about an agreed solution; the mediator will not make decisions or impose a solution on the parties unless requested to do so, in writing, by both parties.

If a settlement is reached, the terms of settlement shall be written down and signed by both parties and the mediator before the mediation conference is terminated and it should be binding on the parties and enforceable.

Either party may terminate the mediation conference, in writing at any time.

Step 5: If the matter is still not settled either party may apply to the Industrial Relations Commission to enable the matter to be settled by conciliation/arbitration.

(ii)	At the request of the employee/s, their union and Riverina Water may agree in stating a case for the opinion of the Commission on arising out of the employer-employee relationship.  The parties will use this procedure to resolve grievances and disputes.

(iii)	While a dispute is being dealt with under the dispute resolution procedure the status quo is to be maintained; that is the situation that existed immediately prior to the issue that gave rise to the dispute.

(iv)	While a dispute is being dealt with under the dispute resolution procedure work is to continue as normal.  The process will not be accompanied by industrial action.

(v)	This procedure shall not prevent Riverina Water, or if the employee/s request their union making direct representations to one another on any matter giving rise to or likely to give rise to a dispute or grievance.

10.  Terms of Employment

(i)	Probationary Periods

Riverina Water, when offering employment may include a probationary period of employment of up to three (3) months (with scope for extension of the probationary period up to a further three (3) months) in the letter of offer of employment. Where the period of probation is extended, the employee shall be given the reasons in writing.
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(a)	Notice of Termination

Riverina Water shall give to an employee and an employee shall give to Riverina Water notice of termination of employment of not less than four (4) weeks. The period of notice may be reduced by mutual agreement with the Chief Executive Officer.

Except where the period of notice is reduced by mutual agreement with the Chief Executive Officer, payment or part payment in lieu of the notice shall be made by Riverina Water if the full notice or part notice is not given. If the employee fails to give notice or gives incomplete notice, Riverina Water shall withhold payment in lieu of notice or part notice from any termination payment due to the employee.

The period of notice shall not apply to dismissal for conduct justifying instant dismissal, casual employees, or temporary employees at the end of their period of temporary employment.

(b)	Statement of Employment

Riverina Water shall, on request from an employee ceasing employment, give the employee a written statement specifying the period of employment, the employee's classification and the type of work performed by the employee.

(iii)	Time off Work During the Period of Notice

An employee working during notice of termination shall be allowed at least one day off with pay to look for work. Time off shall be convenient to the employee after consultation with Riverina Water.  Further time off may be granted at Riverina Water's discretion.

11.  Disciplinary and Counselling Procedure

(a)	Employee’s Rights

Notwithstanding the procedures below, an employee shall: 

(i)	Have access to their personal files and may take notes and / or obtain copies of the contents of the file. 

(ii)	Be entitled to sight, note and / or respond to any information placed on their personal file which may be regarded as adverse. 

(iii)	Be entitled to make application to delete or amend any disciplinary or other record mentioned on their personal file which the employee believes is incorrect, out-of-date, incomplete or misleading. 

(iv)	Be entitled to request the presence of a union representative and / or the involvement of their union at any stage. 

(v)	Be entitled to make application for accrued leave for whole or part of any suspension during the investigation process.

(b)	Employer’s Rights and Obligations

Notwithstanding the procedures contained below, Riverina Water shall: 
(i)	Be entitled to suspend an employee with or without pay during the investigation process provided that: 

(a)	Suspension without pay during an investigation shall be for a period of not more than two (2) weeks, except where the progress of the investigation is delayed due to the unavailability of the employee and/or their representative in which case the period of suspension without pay may be extended for a further period of up to seven (7) days or such greater period by agreement. 

(b)	If, after investigation, the reasons for the suspension are found to be inappropriate, the employee shall not suffer any loss of pay for the period under suspension. 

(c)	The suspension shall not affect the employee's continuity of service for the purposes of accruing leave entitlements. 

(d)	Council shall not unreasonably refuse an application for paid leave under this provision. 

(e)	By agreement an employee may be transferred to another position or place of work. 

(ii)	Properly conduct and speedily conclude an investigation into the alleged unsatisfactory work performance or conduct. 

(iii)	Be entitled to take other disciplinary action before and / or during the procedures in cases of misconduct or where the employee's performance warrants such action. 

(iv)	In appropriate circumstances be entitled to terminate an employee's services in accordance with Clause 10 – Termination of Employment, Subclause (ii). 

(v)	Be entitled to request the presence of a union representative at any stage.

(c)	Procedures

(i)	Where an employee's work performance or conduct is considered unsatisfactory, the employee shall be informed in the first instance of the nature of the unsatisfactory performance or conduct and of the required standard to be achieved, by the employee's immediate supervisor or other appropriate officer of Riverina Water. 

(ii)	Unsatisfactory work performance or conduct shall include, but not be limited to, neglect of duties, breach of discipline, absenteeism and non-compliance with safety standards. A written record shall be kept on the appropriate file of such initial warning. The employee shall be entitled to sight and sign such written record and add any notations regarding the contents of such record. 

(iii)	Where there is re-occurrence of unsatisfactory work performance or conduct, the employee shall be warned formally in writing by the appropriate officer of Riverina Water and counselled. Counselling should reinforce the standard of work or conduct expected and, where the employee is failing to meet these required standards, a suitable review period for monitoring the employee's performance; the severity of the situation; and whether disciplinary action will follow should the employee's work performance or conduct not improve. A written record shall be kept of such formal warning and counselling. The employee shall be entitled to sight and sign such written record and add any notations regarding the contents of such record. 

(iv)	If the employee's unsatisfactory work performance or conduct continues or resumes following the formal warning and counselling, the employee shall be given a final warning in writing giving notice of disciplinary action should the unsatisfactory work performance or conduct not cease immediately. 

(v)	If the employee's work performance or conduct does not improve after the final warning further disciplinary action may be taken. 

(vi)	All formal warnings shall be in writing. 

(vii)	Delegates shall be provided reasonable time without loss of pay, to represent members in disciplinary matters at the local level, provided prior approval is sought. Such approval shall not be unreasonably withheld. 

(d)	Penalties

After complying with the requirements above, Riverina Water may: 

(i)	Demote the employee to a lower paid position, provided that the employee shall not suffer a reduction in the rate of pay for two (2) weeks from the date of the demotion. 

(ii)	Suspend an employee without pay from work for a specified period of time. 

(iii)	Terminate the employment of the employee.

12.  Part Time Employment

(i)	A part-time employee shall mean an employee who is engaged on the basis of a regular number of hours which are less than the full-time ordinary hours in accordance with clause 18, Hours of Work of this award.

(ii)	Prior to commencing part-time work Riverina Water and the employee shall agree upon the conditions under which the work is to be performed including:

(a)	The hours to be worked by the employee, the days upon which they shall be worked and the commencing times for the work.

(b)	The nature of the work to be performed.

(c)	The rate of pay as paid in accordance with this Award

(iii)	The conditions may also stipulate the period of part-time employment.

(iv)	The conditions may be varied by consent.

(v)	The conditions or any variation to them must be in writing and retained Riverina Water. A copy of the conditions and any variations to them must be provided to the employee by the council.

(vi)

(a)	Where it is proposed to alter a full-time position to become a part-time position such proposal shall be referred to the consultative committee for information.

(b)	In such cases Riverina Water and the employee shall agree upon the conditions, if any, of return to full-time work.

(vii)

(a)	A part-time employee may work more than their regular number of hours at their ordinary hourly rate by agreement. 

(b)	Where an employee is required to work hours outside their agreed hours, the provisions of Clause 23 - 23.  Overtime shall apply.

(viii)	Part-time employees shall receive all conditions prescribed by the Award on a pro-rata basis of the regular hours worked. An adjustment to the accrued leave entitlements may be required at the conclusion of each service year based on the proportion of actual hours worked.
(ix)	Where a public holiday falls on a day where a part-time employee would have regularly worked the employee shall be paid for the hours normally worked on that day.

(x)	A change to full-time employment from part-time employment or to part-time employment from full-time employment shall not constitute a break in the continuity of service. All accrued entitlements shall be calculated in proportion to the hours worked in each employment arrangement.

13.  Term Contracts

(i)	Riverina Water may only employ a person on a term contract of employment in the following situations: 

(a)	For the life of a specific task or project that has a definable work activity, or 

(b)	To perform the duties associated with an externally funded position where the length of the employment depends on the length of the funding, or 

[bookmark: _Ref365320319](c)	To perform the duties associated with a vacant position until the vacant position is filled on a permanent basis, provided that the duration is not longer than is reasonably necessary to undertake recruitment for the vacant position, or 

[bookmark: _Ref365320333](d)	To temporarily replace an employee that is on approved leave, secondment, workers compensation or acting in a different position, or 

(e)	To undertake training and work as part of an apprenticeship, traineeship or student work experience program in conjunction with an education institution, or 

(f)	To trial a new work area, provided that the duration is not longer than is reasonably necessary to trial the new work area, or 

[bookmark: _Ref365320347](g)	To perform the duties associated with a vacant position during the intervening period between when 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 the employment in the vacant position and the date that the changes are implemented; 

(h)	To accommodate time limitations imposed by law or sought by the employee (e.g. visa restrictions). 

(i)	Not to be paid less than the rate of pay set is the salary system for that position.

(j)	Such a term contract position shall not be used to replace an existing position, except in the instances identified in sub paragraphs 0,0 and 0 above.

(k)	Any position that extends beyond 12 months shall be reviewed by the consultative committee.

14.  Casual Employees

(i)	A casual employee shall mean an employee engaged on a day to day basis.
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(a)	A casual employee shall not:

1.	Replace an employee of Riverina Water on a permanent basis; or

2.	Be engaged by Riverina Water on a permanent basis.

(b)	An employee engaged under this clause for a period in excess of 12 months may request that Riverina Water reviews the nature of their engagement.

1.	A review under paragraph (ii) (b) shall examine whether or not the position is more appropriately filled by a permanent employee. In undertaking this review the Riverina Water shall have regard to the following matters.

The genuine operational reasons that align with the nature of the role;

The service requirements of the position;

The seasonal nature of the role;

If the position is contingent upon external funding; and

Any other relevant matter.

2.	As a result of a review conducted under paragraph (ii) (b) an employee may be invited to apply for a permanent position with Riverina Water.

(iii)	A casual employee shall be paid the hourly rate for ordinary hours worked in accordance with clause 18, Hours of Work.

(iv)	Casual employees who work in excess of the usual ordinary hours or outside usual working hour are entitled to penalty rates prescribed by Clause 0 - 23.  Overtime, Subclause (iii). The penalties are calculated on the ordinary hourly rate.

(v)	Subject to Clause 0, Subclause (i) and subclause (ii), a casual employee will not be offered to work overtime in a position held by a permanent employee of Riverina Water, if such permanent employee is available to work that overtime. Overtime shall be paid where a casual employee works outside the ordinary hours for that position. In cases where there are no ordinary hours for the position, overtime shall be paid for the hours worked in excess of those prescribed in clause 18, Hours of Work.

(vi)	In addition to the amounts prescribed by Subclause 0 of this clause, a twenty-five percent loading, calculated on the ordinary hourly rate, shall be paid. This loading shall not attract any penalty. This loading shall be paid in lieu of all leave and severance pay, except for paid parental leave prescribed by the Award. Casual loading is not payable on overtime.

(vii)	Casual employees engaged on a regular and systematic basis shall:

(a)	Have access to annual assessment under Riverina Water’s salary system.

(b)	Have their service as a casual counted as service for the purpose of calculating long service leave where the service as a casual employee is continuous with their appointment to a permanent position on Riverina Water’s structure. In calculating the long service leave entitlement in such cases there shall be a deduction of the long service leave accrued whilst the employee was employed as a casual.

(viii)	Carer’s entitlements shall be available for casual employees as set out in clause 28, Sick and Carer's Leave, subclause (vii) of this award.

(ix)	Bereavement entitlements shall be available for casual employees as set out in clause 38, Bereavement Leave, subclause (ii), together as set out in clause 33, Family Violence, of this award.

15.  Job Share Employment

(i)	Job sharing is a form of part-time employment where more than one employee shares all the duties and responsibilities of one position. 

(ii)	

(a)	Job sharing shall be entered into by agreement between Riverina Water and the employees concerned. 

(b)	Such agreement shall be referred to the consultative committee for information. 

(iii)	Riverina Water and the job sharers shall agree on the allocation of work between job sharers. 

(iv)	

(a)	The ordinary hours of work of the position shall be fixed in accordance with clause 18, Hours of Work, of this award.

(b)	The job sharers in conjunction with Riverina Water shall agree on the hours to be worked. Such agreement shall specify the regular number of ordinary hours to be worked by each job sharer. 

(v)	

(a)	In the absence of a job sharer the remaining job sharer(s) may be required by council to relieve the absent job sharer provided the remaining job sharer(s) are reasonably available. 

(b)	In such cases the relieving job sharer(s) shall be paid their ordinary rate of pay for the time relieving. 

(vi)	A job sharer may work more than their regular number of hours at their ordinary hourly rate by agreement. Where an employee is required to work hours outside their agreed hours the provisions of Clause 0 - 23.  Overtime, shall apply. 

(vii)	Riverina Water must establish appropriate communication mechanisms between the job sharers to facilitate the handing over of tasks from one job sharer to another. 

(a)	Job sharers shall have access to all provisions of this Award including training and development. 

(b)	Job sharers shall receive pro-rata pay and conditions in proportion to the ordinary hours worked by each job sharer. 

(c)	An adjustment to accrued leave entitlements may be required at the conclusion of each service year based on the proportion of actual hours worked. 

(d)	A change to job sharing from full-time or part-time employment or from job sharing to full-time or part-time employment shall not constitute a break in the continuity of service. All accrued entitlements shall be calculated in proportion to the hours worked in each employment arrangement. 

(viii)	In the event of a job sharer vacating the position council shall review the position and shall consider filling the vacancy or offering the remaining job sharer(s) increased hours. 

(ix)	The terms of a job share arrangement or any variation to it must be in writing. A copy of the arrangement and any variation to it must be provided to the job sharer(s) by Riverina Water.

16.  Appointments and Grading

(i)	Appointment and, promotion shall be subject to:

(a)	The employee's satisfactory performance of duties and functions, and

(b)	The employee undertaking, employer endorsed training relative to the employee's duties and functions whenever required.

(ii)	Riverina Water shall maintain a job evaluation system to determine the award classification rate of pay for each position. The job evaluation system shall be used where the duties, functions, responsibilities and skill requirements of a position are altered.

(iii)	Promotion to a classification, a higher grading, accelerated progression, shall be determined by Riverina Water having regard for the duties, functions, responsibilities, skill requirements and work value principles.

(iv)	An employee who agrees to work in another position which is equal or lower paid may be reclassified or regraded to that position. However, the employee's ordinary rate of pay shall not be reduced for at least four weeks after the commencement of lower paid work.

(v)	Appointment to positions shall be on the basis of appointing the most meritorious applicant having regard for the duties and functions of the position and the abilities, qualifications and experience of the applicants.

(vi)	Where an internal applicant has applied for a new or vacant position and their application is unsuccessful, the employee may:

(a)	Request in writing the reasons as to why they were not appointed; and

(b)	Upon such request Riverina Water shall provide the reasons in writing.

17.  Alternative Duties and Functions

(i)	Where Riverina Water requires an employee to perform work duties and functions of, or incidental nature to any classification for which the employee is competent.

(ii)	Equal and Lower Paid Work

An employee required to perform work of equal or lower payment shall not be paid less than the employee's usual ordinary rate of pay.

(iii)	Higher Paid Work

Where an employee is required to perform work of a higher graded position for a nominated period they shall be paid the appropriate rate of pay for that position determined by the manager considering skills, experience and competency in accordance with the salary system and shall not be less than the competent level of the higher graded position. Filling a higher grade position will be a requirement determined by a manager.

An employee shall not act in a higher position for more than three (3) months except in case of relieving an employee on leave or where Riverina Water is experiencing difficulty in filling a vacancy 

(iv)	Higher Pay - Award Holidays

Where an award holiday or group of award holidays occurs during a period when an employee is entitled to payment for higher paid work, the higher payment shall also apply to the holiday or group of holidays.

(v)	Higher Pay - Periods of Leave

An employee shall not be paid higher pay for periods of leave unless the employee has acted in the position for at least three (3) months.

(vi)	Higher Paid Work - Periods of Training

The provisions of this clause shall not apply to employees who perform the whole or part of higher paid work for the purpose of training and the training is in concert with at least one other employee and does not exceed three months in the aggregate.

(vii)	Where a position has become vacant and is occupied on a temporary basis for more than three months, it shall be advertised.

18.  Hours of Work
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Riverina Water and its employees agree that there are three (3) fundamental objectives to consider in determining how an employee's working hours are to be structured under this award:

(a)	the most efficient production and delivery of the service;

(b)	the most effective way of servicing the customer; and

(c)	the most effective way of meeting employees needs for satisfying work, personal development, health and workplace safety.

The ordinary hours for employees shall be worked between 6:00am and 6:00pm Monday and Friday inclusive and shall not exceed twelve (12) hours in any one day, exclusive of unpaid meal breaks. The spread of ordinary hours may be altered by mutual agreement between Riverina Water and employees.

(ii)	Starting and Finishing Times

The starting and finishing times within the spread of hours provided by this clause shall be as determined by Riverina Water in consultation with the employees concerned.

(iii)	Ordinary Hours of Work

[bookmark: _Ref365402246](a)	The ordinary hours of work for employees engaged in positions with functions of Administration, Professional Engineering, Engineering Assistant, Water Quality Supervisor, Drafting or Finance shall be thirty five (35) per week arranged on a weekly basis or the basis of seventy (70) per fortnight, to be worked on nine (9) weekdays, in any two (2) week cycle, or where Riverina Water and the unions, in conjunction with the employees concerned, agree, the ordinary hours of work may be worked to a total of one hundred and forty (140) on nineteen (19) weekdays in any four (4) week cycle.

An employee who requests to work a thirty five (35) hour, five (5) day week to facilitate family or personal considerations may, with the consent of Riverina Water, do so.

(b)	The ordinary hours of work for all other employees not covered in 0 above shall be thirty eight (38) per week arranged on a weekly basis or the basis of seventy six (76) per fortnight, to be worked on nine (9) weekdays, in any two (2)week cycle, or where Riverina Water and the unions, in conjunction with the employees concerned, agree, the ordinary hours of work may be worked to a total of one hundred and fifty two (152) on nineteen (19) weekdays in any four (4) week cycle.

An employee who requests to work a thirty eight (38) hour, five (5) day week to facilitate family or personal considerations may, with the consent of Riverina Water, do so.

(c)	In cases where an employee's rostered day off falls on an award holiday, the employee may take the next scheduled working day as a rostered day off or the employee with the consent of Riverina Water may defer the taking of the day to some other mutually agreed day.

(d)	Employees at either Riverina Water's request or on their own request and with the approval of Riverina Water, may defer and accumulate rostered days off to be taken at a mutually agreed time provided that an employee shall not accumulate more than five (5) rostered days off at any one time.

(iv)	Alternative Arrangements

Alternative arrangements to those in this clause may be entered into by mutual agreement between an employee or group of employees and Riverina Water.

(v)	Disturbance

(i)	Staff may be contacted outside of normal work hours to assist with or co-ordinate a response to an emergency and/or breakdown without being required to attend the emergency and/or breakdown. Staff may be contacted to put into place emergency arrangements by contacting other staff to attend an incident or providing advice in response to an emergency situation. Staff are entitled to claim time in lieu for disturbance on their timesheets, they will accrue the time.

(ii)	An employee remotely responding will be required to maintain and provide to Riverina Water a time sheet of the length of time taken in dealing with each matter remotely for each day commencing from the first remote response.  The total TIL entitlement to an employee for all time remotely responding in any day commencing from the first response will be rounded up to the nearest fifteen (15) minutes.
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19.  Flexibility for Work and Family Responsibilities

Relationship with federal legislation - Clause 19 of this Award shall apply in addition to Chapter 2, Part 2-2, Division 4, Requests for Flexible Working Arrangements of the Fair Work Act 2009.

(i)	In recognition of the commitment to provide flexibility for work and family responsibilities and the need to retain skills and experience within the industry, Riverina Water and an employee, other than a casual, may agree on flexible work and leave arrangements to enable the employee to attend to work and family responsibilities.  

(ii)	The employee is not entitled to make the request unless:

(a)	For an employee other than a casual employee - the employee has completed at least 12 months of continuous service with Riverina Water immediately before making the request.

(b)	For an employee other than a casual employee that has not yet completed 12 months of continuous service and wishes to access flexible work - the employee may request for a flexible work arrangement if they can demonstrate a genuine need for flexible work.

Formal requirements

(iii)	The request must:

(a)	be in writing: and

(b)	set out the details of the change sought and of the reasons for the change.

Considering the request

(iv)	Riverina Water must give the employee a written response to the request within 21 days, stating whether Riverina Water grants or refuses the request.

(v)	Riverina Water may refuse the request only on reasonable business grounds. Business grounds will include but not be limited to:

(a)	that the new working arrangements requested by the employee would be too costly for Riverina Water;
(b)	that there is no capacity to change the working arrangements of other employees to accommodate the new working arrangements requested by the employee;

(c)	that it would be impractical to change the working arrangement of other employees, or recruit new employees, to accommodate the new working arrangements requested by the employee;

(d)	that the new working arrangements requested by the employee would be likely to result in a significant loss in efficiency or productivity; and

(e)	that the new working arrangements requested by the employee would be likely to have significant negative impact on customer service.

(vi)	If Riverina Water refuses the request, the written response must detail the reasons for the refusal.

(vii)	Flexible work and leave arrangements include but are not limited to:

(a)	make up time;

(b)	flexi time;

(c)	time in lieu;

(d)	leave without pay;

(e)	annual leave;

(f)	part-time work;

(g)	job share arrangements;

(h)	variations to ordinary hours and rosters;

(i)	purchased additional annual leave arrangements;

(j)	working from home arrangements; and

(k)	arrangements to accommodate breastfeeding women.

(viii)	The terms of agreed changes to working arrangements, including flexible work and leave arrangements shall be in writing and may be varied from time to time, by agreement, to suit the specific needs of either party.
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(i)	Pay Cycle: Employees shall be paid fortnightly or in any other cycle by mutual agreement.

(ii)	Direct Crediting of Pay: Payment shall be by direct crediting of an employee's nominated bank, building society or credit union account. Employees' pay shall be credited in nominated accounts no later than the close of business on every second Thursday occurring in the fortnightly pay cycle.

(iii)	Deductions: Riverina Water shall deduct out of an employee's pay such amounts as the employee requests, in writing, in respect of contributions or payments for purposes approved by Riverina Water.

21.  Salary Sacrifice

(i)	Riverina Water and an employee may agree to sacrifice a portion of the pre-tax ordinary pay as prescribed by the award to the value of the benefits as identified in Subclause 0 of this clause. Such agreement shall not unreasonably be withheld.

[bookmark: _Ref365402398](ii)	Benefits that may be salary sacrificed are:
Motor vehicles, supplied by Riverina Water under a leaseback arrangement

Superannuation.

(iii)	The value of the benefits shall be agreed between Riverina Water and employee and shall include fringe benefits tax where applicable. The amount that may be salary sacrificed in cases where Riverina Water supplies vehicles under a leaseback arrangement is the amount the leaseback rate is in excess of the employee's contribution from after tax salary necessary to negate the fringe benefit liability.

(iv)	The benefits to be salary sacrificed and their value shall be in writing and signed by both Riverina Water and the employee.

(v)	Except as otherwise agreed, the employee may request in writing to change the benefits to be salary sacrificed once per year and Riverina Water shall not unreasonably refuse the request.

(vi)	An amount equal to the difference between the employee's ordinary pay as prescribed by the award and the value of the benefits received by the employee shall be paid by Riverina Water to the employee.

(vii)	The employee is responsible for seeking appropriate financial advice when entering into any arrangement under this clause.

(viii)	Riverina Water will ensure that the salary sacrifice arrangement complies with taxation and other relevant laws. Riverina Water has the right to vary and/or withdraw from offering salary sacrifice to employee's with appropriate notice if there is any alteration to relevant legislation that is detrimental to salary sacrifice arrangements.

(ix)	The value of the benefits shall be treated as an approved benefit for superannuation purposes and shall not reduce the employee's superable salary.

(x)	Nothing in this clause shall affect the right of an employer to maintain or enter into more beneficial arrangements with respect to salary sacrifice for employees.

22.  Superannuation Fund Contributions 

Subject to the provisions of the Industrial Relations Act 1996, Riverina Water will make superannuation contributions to the Active Superannuation Scheme when an employee has no pre-existing superannuation fund or where an employee elects to have their superannuation contributions made to the Active Superannuation Scheme.
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(i)	Requirement to Work Reasonable Overtime

(a)	Subject to paragraph (b) below, it shall be a condition of employment that employees will be available to work reasonable overtime at overtime rates to meet the needs of Riverina Water.

(b)	An employee may refuse to work overtime in circumstances where the working of such overtime would result in the employee working hours which are unreasonable. 

(c)	For the purposes of paragraph (b) above, what is unreasonable or otherwise will be determined having regard to:

Any risk to the employee;
The employee’s personal circumstances including any family and carer responsibilities;

The needs of the workplace;

The notice, if any, given by the employer of the overtime and by the employee of their intention to refuse it; and
Any other matter. 

(ii)	Sixteen Hour working Period 

(a)	An employee shall not be permitted to work more that sixteen (16) hours in any twenty four (24) hour period. 

(b)	The twenty four (24) hour period shall be calculated from the commencement time of the sixteen (16) hours worked. 

(iii)	Payment for Working Overtime 

An employee directed to perform work in excess of the usual ordinary working hours or outside the usual working hours, shall be paid as follows for overtime worked, Monday to Friday, Saturday and Sunday, at double ordinary time rate of pay until the employee is released from work. 

(iv)	Payment for Work on a Holiday

An employee who works on award holiday shall be paid as follows: 

(a)	For any time worked between the usual commencing and usual ceasing time, at double ordinary time rate of pay in addition to the employee's ordinary pay for the day. 

(b)	For any time worked before or after the usual ordinary hours of work, at double ordinary time rate of pay plus one half the ordinary time rate of pay until the employee is released from work.

(v)	Time off In Lieu Of Payment 

(a)	An employee may elect, with the consent of Riverina Water, to take time off, in ordinary time, in lieu of payment for overtime at a time or times mutually agreed. Time off in lieu shall be on the basis of one hour off for each hour of overtime worked and shall be taken at a mutually agreed time. 

(b)	Riverina Water shall, if requested by an employee, provide payment, at the relevant overtime rate for any overtime worked which was to be taken as time off in lieu and which has not been taken within four weeks of accrual.

(c)	Riverina Water will provide payment for all Time in Lieu balances as part of the last pay period in each financial year. The Time in Lieu payment will be at the relevant overtime rate.

(vi)	Standing By 

An employee directed to stand-by to work overtime shall be paid at ordinary time rate of pay from the time of commencement of the stand-by until released from the stand-by or until they commence working overtime. 

(vii)	Transport of Employees 

When an employee, after having worked overtime finishes work at a time when reasonable means of transport are not available, Riverina Water shall provide the employee with transport to the employee's home or pay the employee at the ordinary time rate of payment for reasonable time to travel home. 

(viii)	Rest Period After Overtime 

(a)	When overtime work is necessary it shall, wherever reasonably practicable, be arranged that employees have at least ten consecutive hours off duty between the work of successive days. 

(b)	The rest period after Overtime shall be as per the rest period after Call Out (see Clause 25, Subclause (vi)).
(c)	The above rest period provisions in (b) above shall not apply where an employee has worked planned overtime for a period less than two hours immediately before normal working hours. 

(d)	Where an employee is entitled to a rest period and the rest period coincides with an award holiday or a rostered day off, the employee shall be entitled to defer starting work by time equivalent on the next ordinary day.

24.  Pre-Arranged Overtime

An employee required to undertake pre-arranged overtime will be paid at the appropriate overtime rate with a minimum of two (2) hours at double time.

25.  On Call

(i)	An employee is on call if Riverina Water requires the employee to be available, outside the employee's usual ordinary hours, for emergency and/or breakdown work.

(ii)	An on call employee must be able to be contacted and respond to a call out within a reasonable time.

(iii)	An employee on call shall be paid an on call allowance at the rate set in of this award.  The total amount of on call allowance in any one (1) week shall not exceed the amount set in Table 1, Appendix C – Allowances of this award.

(iv)	On call work performed outside the usual hours of work shall be paid double the ordinary time rate of pay for the hours worked and from the time the employee responds to the call out. The minimum duration of a call out is deemed to be two (2) hours if they are required to leave their residence to respond to the callout.  Where the person does not have to leave their residence then a one (1) hour minimum shall apply.

(v)	For each award holiday which an employee is on call, the employee shall be granted one (1) day to be taken at a mutually agreed time.

[bookmark: _Ref365402641](vi)	Rest period after call-out

An employee who works during the eight (8) hours immediately preceding the employee's usual commencing time shall be entitled to defer the usual commencing time or revise their finishing time, without loss of pay by a period equal to one and a half (1.5) times the actual time worked within those hours.
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26.  Call Back

(i)	An employee shall be on call back if recalled to work overtime without having received notice before ceasing work.

(ii)	An employee working on call back shall be paid a minimum of four (4) hours at the appropriate overtime rate. Any subsequent call backs occurring within a four (4) hour period of a call back shall not attract any additional payments. The minimum of four (4) hours does not apply where the call back is continuous with an employee's usual hours of work, except as provided for in subclause 0 0 below. The overtime rate for call backs commences from the time the employee leaves to attend the call back.

(iii)	Rest Period after Call Back

An employee who works during the eight (8) hours immediately preceding the employee's usual commencing time shall be entitled to defer the usual commencing time or revise their finishing time, without loss of pay by a period equal to one and a half (1.5) times the actual time worked within those hours.
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(b)	After working to the revised finishing time (see Clause 25, subclause (vi)) the employee may finish work for the day, or, if deemed fit, may continue until normal finish time. Time worked beyond the revised finish time will be paid at appropriate overtime rates.

27.  Meal Time and Allowances

(i)	Meal Breaks

(a)	An employee shall not, at any time, be compelled to work for more than five (5) hours without a break for a meal.

(b)	Employees shall be allowed meal breaks without pay as well as a paid morning break of ten (10) minutes on each ordinary working day.

(ii)	Meal Times

The times fixed for the taking of meal breaks during ordinary working day or ordinary rostered shifts may vary for groups of employees and/or individual employees, as may be necessary or appropriate for the conduct of Riverina Water's business.

(iii)	Working in Usual Break

An employee's usual time for the taking of a meal break may, by mutual agreement between Riverina Water and the employee, be varied temporarily or shortened in special circumstances rather than on a regular basis.

(iv)	Overtime Meal Breaks

(a)	An employee required to work overtime for two (2) hours or more prior to the usual starting time or after the usual finishing time, shall be paid a meal allowance at the rate set in Appendix C - Allowances of this award. The allowance shall also be paid after each further four (4) hours of overtime worked until released. 

(b)	A paid overtime meal break shall be allowed after the first two (2) hours of overtime and after each subsequent four (4) hours of overtime. Paid overtime meal breaks shall not exceed twenty (20) minutes and are time worked for the purpose of calculating overtime.

(v)	On-Call Included

Meal breaks and meal allowances shall apply to employees engaged in on-call emergency and/or breakdown work.

28.  Sick and Carer's Leave
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An employee who is unable to attend work on account of personal illness or accident, not being due to serious misconduct or on account of injury by accident arising out of and in the course of employment, shall be entitled to sick leave without deduction of pay during each year of service subject to the following conditions and limitations – 

(a)	Each employee's sick leave entitlement shall be as follows: During the first year of service, fifteen (15) days. In each of the second, third, fourth and fifth years of service, fifteen (15) days and in each subsequent year of service, eighteen (18) days - Appendix D – Leave, of this award.

(b)	The employee shall be required to produce evidence satisfactory to Riverina Water that such absence was due to personal illness or accident, not being injury arising out of and in the course of the employee's employment nor arising from other employment, sufficient to prevent the performance of normal duties. Proof of illness or injury by accident and inability to attend for work may be required after two (2) days absence or after three (3) separate periods in each year of service. 

(c)	An employee shall as soon as practicable notify Riverina Water, of the employee's inability to attend on account of illness or injury and advise Riverina Water of the estimated duration of absence. 

(d)	An employee with at least ten (10) years’ service with Riverina Water may at the discretion of the employer be granted additional sick leave where an illness or injury results in the employee exhausting their accumulated sick leave. 

(e)	An employee who, at the commencement of this award, had accumulated sick leave transferred from another employer shall retain that entitlement for use when sick or injured.

(ii)	Avoidance of Duplicate Benefits 

An employee, who has been granted paid sick leave and who in respect of the period of leave receives compensation under any Act or law shall reimburse Riverina Water from that compensation, amounts paid for the leave. 

(iii)	Accumulation of Leave

Untaken sick leave shall accumulate from year to year and be available in subsequent years of employment.

(iv)	Employees who are ill for a minimum of five (5) consecutive working days whilst on Annual Leave or Long Service Leave may apply to the Chief Executive Officer to have the leave re-credited. The employee must provide a doctor’s certificate and be able to demonstrate that as a consequence of the illness or injury their leave was disrupted.

(v)	Accumulated Sick Leave - Termination of Employment 

Employees who had credits of untaken sick leave under previous awards or agreements at 15 February, 1993, shall on termination of employment, if those credits still stand, be paid their current ordinary time rate of pay for those credits in accordance with the provision which existed under the previous award or agreement. 

(vi)	Personal Carer's Leave 

(a)	An employee, with responsibilities in relation to a class of person set out in subclause (vi) (e) below who need their care and support, shall be entitled to access their accumulated sick leave for personal carer's leave to provide care and support to those persons when they are ill and no other carer is available or until alternative arrangements are able to be made.

(b)	An employee who accesses personal carer's leave shall, where Riverina Water requires, provide a medical certificate or statutory declaration as evidence of illness of the person who required care. The employee shall also, where practicable, give Riverina Water prior notice of the taking of personal carer's leave. Where prior notice has not been given, the employee shall notify Riverina Water by phone at the first opportunity on the day of the absence. 

(c)	In normal circumstances, an employee shall not take personal carer's leave where another person is providing the immediate family or household member with care. 

(d)	Personal carer's leave may be taken for part of a single day. 

(e)	The entitlement to use sick leave in accordance with this clause is subject to: 

1.	The employee being responsible for the care and support of the person concerned: and

2.	The person concerned being: 

(a)	a spouse of the employee; or 

(b)	a de facto spouse, who, in relation to a person, is a person who lives with the first mentioned person on a bona fide domestic basis although not legally married to that person; or 

(c)	a child or an adult child (including an adopted child, a stepchild, 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

(d)	a relative of the employee who is a member of the same household, where for the purpose of this paragraph: 

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. 

(f)	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 Subclause (vi) (e) (2) above, who is ill. 

(g)	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 (vi) (e) (2) above. 

(h)	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. 

(i)	overtime taken as time off during ordinary hours shall be taken at the ordinary time rate, that is, an hour for each hour worked. 

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

(k)	an employee may elect, with the consent of Riverina Water, 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. 

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

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

(n)	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.

(vii)	Carer’s Entitlement for Casual Employees

(a)	Subject to the evidentiary and notice requirements in subclause (vi) (b) casual employees are entitled to not be available to attend work, or to leave work if they need to care for a person prescribed in subclause (vi) (e) of this clause who are sick and require care and support, or who require care due to an unexpected emergency.

(b)	The employer and the employee shall agree on the period for which the employee will be entitled to not be available to attend work. In the absence of agreement, the employee is entitled to not be available to attend work for up to 48 hours (i.e. two days) per occasion. The casual employee is not entitled to any payment for the period of non-attendance.

(c)	The employer must not fail to re-engage a casual employee because the employee accessed the entitlements provided for in this clause. The rights of the employer to engage or not to engage a casual employee are otherwise not affected.

29. Annual Leave

(i)	Annual leave of absence consisting of four (4) weeks at the ordinary rate of pay, exclusive of award holidays observed on working days shall be granted to an employee after each 12 months service. 

(ii)	Annual leave shall be taken as soon as mutually convenient to the employee and Riverina Water. Riverina Water may give an employee at least four (4) weeks’ notice to take leave where the employee has accumulated in excess of eight (8) weeks leave. 

(iii)	An employee before proceeding on annual leave shall be paid the employee's usual rate of pay for the period of leave calculated as if the employee had been at work for the period of leave. 

(iv)	On termination of employment, an employee shall be paid all accumulated annual leave and proportionate annual leave for the incomplete year of employment. Proportionate annual leave shall be equal to one twelfth of the employee's ordinary weekly rate of pay at the date of termination multiplied by each completed week of employment in the incomplete year. 

(v)	An employee whose ordinary rate of pay varies from time to time shall have their ordinary rate of pay calculated as the average of their rate over the preceding twelve months prior to taking annual leave.

(vi)	Annual leave at full pay, half pay or double pay 

(a)	This subclause applies to an employee who is an employee of a ‘council’ within the meaning of the Local Government Act 1993 (NSW). 

(b)	An employee who is entitled to annual leave may, with the consent of Riverina Water, take annual leave:

1.	on full pay; or 

2.	on half pay; or 

3.	on double pay.

(c)	When an employee takes annual leave, the leave entitlement will be deducted on the following basis: 

1.	a period of leave on full pay - the number of days so taken; or 

2.	a period of leave on half pay - half the number of days so taken; or 

3.	a period of leave on double pay - twice the number of days so taken. 

(d)	When an employee takes annual leave, the period of service for the purpose of leave accruals shall be as follows: 

1.	a period of leave on full pay - the number of days so taken; or 

2.	a period of leave on half pay - half the number of days so taken; or 

3.	a period of leave on double pay - the number of days so taken. 

(e)	The entitlement to taken annual leave at double pay is only available to an employee if, after taking the period of leave, the employee will have an accrued annual leave entitlement of not less than four (4) weeks. 

(f)	Employees that take annual leave at half pay or double pay shall not be disadvantaged nor obtain a windfall gain in relation to superannuation contributions.

(vii)	Payment in lieu of annual leave

(a)	This subclause applies to an employee who is an employee of a ‘council’ within the meaning of the Local Government Act 1993 (NSW).

(b)	An employee and Riverina Water may agree to a payment in lieu of a period of annual leave to which the employee is entitled only if:

1.	after the payment the employee will have an accrued annual leave entitlement of not less than four (4) weeks; and

2.	the payment in lieu of a period of annual leave is not less than the employee’s ordinary pay.

(c)	Periods of annual leave that are cashed out shall not attract any accruals.

(d)	Employees that are paid in lieu of annual leave shall not be disadvantaged nor obtain a windfall gain in relation to superannuation contributions.

30.  Long Service Leave

(i)	Amount of Leave

Riverina Water shall credit each employee, long service leave on full pay after each period of continuous service on the following basis:

Where an employee has completed more than five (5) years of service with the employer, the employee shall be entitled to apply for long service leave accrued between each completed five (5) years of service on a pro rata basis calculated monthly. Such an application shall not be unreasonably refused.

On completion of ten (10) years’ service, 13 weeks.

After completion of each of the eleventh to fifteenth years, 1.7 weeks per year. 

After completion each of the sixteenth year and thereafter, 2.7 weeks per year 

(ii)	Accrual of Leave

Long service leave shall accrue on a basis proportionate to the scale of leave set out above.

(iii)	Taking of Leave

Long service leave shall be taken at a time mutually convenient to Riverina water and the employee in minimum periods of one week.

(iv)	Award Holidays
Long service leave shall be exclusive of award holidays occurring during leave.

(v)	Continuous Service

Continuous service shall be the period from the date of commencement to the date of termination of employment and shall include:

(a)	All approved paid leave

(b)	Previous employment with Great Southern Energy, Southern Riverina County Council or Riverina Water.

(c)	Employment as a part-time or casual employee.

(d)	Service with any Local Government Council in New South Wales shall be service for the purpose long service leave accrual under this Award provided that the former employer pays to Riverina Water the monetary value of the long service leave which the employee has accrued at the time of transfer.

(e)	Service in the armed forces, enlisted or conscripted, shall be service for the purpose of long service leave accrual provided that the employee was an employee of Riverina Water, its predecessor or a Local Government Council in New South Wales at the time of commencing the service.

(f)	Periods which shall not be included in the calculation of continuous service are absence on parental leave and leave without pay.

(g)	Employment with a group training company during the term of an apprenticeship/traineeship for the periods hosted by council to be recognized as service should they obtain full time employment with council during their time upon completion of their apprenticeship/traineeship.

(vi)	Discharged Entitlements

Long service leave entitlements shall be reduced by periods of long service leave taken.

(vii)	Payment for Leave

(a)	An employee who is entitled to long service leave may, with the consent of Riverina Water, take long service leave:

1.	on full pay; or 

2.	on half pay; or 

3.	on double pay.

(b)	When an employee takes long service leave, the leave entitlement will be deducted on the following basis:

1.	a period of leave on full pay – the number of days so taken; or

2.	a period of leave on half pay – half the number of days so taken; or

3.	a period of leave on double pay – twice the number of days so taken. 

(c)	When an employee takes long service leave, the period of service for the purpose of leave accruals shall be as follows:

1.	a period of leave on full pay – the number of days so taken; or

2.	a period of leave on half pay – half the number of days so taken; or

3.	a period of leave on double pay – the number of days so taken. 

(d)	Employees that take long service leave at half pay or double pay shall not be disadvantaged nor obtain a windfall gain in relation to superannuation contributions.

(viii)	Entitlements 

(a)	Allowances 

An employee who regularly receives payment of on-call and standing by allowances, tool allowances, shift allowances or any all-purpose allowance will receive payment of those allowances during periods of long service leave on the same basis of payment or average payment to the employee in the four (4) week period prior to the date of commencement of the leave:

(b)	Full Pay 

During a period of long service leave, an employee shall be paid, in addition to allowances, the employee's ordinary rate of pay which the employee would have received for the period had the employee not been on leave. 

(c)	Payment before Leave 

An employee shall be entitled to receive payment for the full period of long service leave prior to the date upon which leave commences.

(ix)	Termination of Employment

(a)	Ten (10) Years

Where an employee has completed at least ten (10) years continuous service and the employee's employment is terminated for any reason, or the employee dies, Riverina Water shall pay to the employee or the employee's legal representative, the monetary equivalent of the employee's accrued long service leave.

(b)	Short Service

Where an employee has completed at least five (5) years continuous service and the employee's employment is terminated for any reason, other than serious misconduct, Riverina Water shall pay to the employee or the employee's legal representative, the monetary equivalent of the employee's accrued long service leave.

(c)	Payment on Termination

On termination of employment, an employee shall be paid the ordinary rate of pay, excluding allowances, for the accrued long service leave.

(d)	No Payment in Lieu

An employee shall not be paid in lieu of long service leave except on termination of employment.

31.  Paid Parental Leave

Relationship with federal legislation – subclauses 31, subclause (31.1) of this Award shall apply in addition to:

Chapter 2, Part 2-2, Division 5 - ‘Parental leave and related entitlements’ of the National Employment Standard (NES) under the Fair Work Act 2009 (Cth); as amended from time to time and the Paid Parental Leave Act 2010 (Cth).

31.1	Paid Parental Leave

Paid Parental Leave (‘PPL’) instalments shall mean instalments paid during the paid parental leave period under the Paid Parental Leave Act 2010 (Cth).

(i)	Eligibility

This clause shall apply to an employee who is receiving PPL instalments as a primary or secondary claimant under the Paid Parental Leave Act 2010 (Cth) and who has had 12 months continuous service with Riverina Water immediately prior to the commencement of paid leave.

(ii)	Superannuation

Riverina Water shall pay superannuation contribution to an employee who is eligible to receive the PPL instalments under the Paid Parental Leave Act 2010 (Cth). The superannuation contribution will be calculated on the employee’s ordinary rate.

31.2	Paid Primary Carer’s Leave

(i)

(a)	This clause applies to all full time and part time employees who have had 12 months continuous service with Riverina Water immediately prior to the commencement of parental leave or special parental leave and to casual employees who have worked on a regular and systematic basis with Riverina Water for at least 12 months prior to the commencement of parental leave or special parental leave. 

(b)	Paid primary carer’s leave shall mean leave taken by an employee in connection with the pregnancy or the birth of a child of the employee. Paid primary carer’s leave consists of an unbroken period of leave. 

(c)	Paid special parental leave shall mean leave taken by an employee where the pregnancy of the employee terminates before the expected date of birth (other than by the birth of a living child), or where they suffer illness related to the pregnancy, and they are not then on paid parental leave provided that a medical practitioner certifies such leave to be necessary before their return to work. 

(ii)

(a)	An employee shall be entitled to a total of 14 weeks paid parental leave or special parental leave on full pay; or 28 weeks Paid Primary Carer’s Leave or special parental leave on half pay; or Paid Primary Carer’s Leave or special parental leave on a combination of full pay or half pay provided the leave does not exceed the equivalent of 14 weeks on full pay.

(b)	The employee may choose to commence Paid Primary Carer’s Leave before the expected date of the birth. 

(iii)

(a)	Annual leave, long service leave, unpaid parental leave and any accumulated time in lieu may be taken in conjunction with paid parental leave, Paid Primary Carer’s Leave and special parental leave, subject to council approval, provided that the total period of leave does not exceed 52 weeks. 

(b)	The period of Paid Primary Carer’s Leave and special parental leave is taken into account in calculating the employee's long service, annual and sick leave accruals and superannuation. 

(c)	Paid parental leave may not be extended beyond the first anniversary of the child's birth. 

(iv)	Payment for Paid Primary Carer’s Leave and special parental leave is at the ordinary rate applicable prior to the commencement of the leave period. Employees working as permanent part time employees will be paid at their ordinary part time rate of pay calculated on the regular number of hours worked. A casual employee's rate of pay will be calculated by averaging the employee's weekly wage in the 12 months immediately prior to the employee commencing paid parental leave or special parental leave. 

(v)	Paid parental leave and special parental leave shall be exclusive of public holidays. 

(vi)	Notice of intention to take Paid Primary Carer’s Leave. 

The employee must: 

a)	Provide Riverina Water with certification of the expected date of confinement at least 10 weeks before the child is due. This is known as the first notice; 

b)	Advise Riverina Water in writing of their intention to take Paid Primary Carer’s Leave and the proposed start date at least 4 weeks prior to that date. This is known as the second notice.

c)	Provide a signed statutory declaration that the employee will be the primary care giver to the child and that the Paid Primary Carer’s Leave will not be taken in conjunction with any partner accessing paid parental leave entitlements. 

(vii)	The employee will not engage in any other form of paid work during the period of Paid Primary Carer’s Leave without the approval of the Chief Executive Officer. 

(viii)	Any government funded parental paid parental leave provisions as prescribed in the Paid Parental Leave Act 2010 (Cth) will be in addition to current entitlements as prescribed by Clause 31.2 - Paid Primary Carer’s Leave Subclause (ii) (a) of this Award.

32.  Supporting Parent Leave

An employee who is a supporting parent shall be entitled to up to ten (10) days paid leave; five (5) of which will be taken from sick leave balance, at the time their partner gives birth to a child or at the time the employee adopts a child provided that the employee has had 12 months’ continuous service with Riverina Water immediately prior to the commencement of their supporting parent leave.

33.  Family Violence

(i)	General Principle

Riverina Water recognises that employees sometimes face situations of violence or abuse in their personal life that may affect their attendance or performance at work. Therefore, the Riverina Water is committed to providing support to staff that experience family violence. 

(ii)	Definition of Family Violence

The definition of family violence includes physical, sexual, financial, verbal or emotional abuse by a family member. 
(iii)	General Measures 

(a)	Proof of family violence may be required and can be in the form of an agreed document issued by the Police Service, a court, a Doctor, District Nurse, Maternal Health Care Nurse and a Family Violence Support Service or Lawyer. 

(b)	All personal information concerning family violence will be kept confidential in line with Riverina Water Policy and relevant legislation. No information will be kept on an employee’s personnel file without their express written permission.

(c)	No adverse action will be taken against an employee if their attendance or performance at work suffers as a result of being a victim of family violence.

(d)	Riverina Water will identify contact/s in the organisation who will be trained in family violence and privacy issues, for example training in family violence risk assessment and risk management. Riverina Water will advertise the name of the contact within the council. 

(e)	An employee experiencing family violence may raise the issue with their immediate supervisor or the People & Culture contact. The supervisor may seek advice from People & Culture if the employee chooses not to see the People & Culture contact. 

(f)	Where requested by an employee, the People & Culture contact will liaise with the employee’s supervisor on the employee’s behalf, and will make a recommendation on the most appropriate form of support to provide in accordance with subclause (iv) and (v) below. 

(g)	Riverina Water will develop guidelines to supplement this clause and which details the appropriate action to be taken in the event that an employee reports family violence. 

(iv)	Leave 

An employee experiencing family violence will have access to fifteen (15) days per year (non-accumulative) of paid special leave for medical appointments, legal proceedings and other activities related to family violence. This leave will be in addition to existing leave entitlements and may be taken as consecutive or single days or as a fraction of a day and can be taken without prior approval. Additional leave may be granted at the discretion of the Chief Executive Officer.

(a)	An employee who supports a person experiencing family violence may take carer’s leave to accompany them to court, to hospital, or to mind children. 

(v)	Individual Support 

(a)	In order to provide support to an employee experiencing family violence and to provide a safe work environment to all employees, the Riverina Water will approve any reasonable request from an employee experiencing family violence for: 

i.	Changes to their span of hours or pattern or hours and/or shift patterns; 

ii.	Job redesign or changes to duties; 

iii.	Relocation to suitable employment within the company. 

iv.	A change to their telephone number or email address to avoid harassing contact; 

v.	Any other appropriate measure including those available under existing provisions for family friendly and flexible work arrangements. 

(b)	An employee experiencing family violence will be offered a referral to the Employee Assistance Program (EAP) and/or other local resources. The EAP shall include professionals trained specifically in family violence.
An employee that discloses to People & Culture or their supervisor that they are experiencing family violence will be given a resource pack of information regarding support services.
34.  Phased.  Retirement

(i)	In recognition of the ageing workforce in local government and the need to retain skills and experience within the industry, councils are encouraged to develop and promote flexible work and leave arrangements to enable their employees to better manage their transition into retirement.

(ii)	Examples of flexible work and leave arrangements include: 

(a)	Part-time work;

(b)	Flexi time;

(c)	Leave without pay;

(d)	Job sharing arrangements;

(e)	Variations to ordinary hours and rosters;

(f)	Job redesign.

(iii)	The terms of a flexible work and leave arrangements shall be in writing and may be varied from time to time, by agreement, to suit the specific needs of either Riverina Water or the employee.

35.  Union.  Picnic Day

Union Picnic Day shall for the purposes of this Award be regarded as a holiday for employees who are financial members of the union(s). The Union Picnic Day shall be on a day as is agreed between Riverina Water and the union(s).

The union(s) shall advise the council of financial members as at the time of the Union Picnic Day. Such advice must be given at least two (2) weeks prior to the Union Picnic Day.

Employees who are not financial members of the union(s) and who are required to work on the Union Picnic Day shall be paid ordinary pay for their normal working day.

Employees who are not financial members of the union(s) and who are not required to work on the Union Picnic Day, may apply to council to take annual leave, time off in lieu of overtime, leave without pay, a rostered day off, or may be required by council to make up time.

36.  Award.  Holidays

(i)	Holidays: All full-time, part-time and temporary employees shall be entitled to the following days as award holidays without loss of pay:

(a)	Any day proclaimed as a State wide public holiday or any locally proclaimed holiday within the boundaries of Riverina Water.

(b)	The employees' union picnic day, to be held on a day as is mutually agreed between Riverina Water and the employees. Provided that a reasonable level of customer service is to be provided on the day.

(ii)	NAIDOC Week: In addition to subclause (i), employees who are Aboriginal and Torres Strait Islanders shall be entitled to one (1) day during NAIDOC week so that they can participate in National Aboriginal and Islander Day celebrations. Eligible employees shall provide the employer with at least seven (7) days’ notice of their intention to take the holiday in accordance with this subclause, provided that if less than seven (7) days’ notice is given such leave shall not be unreasonably refused.

(iii)	Award Holiday during Leave of Absence

Where an employee is granted leave without pay by Riverina Water which exceeds five (5) consecutive working days or shifts the employee shall not be entitled to payment for any award holiday which occurs during that period.

37.  Jury Service

An employee shall notify Riverina Water as soon as possible of the date upon which they are required to attend for jury service. Employees shall be granted jury service leave without loss of pay.

(i)	An employee shall be paid by Riverina Water the difference between the jury service fee received and the employee's ordinary time rate of pay for the jury service during the employee's usual ordinary working hours.

(ii)	An employee required to attend for jury service during a period of annual leave shall, on application and on production of satisfactory evidence, be credited with annual leave at a subsequent date, for the period during which the employee would have been on annual leave had the employee not been on jury service.

38. Bereavement Leave

[bookmark: _Ref365404194](i)	Where an employee, other than a casual, is absent from duty because of the death of a person in accordance with Subclauses 0 0 to 0 0 below and provides satisfactory evidence to Riverina Water of such, the employee shall be granted four (4) days leave with pay upon application. Persons in respect of whom bereavement leave may be claimed shall include:

[bookmark: _Ref365404034](a)	a spouse of the employee; or

(b)	a de facto spouse, who, in relation to a person, is a person who lives with the first mentioned person on a bona fide domestic basis although not legally married to that person; or

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

[bookmark: _Ref365404047](d)	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. 

[bookmark: _Ref365320967](ii)	Bereavement Entitlements for Casual Employees

(a)	Subject to providing satisfactory evidence to Riverina Water, casual employees are entitled to not be available to attend work, or to leave work upon the death in Australia of a person prescribed in Subclauses 0 0 to 0 0 above.

(b)	Riverina Water and the employee shall agree on the period for which the employee will be entitled to not be available to attend work. In the absence of agreement, the employee is entitled to not be available to attend work for up to 96 hours (i.e. four (4) days) per occasion. The casual employee is not entitled to any payment for the period of non-attendance.

(c)	Riverina Water must not fail to re-engage a casual employee because the employee accessed the entitlements provided for in this clause. The rights of Riverina Water to engage or not engage a casual employee are otherwise not affected.

39.  Trade Union Leave

An employee who has been sponsored by a union to attend a course of training shall be entitled to paid leave of absence to attend the course. A pool of ten (10) days is available each calendar year from which employees may draw upon. However, Riverina Water may grant additional days at its discretion. One accredited union delegate to the union's annual conference shall be entitled to paid leave for the duration of the conference.

40.  Leave Without Pay

(i)	Periods of leave without pay, shall be taken at a time mutually convenient to Riverina Water and the employee and shall not be regarded as service for the purpose of computing long service leave, sick leave or annual leave. Such periods of leave without pay shall not however constitute a break in the employee’s continuity of service.

(ii)	An employee shall not be entitled to any payment for public holidays during an absence of approved leave without pay.

41.  Special Leave

(i)	Riverina Water may grant special leave, either with pay or without pay, to an employee for a period as determined by the employer to cover any specific matter approved by the employer, including but not limited to:

(a)	leave for engaging in a voluntary emergency management activity;

(b)	leave to attend to duties as a member of the Australian Defence Force.

(ii)	Periods of leave without pay shall not be regarded as service for the purpose of computing entitlements under this Award. Such periods of leave without pay shall not however, constitute a break in the employee's continuity of service.

(iii)	An employee shall not be entitled to any payment for public holidays during an absence on approved leave without pay.

42.  Travelling Allowance

(i)	An employee, who is required to undertake additional travelling time outside the employee's ordinary hours of work which is in excess of the employee's usual travelling time on any day Monday to Friday, shall be paid for the excess travelling time at the applicable overtime rate of pay or banked as time in lieu.

(ii)	An employee, who is required to undertake additional travelling time on a weekend or award holiday, shall be paid for the excess travelling time the applicable overtime rate of pay or banked as time in lieu.

43.  Certificates and Licences

(i)	An employee required to hold a motor vehicle driver's licence or motor cycle rider's licence shall be reimbursed the cost of the licence by Riverina Water.

(ii)	Riverina Water shall not be liable to reimburse any cost of a probationary licence or any penalty imposed on an employee because of traffic infringements by the employee.

(iii)	Where an employee of the Award is required by Riverina Water to hold another type of relevant certificate or licence Riverina Water shall reimburse the employee for cost of such certificate or licence.

44.  Private Motor Vehicle - Allowances

An employee who by arrangement, uses a privately-owned motor vehicle at work on a casual basis, shall be paid as per the table in Appendix C – Allowances, which is based upon rates determined by the Australian Taxation Office.
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a)	VEHICLE ALLOWANCES

i)	Where, by agreement, the employer requires an employee to use their own vehicle in or in connection with the performance of their duties for official business, such employee will be paid an allowance for each kilometre of authorised travel, which is based upon rates determined by the Australian Taxation Office.

ii)	The employer may require an employee to record full details of all such official travel requirements in a logbook.

iii)	Minimum quarterly payment - Where the vehicle is used for official business and is available continuously when the employee is on duty the employee shall be paid the allowance in subclause 45A (i) but with a minimum payment as set out in Appendix C – Allowance. 

Periods of sick leave in excess of three (3) weeks, annual leave in excess of four (4) weeks, long service leave, paid and unpaid parental or maternity leave shall not be counted when calculating the minimum quarterly payment.

iv)	Where the vehicle is used for official business on an intermittent, irregular or casual basis, the employee shall be paid the allowance for the number of kilometres travelled on official business as set out in paragraph (i) only and shall not be entitled to the minimum payment as set out in paragraph (iii).

v)	Any agreement to pay the allowance under this clause may only be terminated by 12 months’ notice by either party or by the employee's termination of employment.

vi)	The minimum payment set out in Appendix C – Allowance shall be adjusted at the end of financial year by the preceding yearly index figure published by the Australian Bureau of Statistics for Eight Capitals, private motoring subgroup (Cat No 6401.0).

b)	LEASEBACK VEHICLES 

i)	GENERAL 

The parties to this Award recognise that leaseback vehicles may be provided to employees as a condition of employment (e.g. as an incentive for accepting employment) or as a discretionary benefit that is not a condition of employment. 

A leaseback vehicle will be considered to be a condition of employment for an employee unless it was clearly identified that it was not being provided on such a basis at the time that it was provided. 

ii)	Termination of Leaseback Vehicle Arrangement 

a)	Condition of employment - Unless otherwise provided in this clause, where the employer and an employee enter into a leaseback vehicle arrangement and the employee is entitled to a leaseback vehicle as a condition of employment, the arrangement may only be terminated by agreement. 

b)	Not a condition of employment - Unless otherwise provided, where the employer and an employee enter into a leaseback vehicle arrangement and the employee is not entitled to a leaseback vehicle as a condition of employment, the employer shall give a minimum of six (6) months written notice of termination of the arrangement. 

Notwithstanding the above, where the leaseback vehicle agreement was entered into prior to 1 November 2010, the employer shall give a minimum of 12 months’ notice to terminate the agreement. 

c)	Other - The employer may terminate or suspend access to a leaseback vehicle arrangement immediately on termination of employment, loss of licence, serious breach of the leaseback vehicle agreement or if the employee accepts a new position with the employer that does not include access to a leaseback vehicle. The employer may also terminate or suspend a leaseback vehicle arrangement where an employee is demoted, for the period of demotion, provided that at least two (2) weeks’ notice is given. 

iii)	Variation of Leaseback Vehicle Arrangements 

a)	Variations to leaseback arrangements - Proposals to vary leaseback vehicle arrangements, including the formula for calculating the leaseback vehicle fees shall be referred to the consultative committee in accordance with Clause 7 of this Award, before a definite decision is made. 

b)	Variations to leaseback fees - Where an employer proposes to increase the leaseback fee an employee is required to pay in any 12 month period by more than the percentage movement in the index figure published by the Australian Bureau of Statistics for Eight Capitals, private motoring subgroup (Cat No 6401.0), the employer shall provide in writing to the employee the reasons for the increase. 

In any event the employer shall not increase the leaseback vehicle fee an employee is required to pay in any 12 month period by more than 10%. 

This subclause shall not apply where the leaseback vehicle fee is adjusted to reflect changes in the type of vehicle being used (including changes in vehicle options, the class, model or make of vehicle). 

c)	Variations in hours of work and/or extended periods of absence - Where an employee’s hours of work change significantly or the employee is absent on approved leave for an extended period, the employer and the employee shall discuss whether the employee will be allowed to retain possession of the vehicle and/or whether the leaseback vehicle fee is to be adjusted. In the event that the leaseback vehicle fee is to be adjusted, subclause (v) above shall not apply. 

d)	In the absence of agreement, Clause 9 – Grievance and Disputes Procedures, shall apply. 

c)	NOVATED LEASES 

A novated lease is a type of motor vehicle lease common in Australia between an employee, employer, and finance company, with the responsibility for the lease lying with the employee and the lease payments being made from the employee's pre-tax income. 

The employer shall not make it a job requirement that an employee enter into a novated lease agreement for the use of a motor vehicle.

46.  Engineering Professionals

i)	Civil Liability – Engineering Professionals

a)	An employee who is an engineering professional, and

1.	Is directly involved in applying engineering principles to the asset management of council assets, including the planning for, designing, maintaining, replacing, rehabilitating or disposing of; and

2.	Such assets may give rise to liability under the Civil Liability Act 2002 shall be paid an allowance in addition to weekly rate, as set out in Appendix C – Allowances in this Award.

b)	The provision in (i) (a) above shall not be construed so as to require the reduction or alteration of more advantageous benefits or conditions under any arrangements existing at the date the award was varied to give effect to this clause.

ii)	Professional Engineer Registration

a)	Where an engineering employee seeks to be accredited as a Registered or Chartered Professional Engineer and this is consistent with both the organisations’ operational need and the employee’s career goals, Riverina Water will:

1.	Pay the reasonable costs associated with obtaining and maintaining such accreditation, including the costs of accreditation fees and compulsory continued professional development training/course fees.  Reimbursement of accreditation fees will be to the value of the lowest cost registration scheme available

2.	Grant reasonable paid leave, to attend or participate in relevant professional development courses or events in order to meet required professional development hours to maintain the accreditation

47.  Training

i)	The parties to this Award recognise that increasing the efficiency and productivity of the industry requires an ongoing commitment to education, training and skill maintenance, development and enhancement. Accordingly, the parties commit themselves to:

a)	developing a more highly skilled and flexible workforce

b)	providing employees with opportunities through appropriate education and training to acquire additional skills and

c)	removing barriers to the utilisation of skills in accordance with employers' training plans.

ii)	

a)	All employees shall have reasonable and equitable access to education and training, such education and training shall:

1.	be consistent with the employer's training plan

2.	enable employees to acquire the range of skills they are required to apply in their positions

3.	enhance employees' opportunities for career path development and mobility through employer's organisation structures, through participation in the employers' training plans.

4.	Employees who are required to either hold professional qualifications or complete further professional qualifications and whose positions are evaluated in Band 3 or Band 4 of this Award, shall have access to continuing professional development (CPD) that is consistent with the training plan for their position as follows:

i)	10 hours per annum, or

ii)	in accordance with legislated CPD requirements, whichever is the greater.

b)	Nothing in this clause prevents an employer and employee from agreeing to additional CPD training.

iii)	Training Plan and Budget

a)	The employer shall develop a training plan and budget consistent with: 

1.	the current and future skill requirements of the employer.

2.	the size, structure and nature of the operations of the employer.

3.	the need to develop vocational skills relevant to the employer and the Local Government industry.

b)	In developing the training plan, the employer shall have regard to corporate, departmental and individual training needs.

c)	The training plan shall be designed in consultation with the consultative committee.

d)	The training plan shall, where appropriate, provide for training that is consistent with the relevant National Training Package.

e)	The training plan, shall provide for the assessment and recognition of employee's current competencies where possible.

f)	Selection of participants to receive the employer’s required training in accordance with employer’s training plan is to be based on merit and the needs of the employee as identified in the employee's performance appraisal.

iv)	If an employee is required by the employer to undertake training in accordance with the employer’s training plan

v)	Training Plan and Budget

a)	The employer shall develop a training plan and budget consistent with: 

1.	the current and future skill requirements of the employer.

2.	the size, structure and nature of the operations of the employer.

3.	the need to develop vocational skills relevant to the employer and the Local Government industry.

b)	In developing the training plan, the employer shall have regard to corporate, departmental and individual training needs.

c)	The training plan shall be designed in consultation with the consultative committee.

d)	The training plan shall, where appropriate, provide for training that is consistent with the relevant National Training Package.

e)	The training plan, shall provide for the assessment and recognition of employee's current competencies where possible.

f)	Selection of participants to receive the employer’s required training in accordance with employer’s training plan is to be based on merit and the needs of the employee as identified in the employee's performance appraisal.
vi)	If an employee is required by the employer to undertake training in accordance with the employer’s training plan:

a)	the employer shall grant the employee paid leave to attend course requirements, including examinations, where the training is undertaken during ordinary working hours;

b)	where the course requirements contain more than a 15% off-the-job component calculated over any 12 month period the extent to which the employer will grant paid leave to attend such course requirements shall be specified in the training plan;

c)	the employer shall pay course fees at the commencement of each stage but shall not pay course fees if the employee is repeating;

d)	the employer shall either provide transport or pay reasonable travelling expenses to enable employees to attend course requirements;

e)	An employee who is required to undertake reasonable travel outside the ordinary hours of work to attend employer endorsed training shall be paid at ordinary time rate of pay for any travel in excess of one hour on any one day or bank excess travelling time as time in lieu.

f)	where an employee is required to complete major assignment(s) the employer and the employee shall agree upon appropriate flexible work and study arrangements as are practicable.

vii)	The employer may grant an employee undertaking a course consistent with the employer’s training plan, although not at the employer's requirement, leave with pay or leave without pay to attend course requirements provided that the employee gives reasonable notice of such requirements. Where the employee is not granted such leave the employer shall give preference in granting annual leave or other accrued leave to attend course requirements provided that the employee gives reasonable notice of such requirements. The employer may pay course fees at its discretion.

viii)	The parties shall continue to engage with the VET system to ensure that the skills needs of local government are addressed in training package development.

48.  Supply of Residence By Employer

Where an employee is provided with a residence by Riverina Water (with or without concessions), the weekly value of the residence (and concessions) shall be agreed upon from time to time between the employee and employer.

49.  Living Away Allowance

An employee required to work at a distance from the employee's usual residence and who is required to remain at that location overnight, shall be provided with suitable accommodation of at least an NRMA rating of three stars, if available at that place and in addition shall be paid a living away allowance as per Appendix C – Allowances in this Award.  The employee shall also be reimbursed for any authorised incidental expenses. 

50.  Wet Weather

Where because of wet weather, an employee stops work, the employee shall be paid for time not worked provided the employee remains at work until directed to leave work; stands by as directed; and reports for duty as directed.

51.  Work Health and Safety

(a)	Statement of Intent 

The parties to the Award are committed to co-operating positively to:

(i)	promote the safety and welfare of workers and other people in the workplace; 
(ii)	eliminate unsafe work practices; and

(iii)	ensure that employers and employees understand and comply with their obligations under the Work Health and Safety Act 2011 (NSW), Work Health and Safety Regulation 2017 (NSW) and associated codes of practice.

(b)	Specific Provisions

In the case of extreme and unusual weather conditions which could be assessed as hazardous, employers will review and conduct a risk assessment to determine what action, if any, needs to be put in place to minimise unnecessary exposure and risks to its employees during such unusual occurrences.

(c)	Further Information and Resources

Further information and resources are available from the following organisations: 

(i)	SafeWork NSW: www.safework.nsw.gov.au  

(ii)	SafeWork Australia: www.safeworkaustralia.gov.au 

52.  Health and Wellbeing 

(i)	The parties to the Award recognise that workplace health and wellbeing programs can lead to positive outcomes such as improved employee work performance and productivity, improved employee recruitment and retention, reduced absenteeism, and other benefits.

(ii)	Employers are encouraged to develop workplace health and/or wellbeing programs that are suited to the needs and resources of the employer.

(iii)	An employee may, with the consent of the employer, take up to two (2) days paid leave per calendar year from their accrued sick leave balance to participate in a health and/or wellbeing activity, subject to the following:

a)	the granting of paid leave under this clause is at the discretion of the employer; and

b)	the taking of paid leave under this clause must not result in the employee having an accumulated sick leave balance of less than two (2) weeks; and

c)	the employer may require proof of participation in the health and/or wellbeing activity to justify payment under this clause.

All reasonable expenses incurred by an employee in connection with their work shall be reimbursed by Riverina Water.

53.  Tool Allowance

(i)	Employees who are required to supply their own tools of trade shall, in addition to the rates of pay prescribed, be paid the amount set in Appendix C – Allowances of this Award.

(a)	Tool Kits: Tool allowances paid to employees shall be deemed to apply in respect of a full range of tools ordinarily used in carrying out the duties and functions of the employee's classification, and the employee shall, if requested, furnish a list of the tools.

(b)	Ownership: Tools for which allowances are paid shall remain the property of the employee, be kept in proper working conditions and be available for use by the employee at all times in the exercise of duties.

(c)	Loss of Tools: Tools, in respect of which an allowance is paid, shall be replaced or paid for by the employer in the event of their loss or damage by fire or other cause beyond the employee's control, or in the event of their theft during any act of breaking and entering of premises outside the ordinary working hours, provided the tools were kept in accordance with any established provisions for their security.

(d)	Special Purpose Tools: Tool allowances shall not cover tools required for special uses or purposes exceptional to the ordinary trade functions of the employee's classification.

(e)	Use of Tools: Tools issued to an employee shall be used only in the course of their duties, and for the purpose for which they are supplied.

(f)	Care of Tools: Employees shall be responsible for the proper upkeep of all tools, and other equipment, implements and articles, issued for their use, and shall replace or pay for any items lost or damaged through misuse or negligence.

(g)	Payment for Other Purposes: Tool allowances shall apply during periods of annual leave, sick and accident leave, long service leave and award holidays, but shall be excluded in the calculation of any payment for accrued leave made to the employee upon termination of service.
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All reasonable expenses incurred by an employee in connection with their work shall be reimbursed by Riverina Water.

55.  Out Sourcing

(i)	Where Riverina Water is considering a change of practice to involve out sourcing or contracting work out, it will notify the employees and their union/s. It will also provide employees and their union/s with fourteen (14) days’ notice to respond with suitable proposals about alternative arrangements to out sourcing prior to any decision to invite tenders.

Riverina Water at the same time as tenders are invited will provide the union/s with a copy of any specification or contract which has been prepared.

The tenders when advertised shall be timed so as to provide the employees with an opportunity to submit an offer to establish that they can do the work to an equivalent standard, timetable and price.

(ii)	Contractors shall have an enterprise agreement with the relevant unions which covers the employees of the contractor.

(iii)	Tenders will be required to specify details of the award coverage including conditions of employment and the classifications and rates of pay applicable under the award as well as the terms of agreement for the contractor to comply with the industry safety standards and practices.

(iv)	Riverina Water will only outsource work when there are insufficient resources to meet its work commitment and timetable; or where the safety of the public or the water distribution performance is at risk; or where contracting out work is the most advantageous option taking into account quality, safety and performance.

(v)	When a decision is to be made regarding division of work between Riverina Water and outside resources, due consideration will be taken of the nature of the jobs so that Riverina Water staff have the opportunity to undertake quality work. A copy of the work scope will be available with the relevant manager for perusal by employees, prior to the specification being advertised.

Riverina Water Staff shall have the opportunity to select the quality work to ensure skills are maintained or provide opportunity for higher quality skills to be obtained.

(vi)	Riverina Water will advise employees and their union/s following consideration of tenders and the above listed factors.

(vii)	Where Riverina Water does contract out work, no employee will, as a result, be made involuntarily redundant. Affected employees will be offered the opportunity for retraining in skills required by Riverina Water.

56.  Classifications and Rates of Pay

(i)	An employee shall be allocated an employment classification which describes the employee's major and substantial functions and duties.

(ii)	An employee shall be paid not less than the weekly rate of pay for employee's grade within the employee's allocated classification as listed in Appendix B – Rate of Pay of this Award. 

(iii)	Each position shall have an agreed job description which shall be updated at the time of a change to the functions and duties and skill requirements of the position.

(iv)	The weekly rates of pay in this award contain a 1.35% component in lieu of annual leave loading.

(v)	Rates of pay and allowances in this Award shall move by the following: 4.00% 1st July 2022, 3.00% 1st July 2023 and 3.00% 1st July 2024.

57.  Superannuation - Additional

(i)	Riverina Water will maintain, at all times a buffer of 5.50% above the Federal Government Superannuation Guarantee.

(ii)	The combined rate of the Federal Government Superannuation Guarantee “or equivalent system” and buffer shall not diminish.

(iii)	The additional percentage each year will be made for all employees whether they are Accumulation or Defined Benefit Fund member.

58.  Safety Bonus

(i)	The parties to the Award are committed to a high standard of health and safety.

(ii)	For the three years of this Award, council will maintain an Injury and Illness Statistics Index (IISI) recording time lost against the total hours worked.

(iii)	Subject to the annual figure achieved by the whole organisation as at 30 June each year a reward payment will be payable to every employee who has been part of Council’s workforce for more than half of that year and is still so employed at the time of the bonus payment. 

(iv)	The reward payment shall be by way of additional remuneration based on the following scale:

	SAFETY ACHIEVEMENT
	

	IISI 300+
	0

	IISI 151 – 300
	$100

	IISI   51 – 150
	$250

	IISI     0 -   50
	$400



59.  No Extra Claims

The parties to this Award agree not to pursue any additional or extra claims during the term of this Award except in accordance with Clause 6 – Enterprise Agreements.




60.  Breach of Award

If this Award is breached by either party, the maximum remedy and/or penalty for such breach shall be no greater than that which is available in respect of a breach of an award made under the Industrial Relations Act 1996 (NSW).

A party to this Award shall be barred from commencing or continuing an action for breach of this Award in more than one jurisdiction.
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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.

1. 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.

1. 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.

1. Nothing in this clause is to be taken to affect

1. any conduct or act which is specifically exempted from anti-discrimination legislation;

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

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

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

1. 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.

1. 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”
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	Riverina Water - Pay Rates after 4.0% increase

	1st JULY 2022 - BAND 1 OPERATIONAL

	BAND
	LEVEL
	ENTRY
	ENTRY +
	COMPETENT
	EXTRA SKILLS 1
	EXTRA SKILLS 2

	1
	19
	
	
	
	
	1,817.09

	
	18
	
	
	
	1,764.17
	

	
	17
	
	
	1,712.78
	
	

	
	16
	
	1,662.90
	
	
	

	
	15
	1,614.46
	
	
	
	

	1
	17
	
	
	
	
	1,712.78

	
	16
	
	
	
	1,662.90
	

	
	15
	
	
	1,614.46
	
	

	
	14
	
	1,567.4395
	
	
	

	
	13
	1,521.79
	
	
	
	

	1
	15
	
	
	
	
	1,614.46

	
	14
	
	
	
	1,567.44
	

	
	13
	
	
	1,521.79
	
	

	
	12
	
	1,477.46
	
	
	

	
	11
	1,434.43
	
	
	
	

	1
	13
	
	
	
	
	1,521.79

	
	12
	
	
	
	1,477.46
	

	
	11
	
	 
	1,434.43
	
	

	
	10
	
	1,392.65
	
	
	

	
	9
	1,352.09
	
	
	
	

	1
	11
	
	
	
	
	1,434.43

	
	10
	
	
	
	1,392.65
	

	
	9
	
	 
	1,352.09
	
	

	
	8
	
	1,312.71
	
	
	

	
	7
	1,274.47
	
	
	
	

	1
	9
	
	
	
	
	1,352.09

	
	8
	
	
	
	1,312.71
	 

	
	7
	
	
	1,274.47
	
	

	
	6
	
	1,237.35
	
	
	

	
	5
	1,201.31
	
	
	
	

	1
	7
	
	
	
	
	1,274.47

	
	6
	
	
	
	1,237.35
	

	
	5
	
	
	1,201.31
	
	

	
	4
	
	1,166.32
	
	
	

	
	3
	1,132.35
	
	
	
	

	1
	5
	
	
	
	
	1,201.31

	
	4
	
	
	
	1,166.32
	

	
	3
	
	
	1,132.35
	
	

	
	2
	
	1,099.37
	
	
	

	
	1
	1,067.35
	
	
	
	

	Riverina Water - Pay Rates after 4.0% increase

	1st JULY 2022 - BAND 2 ADMINISTRATIVE / TECHNICAL / TRADES

	BAND
	LEVEL
	ENTRY
	ENTRY +
	COMPETENT
	EXTRA SKILLS 1
	EXTRA SKILLS 2

	2
	31
	
	
	
	
	2,590.74

	
	30
	
	
	
	2,515.28
	

	
	29
	
	
	2,442.02
	
	

	
	28
	 
	2,370.89
	
	
	

	
	27
	2,301.84
	
	
	
	

	2
	29
	
	
	
	
	2,442.02

	
	28
	
	
	
	2,370.89
	 

	
	27
	
	
	2,301.84
	
	

	
	26
	
	2,234.79
	
	
	

	
	25
	2,169.70
	
	
	
	

	2
	27
	
	
	
	
	2,301.84

	
	26
	
	
	
	2,234.79
	

	
	25
	
	
	2,169.70
	
	

	
	24
	
	2,106.51
	
	
	

	
	23
	2,045.15
	 
	
	
	

	2
	25
	
	
	
	
	2,169.70

	
	24
	
	
	
	2,106.51
	

	
	23
	
	
	2,045.15
	
	

	
	22
	
	1,985.59
	
	
	

	
	21
	1,927.75
	
	
	
	

	2
	23
	
	
	
	
	2,045.15

	
	22
	
	
	
	1,985.59
	

	
	21
	
	
	1,927.75
	
	

	
	20
	
	1,871.60
	
	
	

	
	19
	1,817.09
	
	
	
	

	2
	21
	
	
	
	
	1,927.75

	
	20
	
	
	
	1,871.60
	

	
	19
	
	
	1,817.09
	
	

	
	18
	
	1,764.17
	
	
	

	
	17
	1,712.78
	
	
	
	

	2
	19
	
	
	
	
	1,817.09

	
	18
	
	
	
	1,764.17
	

	
	17
	
	 
	1,712.78
	 
	 

	
	16
	
	1,662.90
	
	 
	 

	
	15
	1,614.46
	 
	
	 
	 

	2
	17
	 
	 
	 
	 
	1,712.78

	
	16
	
	 
	
	1,662.90
	 

	
	15
	
	
	1,614.46
	
	

	
	14
	
	1,567.44
	
	
	

	
	13
	1,521.79
	 
	
	
	

	
Riverina Water - Pay Rates after 4.0% increase

	1st JULY 2022 - BAND 2 ADMINISTRATIVE / TECHNICAL / TRADES

	BAND
	LEVEL
	ENTRY
	ENTRY +
	COMPETENT
	EXTRA SKILLS 1
	EXTRA SKILLS 2

	2
	15
	
	
	
	
	1,614.46

	
	14
	
	
	
	1,567.44
	

	
	13
	
	
	1,521.79
	
	

	
	12
	
	1,477.46
	
	
	

	
	11
	1,434.43
	
	
	
	

	2
	13
	
	
	
	
	1,521.79

	
	12
	
	
	
	1,477.46
	

	
	11
	
	
	1,434.43
	
	

	
	10
	
	1,392.65
	
	
	

	
	9
	1,352.09
	
	
	
	

	2
	11
	
	
	
	
	1,434.43

	
	10
	
	
	
	1,392.65
	

	
	9
	
	
	1,352.09
	
	

	
	8
	
	1,312.71
	
	
	

	
	7
	1,274.47
	
	
	
	

	2
	9
	
	
	
	
	1,352.09

	
	8
	
	
	
	1,312.71
	

	
	7
	
	
	1,274.47
	
	

	
	6
	
	1,237.35
	
	
	

	
	5
	1,201.31
	 
	
	
	



	Riverina Water - Pay Rates after 4.0% increase

	1st JULY 2022 - BAND 3  PROFESSIONAL / SPECIALIST

	BAND
	LEVEL
	ENTRY
	ENTRY +
	COMPETENT
	EXTRA SKILLS 1
	EXTRA SKILLS 2

	3
	41
	
	
	
	
	3,481.74

	
	40
	
	
	
	3,380.33
	

	
	39
	
	
	3,281.87
	
	

	
	38
	
	3,186.28
	
	
	

	
	37
	3,093.48
	
	
	
	

	    3
	39
	
	
	
	
	3,281.87

	
	38
	
	
	
	3,186.28
	

	
	37
	
	
	3,093.48
	
	

	
	36
	
	3,003.38
	
	
	

	
	35
	2,915.90
	
	
	
	

	3
	37
	
	
	
	
	3,093.48

	
	36
	
	
	
	3,003.38
	 

	
	35
	
	 
	2,915.90
	
	

	
	34
	
	2,830.97
	
	
	

	
	33
	2,748.51
	
	
	
	

	3
	35
	
	
	
	
	2,915.90

	
	34
	
	
	
	2,830.97
	

	
	33
	
	
	2,748.51
	
	

	
	32
	
	2,668.46
	
	
	 

	
	31
	2,590.74
	
	
	
	

	3
	33
	
	
	
	
	2,748.51

	
	32
	
	 
	
	2,668.46
	 

	
	31
	
	 
	2,590.74
	 
	 

	
	30
	
	2,515.28
	
	 
	 

	
	29
	2,442.02
	 
	 
	 
	 

	3
	31
	 
	 
	 
	 
	2,590.74

	
	30
	
	 
	
	2,515.28
	 

	
	29
	
	 
	2,442.02
	 
	 

	
	28
	
	2,370.89
	
	 
	 

	
	27
	2,301.84
	 
	 
	 
	 

	3
	29
	 
	 
	 
	 
	2,442.02

	
	28
	
	 
	
	2,370.89
	 

	
	27
	
	 
	2,301.84
	 
	 

	
	26
	
	2,234.79
	
	 
	 

	
	25
	2,169.70
	 
	 
	 
	 

	3
	27
	 
	 
	 
	 
	2,301.84

	
	26
	
	 
	
	2,234.79
	 

	
	25
	
	 
	2,169.70
	 
	 

	
	24
	
	2,106.51
	
	
	

	
	23
	2,045.15
	
	
	
	

	3
	25
	
	
	
	
	2,169.70

	
	24
	
	
	
	2,106.51
	

	
	23
	
	
	2,045.15
	
	

	
	22
	
	1,985.59
	
	
	

	
	21
	1,927.75
	
	
	
	



	Riverina Water - Pay Rates after 4.0% increase

	1st JULY 2022 - BAND 3  PROFESSIONAL / SPECIALIST


	BAND
	LEVEL
	ENTRY
	ENTRY +
	COMPETENT
	EXTRA SKILLS 1
	EXTRA SKILLS 2

	3
	23
	
	
	
	
	2,045.15

	
	22
	
	
	
	1,985.59
	

	
	21
	
	
	1,927.75
	
	

	
	20
	
	1,871.60
	
	
	

	
	19
	1,817.09
	
	
	
	

	3
	21
	
	
	
	
	1,927.75

	
	20
	
	
	
	1,871.60
	

	
	19
	
	
	1,817.09
	
	

	
	18
	
	1,764.17
	
	
	

	
	17
	1,712.78
	
	
	
	

	3
	19
	
	
	
	
	1,817.09

	
	18
	
	
	
	1,764.17
	

	
	17
	
	
	1,712.78
	
	

	
	16
	
	1,662.90
	
	
	

	
	15
	1,614.46
	
	
	
	

	3
	17
	
	
	
	
	1,712.78

	
	16
	
	
	
	1,662.90
	

	
	15
	
	
	1,614.46
	
	

	
	14
	
	1,567.44
	
	
	

	
	13
	1,521.79
	
	
	
	

	3
	15
	
	
	
	
	1,614.46

	
	14
	
	
	
	1,567.44
	

	
	13
	
	
	1,521.79
	
	

	
	12
	
	1,477.46
	
	
	

	
	11
	1,434.43
	
	
	
	

	3
	13
	
	
	
	
	1,521.79

	
	12
	
	
	
	1,477.46
	

	
	11
	
	
	1,434.43
	
	

	
	10
	
	1,392.65
	
	
	

	
	9
	1,352.09
	
	
	
	



	Riverina Water - Pay Rates after 3.0% increase

	1st JULY 2023 - BAND 1 OPERATIONAL


	BAND
	LEVEL
	ENTRY
	ENTRY +
	COMPETENT
	EXTRA SKILLS 1
	EXTRA SKILLS 2

	1
	19
	
	
	
	
	1,871.62

	
	18
	
	
	
	1,817.11
	 

	
	17
	
	
	1,764.18
	
	

	
	16
	
	1,712.80
	
	
	

	
	15
	1,662.91
	
	
	
	

	1
	17
	
	
	
	
	1,764.18

	
	16
	
	
	
	1,712.80
	

	
	15
	
	
	1,662.91
	
	

	
	14
	
	1,614.48
	
	
	

	
	13
	1,567.45
	
	
	
	

	1
	15
	
	
	
	
	1,662.91

	
	14
	
	
	
	1,614.48
	

	
	13
	
	
	1,567.45
	
	

	
	12
	
	1,521.80
	
	
	

	
	11
	1,477.47
	
	
	
	

	1
	13
	
	
	
	
	1,567.45

	
	12
	
	
	
	1,521.80
	 

	
	11
	
	
	1,477.47
	
	

	
	10
	
	1,434.44
	
	
	

	
	9
	1,392.66
	
	
	
	

	1
	11
	
	
	
	
	1,477.47

	
	10
	
	
	
	1,434.44
	

	
	9
	
	
	1,392.66
	
	

	
	8
	
	1,352.10
	
	
	

	
	7
	1,312.72
	
	
	
	

	1
	9
	
	
	
	
	1,392.66

	
	8
	
	
	
	1,352.10
	

	
	7
	
	
	1,312.72
	
	

	
	6
	
	1,274.48
	
	
	

	
	5
	1,237.36
	
	
	
	

	1
	7
	 
	
	
	
	1,312.72

	
	6
	
	
	
	1,274.48
	

	
	5
	
	
	1,237.36
	
	

	
	4
	
	1,201.32
	
	
	

	
	3
	1,166.33
	
	
	
	

	1
	5
	
	
	
	
	1,237.36

	
	4
	
	
	
	1,201.32
	 

	
	3
	
	 
	1,166.33
	 
	 

	
	2
	
	1,132.36
	
	 
	 

	
	1
	1,099.38
	 
	 
	 
	 



	Riverina Water - Pay Rates after 3.0% increase

	1st JULY 2023 - BAND 2 ADMINISTRATIVE / TECHNICAL / TRADES

	BAND
	LEVEL
	ENTRY
	ENTRY +
	COMPETENT
	EXTRA SKILLS 1
	EXTRA SKILLS 2

	2
	31
	
	
	
	
	2,668.48

	
	30
	
	
	
	2,590.76
	

	
	29
	
	
	2,515.30
	
	

	
	28
	
	2,442.04
	
	
	

	
	27
	2,370.91
	
	
	
	

	2
	29
	
	
	
	
	2,515.30

	
	28
	
	
	
	2,442.04
	

	
	27
	
	
	2,370.91
	
	

	
	26
	
	2,301.86
	
	
	

	
	25
	2,234.81
	
	
	
	

	2
	27
	
	
	
	
	2,370.91

	
	26
	
	
	
	2,301.86
	

	
	25
	
	
	2,234.81
	
	

	
	24
	
	2,169.72
	
	
	

	
	23
	2,106.53
	
	
	
	

	2
	25
	
	
	
	
	2,234.81

	
	24
	
	
	
	2,169.72
	

	
	23
	
	
	2,106.53
	
	

	
	22
	
	2,045.17
	
	
	

	
	21
	1,985.60
	
	
	
	

	2
	23
	
	
	
	
	2,106.53

	
	22
	
	
	
	2,045.17
	 

	
	21
	
	
	1,985.60
	
	

	
	20
	
	1,927.77
	
	
	

	
	19
	1,871.62
	
	
	
	

	2
	21
	
	
	
	
	1,985.60

	
	20
	
	
	
	1,927.77
	

	
	19
	
	
	1,871.62
	
	

	
	18
	
	1,817.11
	
	
	

	
	17
	1,764.18
	
	
	
	

	2
	19
	
	
	
	
	1,871.62

	
	18
	
	
	
	1,817.11
	

	
	17
	
	
	1,764.18
	
	

	
	16
	
	1,712.80
	
	
	

	
	15
	1,662.91
	
	
	
	

	2
	17
	
	
	
	
	1,764.18

	
	16
	
	
	
	1,712.80
	

	
	15
	
	
	1,662.91
	
	

	
	14
	
	1,614.48
	
	
	

	
	13
	1,567.45
	
	
	
	

	2
	15
	
	
	
	
	1,662.91

	
	14
	
	 
	
	1,614.48
	

	
	13
	
	 
	1,567.45
	
	

	
	12
	
	1,521.80
	
	
	

	
	11
	1,477.47
	
	
	
	



	Riverina Water - Pay Rates after 3.0% increase

	1st JULY 2023 - BAND 2 ADMINISTRATIVE / TECHNICAL / TRADES

	BAND
	LEVEL
	ENTRY
	ENTRY +
	COMPETENT
	EXTRA SKILLS 1
	EXTRA SKILLS 2

	2
	13
	
	
	
	
	1,567.45

	
	12
	
	
	
	1,521.80
	

	
	11
	
	
	1,477.47
	
	

	
	10
	
	1,434.44
	
	
	

	
	9
	1,392.66
	
	
	
	

	2
	11
	
	
	
	
	1,477.47

	
	10
	
	
	
	1,434.44
	 

	
	9
	
	
	1,392.66
	
	

	
	8
	
	1,352.10
	
	
	

	
	7
	1,312.72
	
	
	
	

	2
	9
	
	
	
	
	1,392.66

	
	8
	
	
	
	1,352.10
	

	
	7
	
	
	1,312.72
	
	

	
	6
	
	1,274.48
	
	
	

	
	5
	1,237.36
	
	
	
	



	Riverina Water - Pay Rates after 3.0% increase

	1st JULY 2023 - BAND 3 PROFESSIONAL / SPECIALIST

	BAND
	LEVEL
	ENTRY
	ENTRY +
	COMPETENT
	EXTRA SKILLS 1
	EXTRA SKILLS 2

	3
	41
	
	
	
	
	3,586.22

	
	40
	
	
	
	3,481.77
	

	
	39
	
	
	3,380.36
	
	

	
	38
	
	3,281.90
	
	 
	 

	
	37
	3,186.31
	 
	 
	 
	 

	3
	39
	
	
	
	
	3,380.36

	
	38
	
	
	
	3,281.90
	

	
	37
	
	
	3,186.31
	
	

	
	36
	
	3,093.50
	
	
	

	
	35
	3,003.40
	
	
	
	

	3
	37
	 
	 
	 
	 
	3,186.31

	
	36
	
	 
	
	3,093.50
	 

	
	35
	
	 
	3,003.40
	 
	 

	
	34
	
	2,915.92
	
	 
	 

	
	33
	2,830.99
	 
	 
	 
	 

	3
	35
	 
	 
	 
	 
	3,003.40

	
	34
	
	 
	
	2,915.92
	 

	
	33
	
	 
	2,830.99
	 
	 

	
	32
	
	2,748.54
	
	 
	 

	
	31
	2,668.48
	 
	 
	 
	 

	3
	33
	 
	 
	 
	 
	2,830.99

	
	32
	
	 
	
	2,748.54
	 

	
	31
	
	 
	2,668.48
	 
	 

	
	30
	
	2,590.76
	
	 
	 

	
	29
	2,515.30
	 
	 
	 
	 

	3
	31
	 
	 
	 
	 
	2,668.48

	
	30
	
	 
	
	2,590.76
	 

	
	29
	
	 
	2,515.30
	 
	 

	
	28
	
	2,442.04
	
	 
	 

	
	27
	2,370.91
	
	
	
	

	3
	29
	 
	 
	 
	 
	2,515.30

	
	28
	
	 
	
	2,442.04
	 

	
	27
	
	 
	2,370.91
	 
	 

	
	26
	
	2,301.86
	
	 
	 

	
	25
	2,234.81
	 
	 
	 
	 

	3
	27
	 
	 
	 
	 
	2,370.91

	
	26
	
	 
	
	2,301.86
	 

	
	25
	
	 
	2,234.81
	 
	 

	
	24
	
	2,169.72
	
	 
	 

	
	23
	2,106.53
	 
	 
	 
	 

	3
	25
	 
	 
	 
	 
	2,234.81

	
	24
	
	 
	
	2,169.72
	 

	
	23
	
	 
	2,106.53
	 
	 

	
	22
	
	2,045.17
	
	 
	 

	
	21
	1,985.60
	 
	 
	 
	 



	Riverina Water - Pay Rates after 3.0% increase

	1st JULY 2023 - BAND 3 PROFESSIONAL / SPECIALIST

	BAND
	LEVEL
	ENTRY
	ENTRY +
	COMPETENT
	EXTRA SKILLS 1
	EXTRA SKILLS 2

	3
	23
	
	
	
	
	2,106.53

	
	22
	
	
	
	2,045.17
	

	
	21
	
	
	1,985.60
	
	

	
	20
	
	1,927.77
	
	
	

	
	19
	1,871.62
	
	
	
	

	3
	21
	
	
	
	
	1,985.60

	
	20
	
	
	
	1,927.77
	

	
	19
	
	
	1,871.62
	
	

	
	18
	
	1,817.11
	
	
	

	
	17
	1,764.18
	
	
	
	

	3
	19
	
	
	
	
	1,871.62

	
	18
	
	
	
	1,817.11
	 

	
	17
	
	
	1,764.18
	
	

	
	16
	
	1,712.80
	
	
	

	
	15
	1,662.91
	
	
	
	

	3
	17
	
	
	
	
	1,764.18

	
	16
	
	
	
	1,712.80
	

	
	15
	
	
	1,662.91
	
	

	
	14
	
	1,614.48
	
	
	

	
	13
	1,567.45
	
	
	
	

	3
	15
	
	
	
	
	1,662.91

	
	14
	
	
	
	1,614.48
	

	
	13
	
	
	1,567.45
	
	

	
	12
	
	1,521.80
	
	
	

	
	11
	1,477.47
	
	
	
	

	3
	13
	
	
	
	
	1,567.45

	
	12
	
	
	
	1,521.80
	

	
	11
	
	
	1,477.47
	
	

	
	10
	
	1,434.44
	
	
	

	
	9
	1,392.66
	
	
	
	



	Riverina Water - Pay Rates after 3.0% increase

	1st JULY 2024 - BAND 1 OPERATIONAL

	BAND
	LEVEL
	ENTRY
	ENTRY +
	COMPETENT
	EXTRA
SKILLS 1
	EXTRA
SKILLS 2

	1
	19
	
	
	
	
	1,927.77

	
	18
	
	 
	
	1,871.62
	 

	
	17
	
	 
	1,817.11
	 
	 

	
	16
	
	1,764.18
	
	
	

	
	15
	1,712.80
	
	
	
	

	1
	17
	
	
	
	
	1,817.11

	
	16
	
	
	
	1,764.18
	 

	
	15
	
	
	1,712.80
	
	

	
	14
	
	1,662.91
	
	
	

	
	13
	1,614.47
	
	
	
	

	1
	15
	
	
	
	
	1,712.80

	
	14
	
	
	
	1,662.91
	

	
	13
	
	
	1,614.47
	
	

	
	12
	
	1,567.45
	
	
	

	
	11
	1,521.80
	
	
	
	

	1
	13
	
	
	
	
	1,614.47

	
	12
	
	
	
	1,567.45
	

	
	11
	
	
	1,521.80
	
	

	
	10
	
	1,477.47
	
	
	

	
	9
	1,434.44
	
	
	
	

	1
	11
	
	
	
	
	1,521.80

	
	10
	
	
	
	1,477.47
	

	
	9
	
	
	1,434.44
	
	

	
	8
	
	1,392.66
	
	
	

	
	7
	1,352.10
	
	
	
	

	1
	9
	
	
	
	
	1,434.44

	
	8
	
	
	
	1,392.66
	

	
	7
	
	
	1,352.10
	
	

	
	6
	
	1,312.72
	
	
	

	
	5
	1,274.48
	
	
	
	

	1
	7
	
	
	
	 
	1,352.10

	
	6
	
	
	
	1,312.72
	 

	
	5
	
	
	1,274.48
	
	

	
	4
	
	1,237.36
	
	
	

	
	3
	1,201.32
	
	
	
	

	1
	5
	
	
	
	
	1,274.48

	
	4
	
	
	
	1,237.36
	

	
	3
	
	
	1,201.32
	
	

	
	2
	
	1,166.33
	
	
	

	
	1
	1,132.36
	
	
	
	



	Riverina Water - Pay Rates after 3.0% increase

	1st JULY 2024 - BAND 2 ADMINISTRATIVE / TECHNICAL / TRADES

	BAND
	LEVEL
	ENTRY
	ENTRY +
	COMPETENT
	EXTRA SKILLS 1
	EXTRA SKILLS 2

	2
	31
	
	
	
	
	2,748.53

	
	30
	
	
	
	2,668.48
	

	
	29
	
	
	2,590.76
	
	

	
	28
	
	2,515.30
	
	
	

	
	27
	2,442.04
	
	
	
	

	2
	29
	
	
	
	
	2,590.76

	
	28
	
	
	
	2,515.30
	

	
	27
	
	
	2,442.04
	
	

	
	26
	
	2,370.91
	
	
	

	
	25
	2,301.85
	
	
	
	

	2
	27
	
	
	
	
	2,442.04

	
	26
	
	
	
	2,370.91
	

	
	25
	
	
	2,301.85
	
	

	
	24
	
	2,234.81
	
	
	

	
	23
	2,169.72
	
	
	
	

	2
	25
	
	
	
	
	2,301.85

	
	24
	
	
	
	2,234.81
	

	
	23
	
	
	2,169.72
	
	

	
	22
	
	2,106.52
	
	
	

	
	21
	2,045.17
	
	
	
	

	2
	23
	
	
	
	
	2,169.72

	
	22
	
	
	
	2,106.52
	

	
	21
	
	 
	2,045.17
	
	

	
	20
	
	1,985.60
	
	
	

	
	19
	1,927.77
	 
	
	
	

	2
	21
	
	
	
	
	2,045.17

	
	20
	
	
	
	1,985.60
	 

	
	19
	
	
	1,927.77
	
	

	
	18
	
	1,871.62
	
	
	

	
	17
	1,817.11
	 
	 
	
	

	2
	19
	
	
	
	
	1,927.77

	
	18
	
	
	
	1,871.62
	

	
	17
	
	
	1,817.11
	
	

	
	16
	
	1,764.18
	
	
	

	
	15
	1,712.80
	
	
	
	



	Riverina Water - Pay Rates after 3.0% increase

	1st JULY 2024 - BAND 2 ADMINISTRATIVE / TECHNICAL / TRADES

	BAND
	LEVEL
	ENTRY
	ENTRY +
	COMPETENT
	EXTRA SKILLS 1
	EXTRA SKILLS 2

	2
	17
	
	
	
	
	1,817.11

	
	16
	
	
	
	1,764.18
	

	
	15
	
	
	1,712.80
	
	

	
	14
	
	1,662.91
	
	
	

	
	13
	1,614.47
	
	
	
	

	2
	15
	
	
	
	
	1,712.80

	
	14
	
	
	
	1,662.91
	

	
	13
	
	
	1,614.47
	
	

	
	12
	
	1,567.45
	
	
	

	
	11
	1,521.80
	
	
	
	

	2
	13
	
	
	
	
	1,614.47

	
	12
	
	
	
	1,567.45
	

	
	11
	
	
	1,521.80
	
	

	
	10
	
	1,477.47
	
	
	

	
	9
	1,434.44
	
	
	
	

	2
	11
	
	
	
	
	1,521.80

	
	10
	
	
	
	1,477.47
	

	
	9
	
	
	1,434.44
	
	

	
	8
	
	1,392.66
	
	
	

	
	7
	1,352.10
	
	
	
	

	2
	9
	
	
	
	
	1,434.44

	
	8
	
	
	
	1,392.66
	

	
	7
	
	
	1,352.10
	
	

	
	6
	
	1,312.72
	
	
	

	
	5
	1,274.48
	
	
	
	



	Riverina Water - Pay Rates after 3.0% increase

	1st JULY 2024 - BAND 3  PROFESSIONAL / SPECIALIST

	BAND
	LEVEL
	ENTRY
	ENTRY +
	COMPETENT
	EXTRA SKILLS 1
	EXTRA SKILLS 2

	
	41
	
	
	
	
	3,693.80

	
	40
	
	
	
	3,586.21
	 

	
	39
	
	
	3,481.76
	
	

	
	38
	 
	3,380.35
	
	
	

	
	37
	3,281.89
	
	
	
	

	
	3
	
	
	
	
	3,481.76

	
	38
	
	
	
	3,380.35
	 

	3
	37
	
	
	3,281.89
	
	

	
	36
	 
	3,186.31
	
	
	

	
	35
	3,093.50
	
	
	
	

	3
	37
	
	
	
	
	3,281.89

	
	36
	
	
	
	3,186.31
	

	
	35
	
	
	3,093.50
	
	

	
	34
	
	3,003.40
	
	
	

	
	33
	2,915.92
	
	
	
	

	3
	35
	
	
	 
	
	3,093.50

	
	34
	
	
	
	3,003.40
	

	
	33
	
	
	2,915.92
	
	

	
	32
	 
	2,830.99
	
	
	

	
	31
	2,748.53
	
	
	
	

	3
	33
	
	
	
	
	2,915.92

	
	32
	
	
	
	2,830.99
	

	
	31
	
	
	2,748.53
	
	

	
	30
	
	2,668.48
	
	
	

	
	29
	2,590.76
	
	
	
	

	3
	31
	
	
	
	
	2,748.53

	
	30
	
	
	
	2,668.48
	

	
	29
	
	
	2,590.76
	
	

	
	28
	 
	2,515.30
	
	
	

	
	27
	2,442.04
	
	
	
	

	3
	29
	
	
	
	
	2,590.76

	
	28
	
	
	
	2,515.30
	

	
	27
	
	
	2,442.04
	 
	

	
	26
	 
	2,370.91
	
	 
	

	
	25
	2,301.85
	
	
	
	

	3
	27
	
	
	
	
	2,442.04

	
	26
	
	
	
	2,370.91
	

	
	25
	
	
	2,301.85
	
	

	
	24
	
	2,234.81
	
	
	

	
	23
	2,169.72
	
	
	
	

	3
	25
	
	
	
	
	2,301.85

	
	24
	
	
	
	2,234.81
	

	
	23
	
	
	2,169.72
	
	

	
	22
	
	2,106.52
	
	
	

	
	21
	2,045.17
	
	
	
	








	Riverina Water - Pay Rates after 3.0% increase

	1st JULY 2024 - BAND 3  PROFESSIONAL / SPECIALIST

	BAND
	LEVEL
	ENTRY
	ENTRY +
	COMPE-
TENT
	EXTRA 
SKILLS 1
	EXTRA 
SKILLS 2

	3
	23
	
	
	
	
	2,169.72

	
	22
	
	
	
	2,106.52
	

	
	21
	
	
	2,045.17
	
	

	
	20
	
	1,985.60
	
	
	

	
	19
	1,927.77
	
	
	
	

	3
	21
	
	
	
	
	2,045.17

	
	20
	
	
	
	1,985.60
	

	
	19
	
	
	1,927.77
	
	

	
	18
	
	1,871.62
	
	
	

	
	17
	1,817.11
	
	
	
	

	3
	19
	
	
	
	
	1,927.77

	
	18
	
	
	
	1,871.62
	

	
	17
	
	
	1,817.11
	
	

	
	16
	
	1,764.18
	
	
	

	
	15
	1,712.80
	
	
	
	

	3
	17
	
	
	
	
	1,817.11

	
	16
	
	
	
	1,764.18
	

	
	15
	
	
	1,712.80
	
	

	
	14
	
	1,662.91
	
	
	

	
	13
	1,614.47
	
	
	
	

	3
	15
	
	
	
	 
	1,712.80

	
	14
	
	
	
	1,662.91
	 

	
	13
	
	
	1,614.47
	
	

	
	12
	
	1,567.45
	
	
	

	
	11
	1,521.80
	
	
	
	

	3
	13
	
	
	
	 
	1,614.47

	
	12
	
	
	
	1,567.45
	 

	
	11
	
	
	1,521.80
	
	

	
	10
	
	1,477.47
	
	
	

	
	9
	1,434.44
	
	
	
	



	Riverina Water - Pay Rates after 4.0% increase

	1st JULY 2022 - BAND 2 ELECTRICAL TRADES

	BAND
	LEVEL
	ENTRY
	ENTRY +
	COMPETENT
	EXTRA SKILLS 1
	EXTRA SKILLS 2

	2
	EL 27
	
	
	
	
	2,368.23

	
	EL 26
	
	
	
	2,301.18
	

	
	EL 25
	
	
	2,236.09
	
	

	
	EL 24
	
	2,172.90
	
	
	

	
	El 23
	2,111.54
	
	
	
	

	2
	EL 25
	
	
	
	
	2,236.09

	
	EL 24
	
	
	
	2,172.90
	

	
	EL 23
	
	
	2,111.54
	
	

	
	EL 22
	 
	2,051.98
	
	
	

	
	EL 21
	1,994.14
	
	
	
	

	2
	EL 23
	
	
	
	
	2,111.54

	
	EL 22
	
	
	
	2,051.98
	

	
	EL 21
	
	
	1,994.14
	
	

	
	EL 20
	
	1,937.99
	
	
	

	
	El 19
	1,883.48
	
	
	
	

	2
	EL 21
	
	
	
	
	1,994.14

	
	EL 20
	
	
	
	1,937.99
	

	
	EL 19
	
	 
	1,883.48
	
	

	
	EL 18
	
	1,830.56
	
	
	

	
	EL 17
	1,779.17
	
	
	
	

	2
	EL 19
	
	
	
	
	1,883.48

	
	EL 18
	
	
	
	1,830.56
	

	
	EL 17
	
	
	1,779.17
	
	

	
	EL 16
	
	1,729.29
	
	
	

	
	EL 15
	1,680.85
	
	
	
	

	2
	EL 17
	
	
	
	
	1,779.17

	
	EL 16
	
	
	
	1,729.29
	

	
	EL 15
	
	
	1,680.85
	
	

	
	EL 14
	 
	1,633.83
	
	
	

	
	EL 13
	1,588.18
	
	
	
	

	2
	EL 15
	
	
	
	
	1,680.85

	
	EL 14
	
	
	
	1,633.83
	

	
	EL 13
	
	
	1,588.18
	
	

	
	EL 12
	 
	1,543.85
	
	
	

	
	EL 11
	1,500.82
	
	
	
	

	2
	EL 13
	
	
	
	
	1,588.18

	
	EL 12
	
	
	
	1,543.85
	

	
	EL 11
	
	
	1,500.82
	
	

	
	EL 10
	
	1,459.04
	
	
	

	
	EL 9
	1,418.48
	
	
	
	

	2
	EL 11
	
	
	
	
	1,500.82

	
	EL 10
	
	
	
	1,459.04
	

	
	EL 9
	
	
	1,418.48
	
	

	
	EL 8
	
	1,379.10
	
	
	

	
	EL 7
	1,340.86
	
	
	
	









	Riverina Water - Pay Rates after 3.0% increase

	1st JULY 2023 - BAND 2  ELECTRICAL TRADES

	BAND
	LEVEL
	ENTRY
	ENTRY +
	COMPETENT
	EXTRA SKILLS 1
	EXTRA SKILLS 2

	2
	EL 27
	
	
	
	
	2,439.29

	
	EL 26
	
	
	
	2,370.24
	

	
	EL 25
	
	
	2,303.19
	
	

	
	EL 24
	
	2,238.10
	
	
	

	
	El 23
	2,174.91
	
	
	
	

	2
	EL 25
	
	
	
	
	2,303.19

	
	EL 24
	
	
	
	2,238.10
	

	
	EL 23
	
	
	2,174.91
	
	

	
	EL 22
	
	2,113.55
	
	
	

	
	EL 21
	2,053.98
	
	
	
	

	2
	EL 23
	
	
	
	
	2,174.91

	
	EL 22
	
	
	
	2,113.55
	 

	
	EL 21
	
	
	2,053.98
	
	

	
	EL 20
	
	1,996.15
	
	
	

	
	El 19
	1,940.00
	
	
	
	

	2
	EL 21
	
	
	
	
	2,053.98

	
	EL 20
	
	
	
	1,996.15
	

	
	EL 19
	
	
	1,940.00
	
	

	
	EL 18
	
	1,885.49
	
	
	

	
	EL 17
	1,832.56
	
	
	
	

	2
	EL 19
	
	
	
	
	1,940.00

	
	EL 18
	
	
	
	1,885.49
	

	
	EL 17
	
	
	1,832.56
	
	

	
	EL 16
	 
	1,781.18
	
	
	

	
	EL 15
	1,731.29
	
	
	
	

	2
	EL 17
	
	
	
	
	1,832.56

	
	EL 16
	
	
	
	1,781.18
	 

	
	EL 15
	
	
	1,731.29
	
	

	
	EL 14
	
	1,682.86
	
	
	

	
	EL 13
	1,635.83
	
	
	
	

	2
	EL 15
	
	
	
	
	1,731.29

	
	EL 14
	
	
	
	1,682.86
	

	
	EL 13
	
	
	1,635.83
	 
	

	
	EL 12
	
	1,590.18
	
	 
	

	
	EL 11
	1,545.85
	
	
	
	

	2
	EL 13
	
	
	
	
	1,635.83

	
	EL 12
	
	
	
	1,590.18
	

	
	EL 11
	
	
	1,545.85
	
	

	
	EL 10
	
	1,502.82
	
	
	

	
	EL 9
	1,461.04
	
	
	
	

	2
	EL 11
	
	
	
	
	1,545.85

	
	EL 10
	
	
	
	1,502.82
	

	
	EL 9
	
	
	1,461.04
	
	

	
	EL 8
	
	1,420.48
	
	
	

	
	EL 7
	1,381.10
	
	
	
	



	Riverina Water - Pay Rates after 3.0% increase

	1st JULY 2024 - BAND 2  ELECTRICAL TRADES

	BAND
	LEVEL
	ENTRY
	ENTRY +
	COMPETENT
	EXTRA SKILLS 1
	EXTRA SKILLS 2

	2
	EL 27
	
	
	
	
	2,510.42

	
	EL 26
	
	
	
	2,439.29
	 

	
	EL 25
	
	
	2,370.23
	
	

	
	EL 24
	
	2,303.19
	
	
	

	
	El 23
	2,240.15
	
	
	
	

	2
	EL 25
	
	
	
	
	2,370.23

	
	EL 24
	
	
	
	2,303.19
	

	
	EL 23
	
	
	2,238.10
	
	

	
	EL 22
	
	2,174.90
	
	
	

	
	EL 21
	2,115.60
	
	
	
	

	2
	EL 23
	
	
	
	
	2,238.10

	
	EL 22
	
	
	
	2,174.90
	

	
	EL 21
	
	
	2,113.55
	
	

	
	EL 20
	
	2,053.98
	
	
	

	
	El 19
	1,998.20
	
	
	
	

	2
	EL 21
	
	
	
	
	2,113.55

	
	EL 20
	
	
	
	2,053.98
	

	
	EL 19
	
	 
	1,996.15
	
	

	
	EL 18
	
	1,940.00
	
	
	

	
	EL 17
	1,887.54
	
	
	
	

	2
	EL 19
	
	
	
	
	1,996.15

	
	EL 18
	
	
	
	1,940.00
	

	
	EL 17
	
	
	1,885.49
	
	

	
	EL 16
	
	1,832.56
	
	
	

	
	EL 15
	1,783.23
	
	
	
	

	2
	EL 17
	
	
	
	
	1,885.49

	
	EL 16
	
	
	
	1,832.56
	

	
	EL 15
	
	
	1,781.18
	
	

	
	EL 14
	
	1,731.29
	
	
	

	
	EL 13
	1,684.90
	
	
	
	

	2
	EL 15
	
	
	
	
	1,781.18

	
	EL 14
	
	
	
	1,731.29
	 

	
	EL 13
	
	
	1,682.85
	
	

	
	EL 12
	
	1,635.83
	
	
	

	
	EL 11
	1,592.23
	
	
	
	

	2
	EL 13
	
	
	
	
	1,682.85

	
	EL 12
	
	
	
	1,635.83
	

	
	EL 11
	
	
	1,590.18
	
	

	
	EL 10
	
	1,545.85
	
	
	

	
	EL 9
	1,504.87
	
	
	
	

	2
	EL 11
	
	
	
	
	1,590.18

	
	EL 10
	
	
	
	1,545.85
	

	
	EL 9
	
	
	1,502.82
	
	

	
	EL 8
	
	1,461.04
	
	
	

	
	EL 7
	1,422.53
	
	
	
	



	Riverina Water - Pay Rates after 4.0% increase

	1st JULY 2022 - BAND 1 OPERATIONAL/TRAINEE/APPRENTICE

	BAND
	LEVEL
	ENTRY
	ENTRY +
	COMPETENT
	EXTRA SKILLS 1
	EXTRA SKILLS 2

	1
	T8
	 
	 
	1,238.13
	
	

	
	T7
	
	 
	1,184.76
	
	

	
	T6
	
	 
	1,120.72
	
	

	
	T5
	
	 
	1,024.66
	
	

	
	T4
	
	 
	896.57
	
	

	
	T3
	
	 
	768.49
	
	

	
	T2
	
	 
	640.41
	
	

	
	T1
	 
	 
	512.33
	
	



	Riverina Water - Pay Rates after 3.0% increase

	1st JULY 2023 - BAND 1 OPERATIONAL/TRAINEE/APPRENTICE


	BAND
	LEVEL
	ENTRY
	ENTRY +
	COMPETENT
	EXTRA SKILLS 1
	EXTRA SKILLS 2

	1
	T8
	
	
	1,275.28
	
	

	
	T7
	
	
	1,220.31
	
	

	
	T6
	
	
	1,154.35
	
	

	
	T5
	
	
	1,055.40
	
	

	
	T4
	
	
	923.48
	
	

	
	T3
	
	
	791.55
	
	

	
	T2
	
	
	659.63
	
	

	
	T1
	
	
	527.70
	
	



	Riverina Water - Pay Rates after 3.0% increase

	1st JULY 2024 - BAND 1 OPERATIONAL/TRAINEE/APPRENTICE

	BAND
	LEVEL
	ENTRY
	ENTRY +
	COMPETENT
	EXTRA SKILLS 1
	EXTRA SKILLS 2

	1
	T8
	 
	
	1,313.54
	
	

	
	T7
	
	
	1,256.92
	
	

	
	T6
	
	
	1,188.98
	
	

	
	T5
	
	
	1,087.07
	
	

	
	T4
	
	
	951.18
	
	

	
	T3
	
	
	815.30
	
	

	
	T2
	
	
	679.42
	
	

	
	T1
	 
	
	543.53
	
	



[bookmark: _Toc1824395877][bookmark: _Toc106272324]Appendix C – Allowances

	
	
	From
1/07/2022
$
	From
1/07/2023
$
	From
1/07/2024
$

	
	
	
	
	

	
	
	
	
	

	On Call
	Per Day
	60.05
	61.90
	63.70

	Meal Allowance
Clause 28 v(a)
	Per Meal
	34.40
	35.42
	36.50

	Tool Allowance
Clause 51 (i)
	Per Week
	41.40
	42.65
	43.95

	Private Vehicle Allowance($/km)
Clause 44 & 45
	
	ATO/ABS
	ATO/ABS
	ATO/ABS

	Vehicle minimum quarterly payment
(Annual review as per Clause 45 (a) (vi)
	2145.00
(2021 baseline allowance)
	As per Clause 45 (a) (vi)
	As per Clause 45 (a) (vi)
	As per Clause 45 (a) (vi)

	Living Away Allowance
Clause 49
	Per Night
	91.85
	94.60
	97.45

	
	Extra Day
	35.80
	36.85
	38.00

	Civil Liability - Engineering Professionals Paid in addition to employees weekly rate
	Per Week
	3.50%
	3.50%
	f3.50%



[bookmark: _Toc949746980][bookmark: _Toc489834449][bookmark: _Toc3455577]Appendix D – Leave 

	Award Standard Day

	
	8 day
	  1 day 
	Additional day, RDO, Sick & Annual day 

	Annual Leave
	70 Hour 9 Day Fortnight
	7.78
	7.76
	7.78

	
	Ordinary Day
	7.00
	7.00
	

	
	RDO Accrual
	0.78
	0.76
	

	
	70 Hour 10 Day Fortnight
	7.00
	7.00
	7.00

	
	76 Hour 9 Day Fortnight
	8.45
	8.40
	8.45

	
	Ordinary Day
	7.60
	7.60
	

	
	RDO Accrual
	0.85
	0.80
	

	
	76 Hour 9 Day Fortnight
	7.60
	7.60
	7.60

	
	70 Hour 10 Day Fortnight
	7.00
	
	

	
	76 Hour 10 Day Fortnight
	7.60
	
	

	Upon Anniversary
	35 Hour/Week Employees
	38 Hour/Week Employees
	Shift Employees
	

	
	Entitlement Hours
	Entitlement Hours
	Entitlement Hours
	

	
	140.00
	152.00
	172.00
	

	Sick Leave

	Year 0 - 4
	35 Hour/Week Employees
	38 Hour/Week Employees
	Shift Employees
	

	Year 5 onwards
	Entitlement Hours
	Entitlement Hours
	Entitlement Hours
	

	
	105.00
	114.00
	114.00
	

	
	126.00
	136.80
	136.80
	



Part time employees’ entitlement will be calculated on applicable working hours.



D. SLOAN, Commissioner


____________________


Printed by the authority of the Industrial Registrar.
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TARONGA CONSERVATION SOCIETY AUSTRALIA WAGES EMPLOYEES' AWARD 2022

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES

Application by Industrial Relations Secretary.

(Case No. 212145 of 2022)

	Before Chief Commissioner Constant
	30 August 2022



AWARD

1.  Title

The Award is called the Taronga Conservation Society Australia Wages Employees’ Award 2022-2023.

2.  Arrangement

Clause No.	Subject Matter

1.	Title
2.	Arrangement
3.	Definitions
4.	Application
5.	Area, Incidence and Duration
6.	No Extra Claims
7.	General Conditions of Employment
8.	Availability of Award
9.	Dispute Resolution
10.	Workplace Flexibility and Multi-skilling
11.	Types of Employment
12.	Multiple Contracts
13.	Dealing with Misconduct
14.	Dealing with Unsatisfactory Performance
15.	Leave
16.	TZ Cleaner, Security, Guest Experience and Sky Safari- Special Conditions
17.	Wage Increases and Wage Rates
18.	Payment of Wages
19.	Wage Sacrifice for Superannuation
20.	Classification Requirements
21.	Appointment and Progression
22.	Allowances
23.	Insurance of Tools
24.	Rosters
25.	Ordinary Hours of Work
26.	Rest Period
27.	Shift Loadings
28.	Overtime
29.	Call Back
30.	Starting and Finishing Work
31.	Annual Leave
32.	Annual Leave Loading
33.	Public Holidays and Picnic Days
34.	Uniforms, Personal Protective Clothing and Equipment
35.	Secure Employment
36.	Contractors and Volunteers
37.	Anti-discrimination
38.	Delegates and Trade Union Activities

Schedule 1 - Wage Rates (Weekly)
Schedule 2 - Allowances
Appendix A - Classifications
Appendix B - Leave Provisions

3.  Definitions

"Award" means the Taronga Conservation Society Australia Wages Employees’ Award 2022-2023. 

"Supervisor" means a person who supervises an employee or employees covered by the Award

"Employer" means the Department of Planning and Environment (DPE)  as defined in Part 2 of Schedule 1 Division of the Government Service in the Government Sector Employment Act 2013. 

"Employee" means a person employed by the DPE at Taronga Conservation Society Australia (Taronga) within the scope of this Award.

"Tradesperson" means a skilled worker engaged in a trade as defined by NSW Fair Trading. 

"TZ" means Taronga Zoo, Bradleys Head Road, Mosman, New South Wales.

"TWPZ" means Taronga Western Plains Zoo, Obley Road, Dubbo, New South Wales.

"Union/s" means;

United Workers Union, New South Wales Branch; 

The Australian Workers’ Union, New South Wales; 

New South Wales Plumbers and Gasfitters Employees Union;

Construction, Forestry, Mining and Energy Union, New South Wales Branch; 

Electrical Trades Union, New South Wales Branch;

Transport Workers’ Union of New South Wales. 

4.  Application

4.1	The parties to the Award are Taronga and the Unions.

4.2	The Award applies to and is binding on the parties to the Award and all ongoing, temporary, casual and apprentice employees, employed by Taronga in the classifications of: Apprentice; TZ Labourer/Driver/Operator; TZ Labourer/Driver/Operator (Leading Hand); TWPZ Labourer; TWPZ Labourer (Leading Hand); Water Systems Operator; Water Systems Operator (Leading Hand); TZ Tradesperson; TZ Tradesperson (Leading Hand); TZ Tradesperson - Plumber; TZ Tradesperson - Plumber (Leading Hand); Tradesperson - Electrician; Tradesperson - Electrician (Leading Hand); TWPZ Tradesperson; TWPZ Tradesperson - Leading Hand; TWPZ Tradesperson - Plumber; TWPZ Tradesperson - Leading Hand; Senior Technician/Trades Specialist;  Works and Trades Supervisor; Sky Safari Attendant; Sky Safari Operator; Senior Sky Safari Operator; Cleaner; Cleaner (Leading Hand); Cleaning Supervisor; Guest Experience Attendant; Guest Experience Officer; Guest Experience Coordinator; Gatekeeper; Security Officer; Senior Security Officer; Assistant Security Manager and Security Manager. 

4.3	The Award will regulate the terms and conditions of employment which were previously regulated by the Taronga Conservation Society Australia Wages Employees’ Award 2021-2022 

[bookmark: _Toc325708731][bookmark: _Toc319491169][bookmark: _Toc319491107][bookmark: _Toc319490999][bookmark: _Toc319489756][bookmark: _Ref218410320]4.4	There will be effective means of consultation on matters of interest and concern, both formal and informal, at all levels of the organisation, between the parties to this Award and Employees.  This includes but is not limited to, quarterly Joint Consultative Committee meetings.

5.  Area, Incidence and Duration

5.1	This Award has effect from the beginning of the first full pay period on or after 1 July 2022 and will remain in force until 30 June 2023, and rescinds and replaces the Taronga Conservation Society Australia Wages Employees’ Award 2021-2022 published 2 November 2018 (383 I.G. 621).

5.2	This award remains in force until varied or rescinded, the period for which it was made having already expired.

6.  No Extra Claims

[bookmark: _Hlk107565197]6.1 	Other than as provided for in the Industrial Relations Act 1996 and the Industrial Relations (Public Sector Conditions of Employment) Regulation 2014, there shall be no further claims/demands or proceedings instituted before the NSW Industrial Relations Commission for extra or reduced wages, salaries, rates of pay, allowances or conditions of employment with respect to the Employees covered by the Award that take effect prior to 30 June 2023 by a party to this Award. 

6.2	The terms of the preceding paragraph do not prevent the parties from taking any proceedings with respect to the interpretation, application or enforcement of existing award provisions. 

7.  General Conditions of Employment 

7.1	It is the intention of the parties to this Award that all other conditions not specified in this Award will be in accordance with the Crown Employees (Public Service Conditions of Employment) Reviewed Award 2009 (only Section 6 - Leave applies), Government Sector Employment Act 2013 and the Government Sector Employment Regulation 2013 as amended from time to time. 

8.  Availability of Award

8.1	A copy of the Award will be made available on the Taronga intranet for all employee.  A printed copy can be obtained from the People, Culture and Safety area if required. 

9.  Dispute Resolution

9.1	A dispute under this clause is a dispute about the interpretation or application of the Award.

9.2	The Vocational Training Order for Apprentices made under the Apprenticeship and Traineeship Act 2001 will override any conflicting steps contained in this clause.

9.3	The objective of the procedures contained in this clause is the timely resolution of disputes at the level they occur in the workplace.

9.4	Every effort will be made to resolve a dispute as quickly as is practicably possible. 

9.5	Without prejudice to any party, while the procedures contained in this clause are being followed, no stoppage of work or other form of limitation or work ban will be applied.

9.6	Where a bona fide and critical work health or safety issue exists, an employee will not work in an unsafe environment and where appropriate will accept alternative suitable work while the procedures contained in this clause are being applied.

9.7	An employee who is a member of a Union may seek the advice or assistance of their Union at any stage of the application of procedures contained in this clause. 

9.8	A Union, Taronga or an employee must receive reasonable notice, of not less than 24 hours, of any meeting they are required to attend as part of the application of the procedures contained in this clause.

9.9	A matter in dispute will first be discussed between an employee and their Supervisor with the aim of trying to resolve the matter within 5 working days.  If the dispute cannot be resolved at this level, or is of such a nature that it cannot be dealt with at this level, the following subclause will apply.

9.10	The matter in dispute will be discussed between the employee and/or their Union representative and the relevant manager with the aim of trying to resolve the matter within 5 working days.  If the dispute cannot be resolved at this level the following subclause will apply.

9.11	The matter in dispute will be discussed with the employee and/or their Union representative and representatives of the relevant manager and/or the Director People, Culture and Safety or their delegate with the aim of trying to resolve the matter within 5 working days.

9.12	Only when all the above procedures contained in this clause have been exhausted and the dispute remains unresolved, a Union or Taronga may submit the dispute to the Industrial Relations Commission of New South Wales.

10.  Workplace Flexibility and Multi-Skilling

10.1	The Unions and Taronga are committed to workplace flexibility and multi-skilling so that employees may perform a wide range of work, including work that is incidental or peripheral to their main tasks or function, and/or requested by Taronga to contribute to the development of a more strategic and guest-oriented operation. Taronga may direct an employee to carry out such duties as are within the limits of the employee’s skill, competence and training consistent with the classification structure of this Award. 

10.2	Employees will be trained in basic skills that were previously regarded as the work of the various trades.  Regard will be had for the training requirements of Apprentices.  Taronga will also support employees obtaining transferable accreditation and recognised certificates when this is relevant to their work and to Taronga’s operational requirements.

10.3	Employees will perform work that is within their skill, role requirement, competence and training, provided that such work is not designed to promote deskilling.

10.4	Employees will fully co-operate with all other employees (including those not covered by the Award) to ensure there are no artificial demarcations in work and will communicate and consult with one another in a timely and open manner in an endeavour to achieve this.

10.5	Taronga may direct employees to perform duties and use the required tools and equipment, if they have been properly trained in their use, provided that the direction is consistent with the provision of a safe and healthy working environment.

10.6	Employees will not impose any limitation on supervisors or technical personnel, who are qualified to do so, demonstrating the use of new equipment or machinery.

10.7	TWPZ or TZ Cleaner, Security, Guest Experience and Sky Safari employees in one classification may be required by Taronga to temporarily perform the duties of another classification, provided they have been suitably trained to do so, and subject to the temporary assignment provisions of the Award.

10.8	Labourers and Labourer/Driver/Operators who have the skills may perform minor maintenance work, which is approved beforehand by the relevant manager where practicable.
10.9	Transportation of animals or any other cargo will be allocated to employees based on driver licensing requirements, vehicle size, work health and safety requirements, animal welfare requirements and any legislative or regulatory requirements for the type of animal involved.  Determination of the method of transport to be used for movement of animals and cargo will reflect the understanding between Taronga and the Unions that professional drivers will be used in animal transportation where considered appropriate by the relevant managers.

10.10	A series of policy guidelines for animal transportation will be reviewed in consultation with the Transport Workers Union.

11.  Types of Employment

11.1	An employee will be engaged as an ongoing, temporary, casual, apprentice or trainee employee.

11.2	An employee may be required by Taronga to perform their duties on sites other than Taronga Conservation Society Australia premises.

11.3	Taronga may dismiss an employee without notice for serious misconduct or wilful disobedience.

11.4	If Taronga terminates an employee’s employment, Taronga will supply the employee with a statement of service if they request it.

Ongoing Employment

11.5	An ongoing employee is an employee engaged for a continuing period of time subject to a probationary period on appointment.

11.6	A probationary period may be for a period of up to 6 months and may be extended for a further period not exceeding 12 months.

11.7	During a probationary period, Taronga may terminate the employment of an ongoing employee giving one week's notice.

11.8	An ongoing employee may terminate their employment giving 2 weeks’ notice or the payment/forfeiture of 2 weeks wages in lieu of notice.

11.9	If an ongoing employee’s role becomes redundant, New South Wales Government policy will apply.

11.10	After the probationary period, Taronga may terminate the employment of an ongoing employee in accordance with the Dealing with Misconduct and Dealing with Unsatisfactory Performance clauses in this Award, the Government Sector Employment Act, Rules and Regulations and any policy implemented by the Public Service Commission. 

Temporary Employment

11.11	A temporary employee is an employee engaged for a specified term fixed at the outset of their employment.

11.12	A temporary employee will be advised in writing that their employment is temporary.

11.13	By agreement between the employee and Taronga, a temporary employee may be paid an allowance of 1/12th of their base salary in lieu of annual leave.

11.14	Taronga or the employee may terminate the employment of a temporary employee giving one week's notice.




Casual Employment 

11.15	A casual employee is an employee engaged to perform work by the hour and paid on an hourly basis, employed by Taronga on a short or irregular basis, where Taronga has no intention of continuing the employment and the employee has no reasonable expectation of the employment continuing.

11.16	A casual employee will receive a 15% casual loading in addition to the relevant wage rate prescribed in Schedule 1 of the Award to compensate them for the casual nature of their employment and leave, except long service leave and annual leave.  A casual employee will also receive an allowance of 1/12th of the ordinary hourly rate to compensate for annual leave. The NSW Long Service Leave Act will cover long service leave.

11.17	The casual loading and casual annual leave allowance will not be paid on overtime. A casual TWPZ employee and TZ Works and Trades employee will be engaged for a minimum shift of 3 hours.

11.18	A casual employee, except for Sky Safari rescue team members, will be engaged for a minimum of 3 hours. 

11.19	Taronga or the employee may terminate the employment of a casual employee giving one hour's notice.

Apprentices and Trainees

11.21	The Vocational Training Order made under the Apprenticeship and Traineeship Act 2001 will override any conditions of employment for an Apprentice or Trainee otherwise prescribed in the Award.

11.22	An apprentice will be paid in accordance with Schedule 1 of the Award.

11.23	Progression within the rates prescribed for the years of service for Apprentices and Trainees will be in accordance with the Vocational Training Order made under the Apprenticeship and Traineeship Act 2001.

Adult Apprentice 

11.24	An adult apprentice is an Apprentice engaged by Taronga after turning 21 years of age.  

11.25	An adult apprentice are to be paid the higher of the following rates: 

(a)	Year 1 80% of the level 3 adult minimum wage (Miscellaneous Award 2010 MA000104, Apprentice Minimum Wages)

(b)	Year 2 to be paid as year 3 under the TSCA Wages Employees Award

(c)	Years 3 and 4 to be paid under the TSCA Wages Employees Award

12.  Multiple Contracts

12.1	An employee may be engaged by Taronga in more than one type of employment or the same type of employment but in a different classification under the Award (multiple contracts).

12.2	Multiple contracts are separate and distinct contracts of employment where each stands alone in relation to the application of the Award or other relevant industrial instrument including for the purposes of payment of ordinary hours, overtime and penalties. Employees working in multiple roles cannot claim payment of the same allowance across different roles. The conditions for employees working under multiple contracts can be no less favourable than the applicable Award. 

12.3	An employee will not be engaged under multiple contracts for work relating to the employee’s area of expertise where such work would normally attract the payment of overtime rates or shift loadings.

12.4	When rostering employees under multiple contracts consideration will be given to fatigue management.
13.  Dealing with Misconduct

13.1	The management of misconduct will be conducted in accordance with Taronga’s policy on Managing Misconduct and the Government Sector Employment Rules 2014 (Part 8), Clauses 37-41. 

13.2	The procedural requirements for dealing with misconduct include: 

An allegation of misconduct is reported 

An initial assessment is made to determine the validity of the allegation 

If allegation is determined to be valid, the employee is advised of the allegation of misconduct and given a reasonable opportunity to respond

The employee is advised in writing whether the determination is misconduct has or has not occurred

The employee is advised of the proposed action and given a reasonable opportunity to make a submission in relation to the proposed action

The employee is advised in writing of the final decision and the action to be taken

Taronga is required to keep a written record of proceedings and action taken 

The outcomes for dealing with substantiated misconduct are: 

(a)	terminate the employment of the employee (without the opportunity to resign)

(b)	terminate the employment of the employee (with the opportunity to resign)

(c)	impose a fine on the employee (which may be deducted from the employee’s pay)

(d)	reduce the remuneration payable to the employee

(e)	reduce the classification or grade of the employee

(f)	assign the employee to a different role

(g)	caution or reprimand the employee

13.3	Where the employee disagrees with the process in dealing with misconduct or the outcome reached, they may have an opportunity to lodge a dispute in accordance with clause 8 of this Award.

14.  Dealing with Unsatisfactory Performance

14.1	The management of unsatisfactory performance will be conducted in accordance with Taronga’s policy on Managing Unsatisfactory Performance and the Government Sector Employment Rules 2014 (Part 7), Clauses 35-36. 

14.2	The procedural requirements for dealing with unsatisfactory performance include: 

The employee’s performance is determined by Taronga to be unsatisfactory in accordance with Taronga’s performance management system

Reasonable steps have been taken to advise the employee that the employee’s performance is unsatisfactory and the basis on which it is unsatisfactory

The employee is notified that the employer is proposing to take specified action 

The employee is given a reasonable opportunity to respond 

The employer has taken any such response into consideration.

The outcomes for dealing with unsatisfactory performance following a formal performance improvement plan are:

(a)	terminate the employment of the employee (after giving the employee an opportunity to resign)

(b)	reduce the remuneration payable to the employee

(c)	reduce the classification or grade of the employee

(d)	assign the employee to a different role

14.3	Where the employee disagrees with the process in dealing with unsatisfactory performance or the outcome reached, they may have an opportunity to lodge a dispute in accordance with clause 8 of this Award.

15.  Leave

15.1	General leave conditions of employees under this Award will be regulated in accordance with the provisions contained within: the Act and Regulation, and Crown Employees (Public Service Conditions of Employment) Reviewed Award 2009 (only Section 6 - Leave applies) or any successor instrument to that Award, and DPE’s policies as agreed and reviewed from time to time.

15.2	Employees employed on a part-time basis will accrue any leave on a pro-rata basis, which will be determined on the number of approved contract hours worked in a pay period.

16.  TZ Cleaner, Security, Guest Experience and Sky Safari- Special Conditions

Accommodation for Meals

16.1	Where practicable Taronga will allow employees to have their meal and tea breaks in a suitable place protected from the weather.

16.2	Taronga will provide employees with adequate facilities for tea making and for heating food.

16.3	Taronga will advise employees of the accommodation available at the work site before work starts at that site.

Dressing Accommodation

16.4	Where it is necessary or customary for employees to change their dress or uniform, suitable dressing rooms or dressing accommodation and individual lockable lockers will be provided by Taronga.

Work Materials

16.5	All materials required for cleaning, including soap and/or detergent and materials for washing up purposes, will be supplied by Taronga.

Expenses for Attendance at Court

16.6	Where it is necessary for an employee to attend a court hearing on behalf of Taronga or a client of Taronga in relation to any matter arising out of or in connection with the employee’s duties, the time taken will count as time worked.

16.7	An employee will be reimbursed for all reasonable expenses incurred in attending court.
17.  Wage Increases and Wage Rates

17.1	Employees are awarded an increase in remuneration or other conditions of employment of 2.53 per cent payable from the first full pay period on or after 1 July 2022 and applicable annual increases thereafter.

17.2	This increase in remuneration or other conditions of employment will be processed as soon as practicable after the finalisation of the Award negotiations and on the certification of the new Award by the IRC.

17.3	Schedule 1 of the Award sets out the weekly wage rates for employees engaged full-time in each classification and grade according to the wage increases prescribed in this clause.  The hourly wage rate for employees engaged part-time will be calculated by dividing the relevant weekly wage rate by 38.

17.4	The Junior Guest Experience Officer rates of pay contained in Schedule 1 of this Award apply only to Guest Experience Officers who are employed after the making of this Award and are under 18 years of age.

17.5	The wage increases provided for in the Award, insofar as they apply from the first full pay period on or after 1 July, 2022, will only be paid to those employees who are employed at the date of the making of the Award.

18.  Payment of Wages

18.1	Wages will be paid fortnightly to employees on a day specified by Taronga and paid by direct deposit into a recognised financial institution account nominated by the employee.

18.2	Taronga will provide employees with pay advice electronically, however they may, on application to Taronga, be provided with the advice in paper form. 

18.3	When a Public Holiday occurs in the lead up to pay day, payment of additional monies such as overtime, shift loadings and allowances may be paid in the following pay period.

18.4	Where there is an overpayment of wages, shift loadings or allowances, the employee will be notified and consulted about repayment.  The following factors will be considered in determining the period over which repayment is to be made:

(a)	the employee’s financial circumstances and commitments;

(b)	the circumstances involved in the overpayment; and

(c)	the amount of the overpayment.

19.  Wage Sacrifice for Superannuation

19.1	If Taronga agrees, an employee may elect to sacrifice part of their wages payable under Schedule 1 of the Award, for additional employer superannuation contributions.

19.2	The election is subject to the rules of the employees’ superannuation fund allowing Taronga to pay additional employer contribution and the payment not attracting Fringe Benefit or any other tax.

19.3	The election must be made before the period of service to which the earnings relate.

19.4	Additional employer contributions are subject to the age based limits set by the Australian Taxation Office.

19.5	Any allowance, loading, payment for unused leave, weekly worker’s compensation or other payment based on an employee’s wage, except payment for leave taken in service, to which an employee is entitled under the Award or an Act, will be calculated by reference to the wage which would have applied had the election not been made.
20.  Classification Requirements

20.1	Refer to Appendix A for full coverage of classifications and rates of pay. 

21.  Appointment and Progression

21.1	Relevant experience will be considered in determining the level to which an employee is appointed.

21.2	Progression within a classification will be considered on the anniversary of an employee’s progression to their current grade, unless specified otherwise in the relevant classification requirements.

21.3	Progression within a classification is subject to a satisfactory performance review at the employee’s current grade in accordance with Taronga performance management procedures and the requirements of the current grade being achieved.

22.  Allowances

22.1	The allowances provided for in this clause are set out in Schedule 2 of the Award.

22.2	Where an Allowance is specified as a weekly rate and an employee who is entitled to the allowance is engaged on a part time or casual basis, the allowance will be paid on a pro rata basis by dividing the weekly rate by 38 for an hourly rate to a maximum of the weekly allowance.

Tool Allowance

22.3	A weekly tool allowances will be paid to a Tradesperson and an Apprentice for providing and maintaining their own hand tools. All tools owned by Tradespersons and Apprentices need to comply with WHS regulations and meet Taronga’s WHS processes. 

22.4	The allowance will be paid for all purposes, except separation. 

Tradespersons Licence Allowance

22.5	A weekly licence allowance will be paid to a Tradesperson, except a plumber, gasfitter and drainer, when required by Taronga to hold the prescribed licence/s.  The allowance will be paid for all purposes, except separation. 

22.6	An hourly licence allowance will be paid as a flat rate for all hours worked to a plumber, gasfitter or drainer when the relevant licence is held and acted upon.

22.7	All tradespersons required to hold prescribed licences, are required to maintain relevant licences and ensure all WHS requirements are met.  Certified copies of licences are to be supplied to Taronga prior to engagement.

Security Licence Allowance

22.8	On production of the original licence, Taronga will reimburse an employee for the cost of the licence fee and application fee if they are required to hold a Class 1 licence under the Security Industry Act 1997.

22.9	Should the employment of an employee required to hold a Class 1 licence cease during the life of the licence, the employee will have the pro rata value of the licence and application fee for the years of licence remaining deducted from their separation payments.

Plumber Tradesperson Certificate Allowance

22.10	An hourly allowance will be paid to a plumber who holds a Tradesperson certificate. Tradesperson's certificates are issued for drainers, gasfitters, plumbers, roof plumbers and water plumbers who are required to work with minimum supervision. Proof of registration with NSW Services must be presented to People, Culture and Safety to be eligible for the allowance.  The allowance will be paid for all purposes, except separation. 

22.11	This allowance is not applicable if the employee receives a plumber, gasfitter or drainer licence allowance.

Chokage Allowance

22.12	A daily chokage allowance will be paid as a flat rate, to a TZ Plumber when required to work on a chokage, and is required to open up any soil pipe, waste pipe, drain pipe or pump conveying offensive material, or a scupper containing sewage; or is required to work in a septic tank in operation.

Fouled Equipment Allowance

22.13	A daily fouled equipment allowance will be paid as a flat rate, to a TZ Works and Trades employee when required to work on any pipeline or equipment containing body fluids or body wastes and encounters same, except when they are already receiving a chokage allowance.

Labourer/Driver/Operator Travel Allowance

22.14	A weekly travel allowance will be paid to a TZ Labourer/Driver/Operator in lieu of the travel and fares entitlement previously paid to Labourers under the General Construction and Maintenance, Civil and Mechanical Engineering Etc (State) Award.

Temporary Assignment

22.15	 Temporary assignment is the process of assigning an employee to a role for a defined period with a specified end date. Temporary assignment may be at level, or to a higher or lower classification. 

22.16	Above-level temporary assignment

Above-level temporary assignments may attract payment of a temporary assignment allowance. 

Above-level temporary assignments of up to 12 months may be made on the basis of a suitability assessment which includes;

Pre-screening for essential requirements such as a qualification or licence

Resume

At least two capability-based assessments, one of which is an interview and

Referee checks against the pre-established standards for the role 

Above-level temporary assignments for longer than 12 months must be based on a comparative assessment resulting from external advertising across the NSW Public Service. Comparative assessments require a minimum of three capability based assessments, one of which is an interview. 

The amount of the allowance payable to the employee who is temporarily assigned to another role is the difference between the salary of the employee’s usual role and the point in the salary range of the other role. 

The proportionate temporary assignment allowance paid is proportionate to the duties to be performed. This is to be determined by the agency head and by mutual agreement with the employee before the employee starts the temporary assignment. 

First Aid Allowances

22.17	A weekly senior first aid allowance will be paid to an employee who holds a current Senior First Aid Certificate and who is appointed by Taronga to carry out the duties of a Senior First Aid Officer. 

22.18	A weekly Occupational First Aid allowance will be paid to an employee who holds a current Occupational First Aid Certificate and is appointed by Taronga as an Occupational First Aid Officer. 

22.19	An employee who is temporarily appointed by Taronga to perform the duties of a First Aid Officer while the appointed First Aid Officer is on leave for one week or more, will be paid the relevant first aid allowance for the period appointed.

22.20	The allowances will be paid as a flat rate on all ordinary hours worked.

Laundry Allowance

22.21	A weekly laundry allowance will be paid to an employee when they are required by Taronga to wear a uniform, including overalls, and where the cost of any laundering is not borne by Taronga.

22.22	The laundry allowance will be paid as a weekly allowance when an employee engaged full-time works any part of a week.

Disability Allowance

22.23	TWPZ employees will be paid a disability allowance, which compensates for working conditions at TWPZ particularly where employees are often required to work in the field without ready access to amenities. 

22.24	The disability allowance will be paid as a weekly allowance when an employee engaged full-time works any part of a week. 

Overnight Allowance 

22.25	An overnight allowance will be paid where Taronga requests, and an employee agrees to stay overnight on Taronga premises for a period outside/between the employee’s normal rostered hours of duty. 

The overnight allowance is deemed to provide compensation for the overnight stay and also includes compensation for being on call during the period and any work required to be completed up to a total of 1 hour duration.  Additional work required outside a total of 1 hour will be paid at overtime rates. 

This allowance is payable when employees stay overnight such as, but not limited to Roar and Snore, Billabong Camp and Zoofari. 

The allowance applicable is only when required to sleep over.

Bus Allowance - TWPZ

22.26	A TWPZ bus allowance will be paid on a per shift basis where an employee is appropriately licensed and is required to drive a TWPZ passenger bus on a rostered shift.

On Call (Standby) Allowance

22.27	An hourly allowance will be paid to a Taronga employee when they are directed to be on call or on stand-by for a possible recall to work.

Overtime Meal Allowance

22.28	If a meal is not provided by Taronga, an overtime meal allowance will be paid: 

(a)	when an employee works more than 2 hours of overtime before or after an ordinary hours rostered shift; or
(b)	after every 5 hours of overtime worked when an employee works on a rostered day off.

Allowances absorbed into the wage rates of the relevant classifications

22.29	Built into the wages of TZ Labourer/Driver/Operator and Tradesperson classifications is a component that is paid in lieu of dirt money, height money, and wet work allowances.

22.30	Built into the wages of TWPZ Labourer and Tradesperson classifications is a component that is paid in lieu of dirt money, height money, wet work, chokage and fouled equipment allowances.

22.31	Built into the wages of Apprentices is a weekly component in lieu of receiving an apprentice examination allowance for passing the prescribed annual technical college examinations for the preceding year and the Supervisor receiving a satisfactory report as to conduct, punctuality and workshop progress for the Apprentice.

22.32	Built into the wages of Cleaners is a component that is paid in lieu of any claims for special rates not covered by the Award, including Refuse, Multi-Purpose Machine and Toilet Allowances.

22.33	Built into the wage rates for TWPZ Labourer and Tradespersons is the works allowance that was compensation for the isolated environment of the construction work undertaken at TWPZ.

22.34	Built into the wage rates for Leading Hands is a component that is paid in lieu of all Leading Hand Allowances.

23.  Insurance of Tools

23.1	Taronga will insure an employee’s tools, used by them in the course of their employment, against loss or damage by fire while on Taronga premises.

23.2	An employee will provide a list of the tools insured if requested by Taronga.

23.3	An employee will ensure that their tools are cared for and kept safely.

23.4	Taronga will reimburse an employee for loss of tools insured up to the value set out in Schedule 2 of the Award, if the tools are lost by theft from breaking and entering while they are being stored on the job at the direction of Taronga.

24.  Rosters

24.1	Employees may be rostered to suit Taronga’s operational requirements.

24.2	Taronga will prepare rosters that are fair and equitable and meet work health and safety requirements. 

24.3	In rostering employees, consideration will be given to the preferences and personal commitments of individuals, wherever possible.

24.4	In developing a roster for the next period, Taronga and employees will have regard to the roster for the previous and subsequent periods.

24.5	Rosters will be prepared 7 days in advance. 

24.6	Rosters may be changed as long as they comply with the terms set out in Clause 25 - Ordinary Hours of Work of the Award.

24.7	Changes to published rosters may be made inside 7 days by agreement between a Supervisor and an employee.

24.8	An employee will not be rostered to work more than one shift in any period of 24 hours, except by mutual agreement.
24.9	An employee will be paid overtime if they are required to work on their rostered day off. 

25.  Ordinary Hours of Work

Number of Ordinary Hours of Work

25.1	The number of ordinary hours of work for employees engaged full-time are 152 hours worked over a designated period of 28 consecutive days.

Patterns of Ordinary Hours of Work

25.2	Ordinary hours will be worked:

(a)	in at least 16 and up to 19 shifts in each designated period of 28 consecutive days;

(b)	in shifts of between 6 and 10 hours, or of between 10 and 12 hours by agreement between Taronga and the employee;

(c)	with a minimum of 9 and a maximum of 12 rostered days off in each designated period of 28 consecutive days;

(d)	with at least one occasion of at least 3 consecutive days and a second occasion of at least 2 consecutive days rostered off in each designated period of 28 consecutive days; and

(e)	over not more than 6 consecutive days, except by agreement between the employee and their Supervisor.

25.3	Taronga will consult with the relevant union/s with the aim of reaching consensus on any proposed change to existing shift patterns for TWPZ or TZ Works and Trades employees.  If consensus cannot be reached on a proposed change, then the matter may be dealt with under the dispute settlement procedures of the Award.

25.4	The existing shift pattern for TWPZ Works and Trades employees, except for those engaged on relief cleaning work is 19 shifts of 8 hours, Monday to Friday (inclusive), between 5:00am and 7:00pm.

Meal and Tea Breaks

25.5	Employees, except Security employees, are entitled to an unpaid meal break of not less than 30 minutes, and not more than 1 hour, the length of time depending on operational requirements, to be taken no later than after every 5 hours worked within each ordinary hours rostered shift.

25.6	Security employees, including casual employees, may take a paid meal break of not less than 20 minutes not earlier than 4 hours nor later than 5 hours after the start of each shift, where it is reasonably practicable to do so.

25.7	All employees except those in security classifications may take a paid tea break of 20 minutes (or two 10 minute breaks) in each ordinary hours rostered shift of 4 hours or more, at a time determined by operational needs, without loss of pay for any ordinary hours rostered during such absence.

Employees Engaged Part-Time

25.8	The ordinary hours of work for employees engaged part-time will be the same as those for employees engaged full-time except that:

(a)	the number of ordinary hours of work per week will be agreed between the employee and Taronga, provided that they are not less than 32 hours over a designated period of 28 consecutive days;

(b)	hours worked up to 152 hours over a designated period of 28 consecutive days, within the pattern of hours prescribed by the Award for a comparable employee engaged full-time, will be paid as ordinary hours;

(c)	ordinary hours may be worked in shifts of not less than 3 hours duration, unless agreed otherwise by the employee and Taronga;

(d)	the pattern of hours may be varied, within the pattern of hours prescribed by the Award for a comparable employee engaged full time, by agreement between the employee and their Supervisor; and

(e)	Taronga may vary the pattern of hours, within the pattern of hours prescribed by the Award for a comparable employee engaged full time, giving 7 days notice. 

26.  Rest Period

26.1	Work will be rostered so that employees have at least 8 consecutive hours off work, or 10 consecutive hours off work in the case of TZ Works and Trades employees, between the work of successive shifts when it is reasonably practicable to do so.

26.2	If an employee does not have the prescribed hours off between finishing one shift and being rostered to start another shift, they will be released from work after completion of the shift until they have had the prescribed consecutive hours off work, without loss of pay for ordinary hours rostered during the absence. 

26.3	If Taronga instructs an employee to resume or continue work without having had the prescribed consecutive hours off work, the employee will be paid at double time rates of pay until released from work and able to take the prescribed break.

27.  Shift Loadings

27.1	Guest Experience Attendants and the Security Manager will not receive the shift loadings set out in this clause, except for the shift loading for a Public Holiday.

27.2	Where an employee is entitled to an additional day in lieu of part of the loading for working a Public Holiday, the timing of the day will be agreed between the employee and their Supervisor but must be taken before the end of the designated period of 28 consecutive days following the period in which the Public Holiday fell.

All employees engaged after 26 May 2004 

27.3	Ordinary hours of work will attract the following shift loadings:

	(a)	Monday to Friday 5:00 am to 7:00 pm 
	Nil

	(b)	Monday to Friday after 7:00 pm before 5:00 am
	15%

	(c)	Saturday
	50%

	(d)	Sunday
	100%

	(e)	Public Holidays
	150%

	(f)	Public Holidays where an additional day is taken off in lieu of the loading
	50%



27.4	Where an employee commences a shift in one time period and concludes it in a different time period, then the hours worked will attract the relevant loading for the period during which the time was worked.

TZ Cleaner, Security, Guest Experience and Sky Safari employees engaged before 26 May 2004

27.5	Ordinary hours of work will attract the following shift loadings:

	(a)	Monday to Friday 6:00 am to 7:00 pm
	Nil

	(b)	Commencing at or after 5.00am and before 6.00am
	10%

	(c)	Finishing after 7:00 pm and at or before midnight
	15%

	(d)	Finishing after midnight and at or before 8:00am (night shift)
	17.5%

	(e)	Non rotating night shift roster (i.e. where night shifts are worked which do
	30%

	
	not rotate or alternate with another shift so as to give an employee at least one- 
	

	
	third of  their working time off night shift in each roster cycle)
	

	(f)	Saturday
	50%

	(g)	Sunday
	100%

	(h)	Public Holidays
	150%

	(i)	Public Holidays where an additional day is taken off in lieu of the loading
	50%



28.  Overtime

28.1	Hours worked at the direction of Taronga outside ordinary hours of work as set out in this Award, will be overtime.

28.2	Taronga may direct an employee to work a reasonable amount of overtime taking into account:

(a)	an employee’s prior commitments outside the workplace, particularly their family responsibilities, community obligations and study arrangements; and

(b)	the urgency of the work required to be performed, the impact on Taronga’s operational requirements and the effect on customer services.

28.3	Overtime rates of pay will be:

(a)	Monday to Saturday - time and a half for the first 2 hours and double time thereafter;

(b)	Sunday - double time;

(c)	Public Holidays - double time and a half; and

(d)	No 8 or 10 hour break - double time.

28.4	If their manager agrees, an employee who works overtime may elect to take time off work in lieu of payment for all or part of the overtime.  The time off will be calculated at the same rate as would have applied to the payment of the overtime.  The following provisions will apply to time off in lieu:

(a)	Before the overtime is worked, or as soon as practicable on completion of overtime, the employee will advise their manager, or the manager’s delegate, that they intend to take time off in lieu of payment.

(b)	The time off in lieu must be taken at the convenience of Taronga, except when it is being taken to look after a sick family member in accordance with the provisions under Section 6 - Leave of the Crown Employees (Public Service Conditions of Employment) Reviewed Award 2009,

(c)	Time off in lieu accrued for overtime worked on days other than Public Holidays, will be given and taken within three months of accrual.

(d)	At the employee’s election, time off in lieu for overtime worked on a Public Holiday may be added to the employee’s annual leave credits and may be taken in conjunction with annual leave.
(e)	An employee will be paid for the balance of any overtime entitlement not taken as time off in lieu.

28.5	Overtime will not attract shift loadings, except as provided under this clause for ongoing Security employees who work "Elective Overtime".




Meal Breaks

28.6	An employee required to work overtime for more than 2 hours after an ordinary hours rostered shift will be allowed a 30 minute unpaid meal break and then a further 30 minute unpaid break after every 5 hours of overtime worked thereafter.

28.7	An employee required to work overtime on a rostered day off will be allowed a 30 minute unpaid meal break after every 5 hours of overtime worked.

Elective Overtime for Ongoing Security Employees

28.8	Ongoing Security employees, including the Security Manager, may request to work hours in addition to their ordinary hours as "elective overtime" under the following conditions:

(a)	elective overtime is overtime requested by the employee not directed by Taronga;

(b)	Taronga will have regard for the wellbeing of an employee in scheduling elective overtime;

(c)	elective overtime will be paid at the employees’ classification and grade to a maximum of a  Security Officer Grade 2 wage with a 15% loading in addition to any weekend, Public Holiday or other shift loading; and

(d)	the provisions of Clause 26, Rest Period and Subclause 22.28 Overtime Meal Allowance of the Award will not apply.

28.9	The provisions of this clause, except in relation to elective overtime, do not apply to the classification of Security Manager.

29.  Call Back

29.1	An employee recalled to work overtime to attend Taronga premises and/or the premises of a client or clients of Taronga (the workplace) for any reason after leaving the premises (whether notified before or after leaving the premises) will be paid for a minimum of 3 hours.

29.2	For TZ Cleaner, Security, Guest Experience and Sky Safari employees, where the recall is for the purpose of a disciplinary and/or counselling interview and/or administrative procedures such as completing or attending to Workers’ Compensation forms, incident reports or break/entry reports, an employee will be paid a minimum of 2 hours at the relevant rate for each recall.

29.3	Where the actual time worked is less than 3 hours on each recall, overtime worked in the circumstances specified in this clause will not be regarded as overtime for the purposes of Clause 26 Rest Period.

29.4	Time worked will be calculated as one continuous period when an employee returns to the workplace on a number of occasions in the same day and the first or subsequent minimum pay period overlaps into the next call out period.  Payment will be calculated from the start of the first recall until either the end of work, or the minimum pay period from the start of the last recall, whichever is the greater.

29.5	A recall to work starts when the employee starts work and finishes when the work is completed i.e. it does not include time spent travelling to and from the place at which work is to be done.

29.6	This clause does not apply if an employee is regularly required to return to Taronga premises to perform a specific job outside rostered hours or if overtime is continuous (subject to a reasonable meal break) with the end or the beginning of a rostered shift.

29.7	This clause does not apply to the classification of Security Manager.




30.  Starting and Finishing Work 

30.1	An employee’s starting and finishing times of ordinary hours of work will be calculated from the time they arrive at the actual job or work station or signing on point, or from the time they are rostered to commence work. However if an employee is required to collect Taronga equipment before going to the work site or return Taronga equipment at the end of work from a location other than the actual work site or sites, then the starting and finishing times will operate from the point of collection or return.

30.2	Employees will be entitled to 10 minutes paid time immediately before finishing a shift, for washing and for changing their clothes at change room facilities provided by Taronga.

31.  Annual Leave 

31.1	Full time TZ employees are entitled to 4 weeks annual leave for working a whole year.  Part time TZ employees are entitled to the equivalent pro rata rate.

31.2	Full time TWPZ employees are entitled to 5 weeks annual leave for working a whole year.  Part time TWPZ employees are entitled to the equivalent pro rata rate.

31.3	In addition to the annual leave entitlements provided by this clause, ongoing employees who are rostered to work their ordinary hours on Sundays or Public Holidays, during the period 1 December of one year to 30 November of the following year (or part thereof), are entitled to additional annual leave on the following basis.

	Number of ordinary shifts worked on Sundays and/or Public Holidays during a qualifying period of 12 months from 1 December one year to 30 November the next year
	Additional Annual Leave Entitlement

	4 - 10
	1 additional days leave

	11 - 17
	2 additional days leave

	18 - 24
	3 additional days leave

	25 - 31
	4 additional days leave

	32 or more
	5 additional days leave



32.  Annual Leave Loading

32.1	Employees, except for TZ Cleaner, Security, Guest Experience and Sky Safari employees engaged before 26 May 2004 who are rostered as shift workers, are entitled to an annual leave loading of 17.5% of the base salary of up to 4 weeks annual leave accrued in a leave year.

32.2	TZ Cleaner, Security, Guest Experience and Sky Safari employees engaged before 26 May 2004 who are rostered as shift workers will be entitled to either an annual leave loading of 17.5% of the base salary of up to 4 weeks annual leave accrued in a leave year or the averaged shift loadings for the previous leave year (excluding Public Holidays), whichever is the greater.

32.3	For the purpose of calculating annual leave loading, the leave year will start on 1 December of each year and end on 30 November of the following year.

32.4	Payment of annual leave loading will not be made on any annual leave taken in the first leave year of employment, i.e. from the date of employment to the following 30 November.  The loading accrued in the first leave year will be paid during the second leave year of employment.

32.5	Leave loading will be paid on the first occasion in a leave year (other than the first leave year) when at least 2 consecutive weeks of annual leave is taken.

32.6	In the event that a 2 week period of annual leave is not taken by 30 November each year, then the monetary value of the annual leave loading accrued over the previous year will be paid as soon as practicable.

32.7	An annual leave loading will not be paid on resignation/termination arising from misconduct.
32.8	Annual leave loading will be paid on retirement or termination by Taronga, except for misconduct, if the loading would have been due had the employee taken 2 weeks annual leave.

33.  Public Holidays and Picnic Days

33.1	Public Holidays are: New Year's Day, Australia Day, Good Friday, Easter Saturday, Easter Sunday, Easter Monday, Anzac Day, Queen's Birthday, Labour Day, Christmas Day, Boxing Day, and any such other holiday that may be proclaimed as a Public Holiday applicable to the operation of the Award.

33.2	For TWPZ and TZ Works and Trades employees, the first Monday in December each year will be a Union Picnic Day and will be treated as a Public Holiday.

33.3	For TZ Cleaner, Security, Guest Experience and Sky Safari employees the first Monday in August each year will be a Picnic Day and will be treated as a Public Holiday.

33.4	For an employee who works according to an ordinary hours roster that covers every day of the week, if a Public Holiday occurs on a rostered day off they will be paid for an additional 7 hours and 36 minutes ordinary hours. Employees who do not work the seven-day roster will not be entitled to this payment. 

34.  Uniforms, Personal Protective Clothing and Equipment

34.1	Where an employee is required to wear a uniform, Taronga will provide employees with appropriate uniforms that will be allocated in accordance with the work patterns of employees. 

34.2	Taronga will provide ongoing TZ Works and Trades employees engaged full-time with an initial allocation of the following protective clothing:

(a)	5 shirts

(b)	3 pairs of shorts/trousers

(c)	1 belt (if required)

(d)	1 sweatshirt

(e)	1 jacket

(f)	5 pairs of socks

(g)	a pair of boots

(h)	1 wide brimmed hat

(i)	1 pair of safety glasses 

(j)	1 set of wet weather gear.

Allocations to employees engaged part-time, and/or who are casual employees, will be determined by Taronga according to the employee’s work patterns.

34.3	Employees are required to wear uniforms provided by Taronga at all times when performing their functions and will maintain their uniforms in a neat, clean and presentable manner.

34.4	Taronga will supply an employee who is required to work in wet weather with suitable wet weather clothing including a waterproof coat or cape, waterproof hat, trousers and rubber boots. 

34.5	Where an employee is required to clean toilets or to use acids or other hazardous substances, they will be supplied with personal protective equipment by Taronga.

34.6	Protective equipment and clothing, together with replacement uniform items, are provided as needed.  Unserviceable uniforms and equipment must be returned when a request for replacement is made.

34.7	Uniforms, protective clothing and other equipment issued by Taronga to employees will remain the property of Taronga. 

34.8	An employee will return all items of protective equipment and clothing together with any keys, identification cards and other items issued to them by Taronga when they cease employment with Taronga. 

34.9	If an employee fails to return any uniform or protective clothing issued to them by Taronga when they cease employment with Taronga, Taronga may deduct the monetary value of the uniform or protective clothing from the employee’s separation pay if the employee has given Taronga prior written authority to do so.  Taronga may require an employee to sign a written authority on engagement or on receipt of the next issue of uniform and protective clothing.

Firearms

34.10	An employee must not carry firearms unless they are required to do so by Taronga.

34.11	If an employee is required by Taronga to carry firearms:

(a)	Taronga will train the employee in the use of the firearms with refresher courses every 12 months and the time taken for the training will be counted as time worked;

(b)	the firearms will be provided by Taronga; and

(c)	the firearms will be maintained in a reasonable condition by Taronga.

35.  Secure Employment

35.1	Objective of this clause

The objective of this clause is for Taronga to take all reasonable steps to provide its employees with secure employment by maximising the number of ongoing roles in Taronga’s workforce, in particular by ensuring that casual employees have an opportunity to elect to become full-time or part-time employees.

35.2	Casual Conversion

(a)	A casual employee engaged by Taronga on a regular and systematic basis for a sequence of periods of employment under this Award during a calendar period of 6 months will thereafter have the right to elect to have his or her ongoing contract of employment converted to ongoing full-time employment or part-time employment if the employment is to continue beyond the conversion process prescribed by this subclause.

(b)	Every employer of such a casual employee will give the employee notice in writing of the provisions of this subclause within 4 weeks of the employee having attained such period of 6 months. However, the employee retains his or her right of election under this subclause if the employer fails to comply with this notice requirement.

(c)	Any casual employee who has a right to elect under subclause 33.2(a), upon receiving notice under subclause 33.2(b) or after the expiry of the time for giving such notice, may give 4 weeks’ notice in writing to Taronga that he or she seeks to elect to convert his or her ongoing contract of employment to full-time or part-time employment, and within 4 weeks of receiving such notice from the employee, Taronga will consent to or refuse the election, but will not unreasonably so refuse. Where Taronga refuses an election to convert, the reasons for doing so will be fully stated and discussed with the employee concerned, and a genuine attempt will be made to reach agreement. Any dispute about a refusal of an election to convert an ongoing contract of employment will be dealt with as far as practicable and with expedition through the disputes settlement procedure. 

(d)	Any casual employee who does not, within 4 weeks of receiving written notice from Taronga, elect to convert his or her ongoing contract of employment to full-time employment or part-time employment will be deemed to have elected against any such conversion.

(e)	Once a casual employee has elected to become and been converted to a full-time employee or a part-time employee, the employee may only revert to casual employment by written agreement with Taronga.

(f)	If a casual employee has elected to have his or her contract of employment converted to full-time or part-time employment in accordance with subclause 33.2(c), Taronga and the employee will, in accordance with this subclause, and subject to subclause 33.2(c), discuss and agree upon:

(i)	whether the employee will convert to full-time or part-time employment; and

(ii)	if it is agreed that the employee will become a part-time employee, the number of hours and the pattern of hours that will be worked either consistent with any other part-time employment provisions of this Award pursuant to a part time work agreement made under Chapter 2, Part 5 of the Industrial Relations Act 1996 (NSW);

Provided that an employee who has worked on a full-time basis throughout the period of casual employment has the right to elect to convert his or her contract of employment to full-time employment and an employee who has worked on a part-time basis during the period of casual employment has the right to elect to convert his or her contract of employment to part-time employment, on the basis of the same number of hours and times of work as previously worked, unless other arrangements are agreed between Taronga and the employee.

(g)	Following an agreement being reached pursuant to subclause 33.2(f), the employee will convert to full-time or part-time employment. If there is any dispute about the arrangements to apply to an employee converting from casual employment to full-time or part-time employment, it will be dealt with as far as practicable and with expedition through the disputes settlement procedure. 

(h)	An employee must not be engaged and re-engaged, dismissed or replaced in order to avoid any obligation under this subclause.

36.  Contractors and Volunteers

36.1	Subject to the provisions of this clause, wherever possible work carried out at either TWPZ or by a TZ Works and Trades areas, will be performed by employees of Taronga.

36.2	Where work requires specialist skills, tools, plant or equipment, Taronga will consider the training of and/or hiring of such tools, plant and equipment to enable employees to carry out the work.

36.3	Contractors may be engaged to perform work if it is impracticable for the work to be carried out by employees because specialist skills and/or tools, plant or equipment are unavailable; or the timeframe is unacceptable; or there are competing priorities. (e.g. waste management).

36.4	Where contractors are engaged, Taronga will ensure that all relevant awards and agreements are observed.

36.5	Employees may be required to work cooperatively with contractors and such work will not give rise to any claims for extra payments.

36.6	Taronga will continue to support the efforts of volunteers whose services aim to enhance the public’s experience while visiting Taronga.

36.7	Employees may be required to work co-operatively with volunteers and/or students and such work will not give rise to any claims for extra payments.

37.  Anti-Discrimination

37.1	The parties bound by the Award respect and value equity and diversity in the workplace.

37.2	It is the intention of the parties bound by the 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, pregnancy, physical or mental disability, homosexuality, transgender identity, age, and carer’s responsibilities. 

37.3	It follows that in fulfilling their obligations under the dispute resolution procedures prescribed in the Award, the parties have obligations to take all reasonable steps to ensure that the operation of the provisions of the 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.

37.4	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.

37.5	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 the Award from pursuing matters of unlawful discrimination in any State or Federal jurisdiction.

37.6	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. 

38.  Delegates and Trade Union Activities

Right of Entry of Union Officials

38.1	A Union official or officer may enter Taronga premises at any time during working hours for the purposes of conducting Union business provided that prior to an anticipated visit they make contact with People, Culture and Safety, the nominated manager, or other senior manager, to outline the reason for and timing of the visit.

38.2	A Union official or officer has the right to meet with their members when they are not working.  Where they request to meet with their members during work time this is subject to the needs of Taronga operations and must be approved by the relevant manager. 

38.3	A Union official or officer will at all times be bound by the rules and standards of Taronga whilst on Taronga property including undertaking site inductions when they intend to visit the site on a regular or ongoing basis, and complying with security procedures for admission onto the property.

38.4	A Union official will have regard for the provisions of the New South Wales Industrial Relations Act 1996.




Delegates

38.5	A delegate is an employee who has been elected by fellow employees to be their Union representative and whose name has been registered with Taronga by the relevant Union.

38.6	A Union official may contact a delegate at work if they first contact the relevant manager, or other Taronga nominated representative, to make arrangements for the contact with the delegate at a convenient time.

38.7	Taronga will cooperate with a Union to release and pay delegates, at ordinary hours rates of pay, for up to 12 days over two years per union, to attend agreed Union courses in cases where:

(a)	there is prior consultation with Taronga about the course content and the ability to release particular employees from the job;

(b)	the course is aimed at improving industrial relations and deals with relevant matters including SafeWork NSW and Work Health and Safety; and

(c)	where relevant, there is an opportunity for Taronga participation in or contribution to the course. 

Payroll Deductions for Union Membership Subscriptions

38.8	Taronga will make fortnightly deductions of the fortnightly union membership fee from the pay of an employee who is a member of a Union in accordance with the Union’s rules, provided that:

(a)	the employee has authorised Taronga to make such deduction;

(b)	a Union has provided Taronga with a schedule setting out union fortnightly membership fees payable by members of the Union in accordance with the Union’s rules; 

(c)	the Union has advised Taronga of any change of the fortnightly membership fee, consequent upon a variation of the annual union membership fee as provided in the Union rules, at least one month in advance of the variation taking effect, with no more than two variations to be effected in any financial year;

(d)	deduction of the fortnightly membership fee will only occur in each pay period in which payment has or is to be made to an employee;

(e)	as soon as practicable after the fortnightly pay period has been processed, monies deducted from employees’ pay will be forwarded fortnightly to the Union by way of electronic funds transfer, together with all necessary information to enable the Union to reconcile and credit subscriptions to employees’ Union membership accounts;

(f)	no fortnightly membership fee will be deducted for periods where an employee is absent on leave without pay, including unpaid parental, sick or carers’ leave;

(g)	for casual employees the fortnightly membership fee will only be deducted, if the casual employee has worked within the relevant fortnightly pay period; and

(h)	where an employee has already authorised the deduction of union membership fees from their pay prior to this clause taking effect, nothing in this clause will be read as requiring the employee to make a fresh authorisation in order for such deductions to continue.







Schedule 1 

Wage Rates (Weekly)

	Classification
	Weekly
	Weekly

	
	5 July 2021
	4 July 2022

	Apprentice
	
	

	Apprentice - 1st year
	509.30
	522.2

	Apprentice - 2nd year
	664.70
	681.5

	Apprentice - 3rd year
	846.50
	867.9

	Apprentice - 4th year
	974.00
	998.6

	TZ Labourer/Driver/Operator
	
	

	Grade 1
	1061.60
	1088.5

	Grade 2
	1116.60
	1144.8

	Grade 3
	1138.40
	1167.2

	TZ Labourer/Driver/Operator (Leading Hand)
	1181.80
	1211.7

	TWPZ Labourer
	
	

	Grade 1
	1078.00
	1105.3

	Grade 2
	1156.60
	1185.9

	Grade 3
	1179.00
	1208.8

	Grade 4
	1195.90
	1226.2

	TWPZ Labourer (Leading Hand)
	1258.80
	1290.6

	Water Systems Operator
	1236.70
	1268

	Water Systems Operator (Leading Hand)
	1267.40
	1299.5

	TZ Tradesperson
	
	

	Grade 1
	1147.20
	1176.2

	Grade 2
	1169.40
	1199

	TZ Tradesperson (Leading Hand)
	1223.80
	1254.8

	TZ Tradesperson - Plumber
	
	

	Grade 1
	1158.70
	1188

	Grade 2
	1181.50
	1211.4

	TZ Tradesperson - Plumber (Leading Hand)
	1236.00
	1267.3

	Tradesperson - Electrician
	
	

	Grade 1
	1222.00
	1252.9

	Grade 2
	1245.80
	1277.3

	Tradesperson - Electrician (Leading Hand)
	1300.20
	1333.1

	TWPZ Tradesperson
	1205.60
	1236.1

	TWPZ Tradesperson (Leading Hand)
	1260.20
	1292.1

	TWPZ Tradesperson - Plumber
	1216.60
	1247.4

	TWPZ Tradesperson - Plumber (Leading Hand)
	1272.40
	1304.6

	Senior Tradesperson/Technician/Specialist
	
	

	Grade 1
	1339.90
	1373.8

	Grade 2
	1478.60
	1516

	Works and Trades Supervisor
	
	

	Grade 1
	1523.90
	1562.5

	Grade 2
	1642.90
	1684.5

	Grade 3
	1694.80
	1737.7

	Sky Safari Attendant
	
	

	Grade 1
	870.4
	892.4

	Grade 2
	904.6
	927.5

	Sky Safari Operator
	972.5
	997.1

	Senior Sky Safari Operator
	1105.30
	1133.3

	TWPZ Cleaners employed before the beginning of the first full
	
	

	pay period commencing on or after 3 March 2006
	
	

	Grade 1
	888.6
	911.1

	Grade 2
	991.7
	1016.8

	Grade 3
	1049.5
	1076.1

	Cleaner (Leading Hand)
	1095.00
	1122.7

	Cleaning Supervisor
	1141.2
	1170.1

	TZ Cleaners and TWPZ Cleaners employed after the beginning of the first full pay period commencing on or after 3 March 2006
	
	

	Grade 1
	888.6
	911.1

	Grade 2
	991.7
	1016.8

	Grade 3
	1023.50
	1049.4

	Cleaner (Leading Hand)
	1069.00
	1096

	Cleaning Supervisor
	1115.20
	1143.4

	TWPZ Guest Experience Attendant
	
	

	Under 16 years
	522.8
	536

	16 years
	610
	625.4

	17 years
	697.1
	714.7

	18 years and over
	784.3
	804.1

	Junior Guest Experience Officers
	
	

	Under 16 years
	580.3
	595

	16 years
	677
	694.1

	17 years
	773.7
	793.3

	Guest Experience Officer
	870.4
	892.4

	Senior Guest Experience Officer
	904.6
	927.5

	Guest Experience Coordinator
	1075.50
	1102.7

	Gatekeeper
	981.9
	1006.7

	Security Officer
	
	

	Grade 1
	981.9
	1006.7

	Grade 2
	1013.60
	1039.2

	Senior Security Officer
	1048.50
	1075

	Assistant Security Manager
	1105.30
	1133.3

	Security Manager
	
	

	Year 1
	1641.20
	1682.7

	Year 2
	1782.10
	1827.2

	Year 3
	1923.00
	1971.7



Schedule 2 

Allowances

	Description 

	The following allowances will be payable on commencement of this Award and will be increased in line with the increases to the wage rates contained in the Award

	Tool Allowance 
	Per week 2021
$
	Per week 2022
$

	Carpenter
	34
	34.85

	Electrician Tool Allowance
	21.2
	21.75

	Motor Mechanic
	34
	34.85

	Painter
	8.15
	8.35

	Plasterer
	28
	28.7

	Plumber
	34
	34.85

	Welder (First Class)
	34
	34.85

	The following allowances will apply from the first full pay period on or after 1 July 2022 and will be increased in line with the increases to the wage rates contained in the Award

	Licence Allowance (Payable once approved by NSW Fair Trading) Plumber, Gasfitter and Drainer when required to act on: 
	Per Hour
	Per Hour 

	
	$
	$

	- Plumber licence
	1.35
	1.38

	- Gasfitter licence
	1.35
	1.38

	- Drainer licence
	1.14
	1.17

	- Plumber and gasfitter licence
	1.81
	1.86

	- Plumber and drainer licence
	1.81
	1.86

	- Gasfitter and drainer licence
	1.81
	1.86

	- Plumber, gasfitter and drainer licence
	2.49
	2.55

	Electricians Licence 
	51.85 per week
	53.15 per week

	Plumber Tradesperson Certificate Allowance (Payable once approved by Service NSW)
	1.05 per hour
	1.08 per hour

	
	
	

	Chokage Allowance
	9.8 per day
	10.05 per day

	Fouled Equipment Allowance
	9.8 per day
	10.05 per day

	Senior First Aid Allowance
	17.9 per week
	18.35 per week

	Occupational First Aid Allowance
	
	

	The following allowances will apply from the first full pay period on or after 1 July 2022 and will not be varied during the life of the Award

	Labourer/Driver/Operator Travel Allowance
	10.20 per week
	10.20 per week

	TWPZ Disability Allowance
	15.50 per week
	15.50 per week

	Insurance of Tools
	1495.00
	1495.00

	The following allowance will apply from the first full pay period on or after 1 July 2022 and will be varied thereafter so as to remain consistent with reasonable allowances for the appropriate income year as published by the Australian Taxation Office

	Overtime Meal Allowance
	DPC Circular
	DPC Circular

	On Call (Standby Allowance)
	1.00 per hour
	1.00 per hour

	The following allowance will apply from the first full pay period on or after 1 July 2022 and will be varied thereafter on July 1 of each year in line with the increases in the Consumer Price Index for Sydney during the preceding year (March quarter figures).

	Laundry Allowance
	5.10 per week
	5.10 per week

	Bus Allowance - TWPZ only
	5.65 per shift 
	5.65 per shift

	Overnight Allowance
	35.10 per overnight shift
	35.10 per overnight shift



The Award will take effect from the first full pay period on or after 1 July 2022. 

Appendix A: Classifications

The provisions of this clause will not limit Taronga from allocating to an employee other duties consistent with Clause 9 - Workplace Flexibility and Multi-skilling of the Award or changing, with written advice, the expected nature and mix of duties consistent with the classification requirements.

TZ Labourer/Driver/Operator

20.2	A TZ Labourer/Driver/Operator will undertake duties as directed by their Supervisor.

20.3	The requirements for a TZ Labourer/Driver/Operator Grade 1 are:
(a)	have less than 12 months relevant experience;

(b)	to be able to perform basic tasks in maintenance, construction and transport; 

(c)	to operate relevant machinery and tools; 

(d)	to have their performance monitored by close supervision; 

(e)	to carry out tasks in conjunction with other workers as required;

(f)	to possess and maintain the NSW Accredited General Construction Induction Card;

(g)	to possess and maintain a NSW (Class C) Drivers licence;

(h)	to undertake training in heavy rigid or medium rigid if required;

(i)	to undertake forklift training or other operator training if required;

(j)	to be prepared to undertake training to develop skills relevant to Taronga.

20.4	The requirements of a TZ Labourer/Driver/Operator Grade 2, in addition to the requirements of TZ Labourer/Driver/Operator Grade 1, are:

(a)	minimum 12 months relevant experience;

(b)	to perform tasks in maintenance, construction and transport under general supervision and direction;.

20.5	The requirements of a TZ Labourer/Driver/Operator Grade 3, in addition to the requirements of TZ Labourer/Driver/Operator Grade 2, are:

(a)	preparedness to fully integrate the duties of Driver, Labourer and Operator;

(b)	to have 2 years or more relevant experience;

(c)	to perform tasks without supervision;

(d)	to perform some complex tasks within the range of duties required by Taronga exercising some initiative in the application of established work practices

(e)	to contribute to decision-making processes via relevant manager;

(f)	to be able to supervise employees;

(g)	to undertake on-the-job training in basic tradespersons skills as required by Taronga.

TZ Labourer/Driver/Operator (Leading Hand)

20.6	The requirements of a TZ Labourer/Driver/Operator (Leading Hand) in addition to the requirements of TZ Labourer/Driver/Operator Grade 3, are:

(a)	to supervise workers, allocate duties, provide direction on work, monitor performance, plan and set out tasks, meet deadlines;

(b)	to be responsible for conducting training (including induction) and assessing competency;

(c)	to be able to perform a wide range of complex tasks;

(d)	may work independently and be responsible for a section of work following established priorities and work practices.

TWPZ Labourer

20.7	The requirements of a TWPZ Labourer Grade 1 are:

(a)	less than 12 months relevant experience;

(b)	to perform basic tasks in landscaping, horticulture, maintenance and construction; 

(c)	to have performance monitored by close direction and/or continual performance assessment; 

(d)	to operate relevant machinery and tools;

(e)	to carry out tasks in conjunction with other workers as required;

(f)	to possess and maintain the NSW Accredited General Construction Induction Card;

(g)	to possess and maintain a NSW (Class C) Drivers licence;

(h)	to undertake training in heavy rigid or medium rigid if required;

(i)	to undertake forklift training or other operator training if required;

(j)	to be prepared to undertake training to develop skills relevant to Taronga.

20.8	The requirements of a TWPZ Labourer Grade 2, in addition to the requirements of TWPZ Labourer Grade 1, are:

(a)	minimum 12 months relevant experience;

(b)	to have performance monitored by general supervision and direction.

20.9	The requirements of a TWPZ Labourer Grade 3, in addition to the requirements of TWPZ Labourer Grade 2 are:

(a)	minimum 2 years or more relevant experience;

(b)	to perform tasks without supervision;

(d)	to perform some complex tasks within the range of duties required by Taronga exercising some initiative in the application of established work practices;

(d)	to exercise appropriate decision-making including exercising some initiative in the application of established work practices;

20.10	The requirements of a TWPZ Labourer Grade 4, in addition to the requirements of TWPZ Labourer Grade 3 are:

(a)	minimum 3 years relevant experience;

(b)	to be able to perform a wide range of complex tasks;

(c)	the ability to supervise workers, allocate duties, provide direction on work, monitor performance, plan and set out tasks, meet deadlines;

(d)	to assist in conducting training (including induction) and assessing competency;

(e)	may work independently and be responsible for a section of work following established priorities and work practices.

TWPZ Labourer (Leading Hand)

20.11	The requirements of a TWPZ Labourer (Leading Hand), in addition to the requirements of TWPZ (Labourer) Grade 4 are: 

(a)	to supervise workers, allocate duties, provide direction on work, monitor performance, plan and set out tasks, meet deadlines;

(b)	to work independently and be responsible for a section of work following established priorities and work practices;
(c)	to be responsible for conducting training (including induction) and assessing competency.

Water Systems Operator

20.12	The requirements of a Water Systems Operator are:

(a)	to ensure plant operation and maintenance is performed in accordance with operational licensing requirements of the plant;

(b)	to ensure the plant is maintained in a clean, presentable and operational manner, including using any additives as necessary;

(c)	to administer plant documentation including the provision of reports regarding plant conditions, testing and licensing status to the relevant manager; 

(d)	to operate and maintain Taronga water systems to satisfy approved stakeholder requirements;

(e)	to record all maintenance activities as required by Taronga;

(f)	to ensure appropriate management and storage of chemicals;

(g)	to possess and maintain the NSW Accredited General Construction Induction Card;

(h)	to possess and maintain a NSW (Class C) Drivers licence.

Water Systems Operator (Leading Hand)

20.13	The requirements of a Water Systems Operator (Leading Hand) in addition to the requirements of Water Systems Operator are: 

(a)	have demonstrated experience in monitoring and optimising the performance of water systems to ensure water quality requirements are met and maintained;

(b)	have high level of experience in the maintenance and operations of water treatment systems;

(c)	to be able to identify and coordinate maintenance tasks associated with all water treatment systems liaising with external service providers;

(d)	to ensure that all works associated with water systems is carried out in a safe and efficient manner;

(e)	have the ability to train workers and document processes and procedures related to all water systems;

(f)	to ensure that all records are maintained to meet the requirements of all stakeholders and statutory authorities;

(g)	to supervise other workers, allocate duties, monitor performance and provide direction on work to be performed, as required;(h)	to be responsible for planning, co-ordinating, ordering of stores and general management of all work within a specific trade;

(i)	to exercise independent action;

(j)	to undertake on-the-job training in basic skills of other trades; and 

(k)	to be responsible for conducting training (including induction) and assessing competency.

TZ Tradesperson 

20.14	The requirements of a TZ Tradesperson Grade 1 are:

(a)	to possess and maintain the NSW Accredited General Construction Induction Card;

(b)	to possess and maintain a NSW Class C Drivers licence;

(c)	to undertake a full range of tradespersons duties; 

(d)	to be able to work without supervision;

(e)	may work independently and be responsible for a section of work following established priorities and work practices;

(f)	to have completed relevant Trade qualification/s as determined by Taronga; and

(g)	to undertake on-the-job training in basic skills of other trades, as required.

20.15	The requirements of a TZ Tradesperson Grade 2, in addition to the requirements of TZ Tradesperson Grade 1, are:

(a)	12 months or more relevant experience;

(b)	to exercise independent action;

(c)	to be capable of and may be required to supervise employees;

(d)	to contribute to decision-making processes via relevant management;

(e)	to assist in conducting training (including induction) and assessing competency;

(f)	to undertake on-the-job training in basic skills of other trades, as a minimum.

TZ Tradesperson (Leading Hand)

20.16	The requirements of a TZ Tradesperson (Leading Hand) in addition to the requirements of TZ Tradesperson Grade 2 are: 

(a)	to supervise other employees, allocate duties, monitor performance and provide direction on work to be performed, as required;

(b)	to be responsible for planning, co-ordinating, ordering of stores and general management of all work within a specific trade;

(c)	to be responsible for conducting training (including induction) and assessing competency.

TZ Tradesperson - Plumber

20.17	The requirements of a TZ Tradesperson - Plumber are:

(a)	to be capable of full range of tradespersons’ duties;

(b)	to be able to work without supervision; 

(c)	to be capable of supervising employees;

(d)	to have the ability to work independently;

(e)	to be responsible for a section of work following established priorities and work practices;

(f)	to possess and maintain the NSW Accredited General Construction Induction Card;

(g)	to possess and maintain a NSW (Class C) Drivers licence;

(h)	to have completed Trades Qualification as determined by Taronga;

(j)	to obtain and maintain a Tradesperson Certificate/Licence, as determined by Taronga, with relevant governing body i.e. NSW Fair Trading;

(k)	to undertake on the job training in the basic skills of other trades; and

(l)	to assist in conducting training (including induction) and assessing competency;

TZ Tradesperson - Plumber (Leading Hand)

20.18	The requirements of a TZ Tradesperson - Plumber (Leading Hand) in addition to the TZ Tradesperson - Plumber are:

(a)	to supervise employees including allocating duties, monitoring performance and providing direction on work to be performed;

(b)	to be responsible for planning, coordinating and ordering of stores;

(c)	to be responsible for general management of all work within a specified trade;

(d)	to obtain and maintain valid licence as per NSW Fair Trading and Taronga’s requirements;

(e)	to be responsible for conducting training (including induction) and assessing competency.

Tradesperson - Electrician

20.19	The requirements of a Tradesperson - Electrician are:

(a)	to be capable of full range of tradespersons’ duties;

(b)	to be able to work without supervision; 

(c)	to be capable of supervising  employees;

(d)	to have the ability to work independently;

(e)	to be responsible for a section of work following established priorities and work practices;

(f)	to have completed Trades Qualifications as determined by Taronga; 

(g)	to obtain and maintain a Tradesperson Certificate/Licence, as determined by Taronga, with relevant governing body i.e. NSW Fair Trading;

(h)	to undertake on the job training in the basic skills of other trades; and
(i)	to possess and maintain the NSW Accredited General Construction Induction Card;

(j)	to possess and maintain a NSW (Class C) Drivers licence;

(k)	to assist in conducting training (including induction) and assessing competency;

Tradesperson - Electrician (Leading Hand)

20.20	The requirements of a Tradesperson - Electrician (Leading Hand) in addition to the requirements of a Tradesperson - Electrician the duties are: 
(a)	to supervise employees including allocating duties, monitoring performance and providing direction on work to be performed;

(b)	to be responsible for planning, coordinating and ordering of stores;

(c)	to be responsible for general management of all work within a specified trade;

(d)	to obtain and maintain valid licence as per NSW Fair Trading requirements;

(e)	to be responsible for conducting training (including induction) and assessing competency.

TWPZ Tradesperson 

20.21	The requirements of a TWPZ Tradesperson are:

(a)	to be capable of full range of tradespersons’ duties;

(b)	to be able to work without supervision; 

(c)	to be capable of supervising employees;

(d)	to have the ability to work independently;

(e)	to be responsible for a section of work following established priorities and work practices;

(f)	to have completed Trade/s Qualification as determined by Taronga;

(g)	to possess and maintain the NSW Accredited General Construction Induction Card;

(h)	to possess and maintain a NSW (Class C) Drivers licence;

(i)	to undertake on the job training in the basic skills of other trades; and

(j)	to assist in conducting training (including induction) and assessing competency;

TWPZ Tradesperson (Leading Hand)

20.22	The requirements of a TWPZ Tradesperson (Leading Hand) in addition to the requirements of a TWPZ Tradesperson are:

(a)	to supervise employees  including allocating duties, monitoring performance and providing direction on work to be performed;

(b)	to be responsible for planning, coordinating and ordering of stores and general management of all work within a specific trade;

(c)	to be responsible for conducting training (including induction) and assessing competency.

TWPZ Tradesperson - Plumber

20.23	The requirements of a TWPZ Tradesperson - Plumber are:

(a)	to be capable of full range of tradespersons’ duties;

(b)	to be able to work without supervision; 

(c)	to be capable of supervising employees ;

(d)	to possess and maintain the NSW Accredited General Construction Induction Card;
(e)	to possess and maintain a NSW Class C Drivers licence;

(f)	to have the ability to work independently;

(g)	to be responsible for a section of work following established priorities and work practices;

(h)	to have completed Trades Qualification as determined by Taronga;

(i)	to obtain and maintain a Tradesperson Certificate/Licence, as determined by Taronga, with relevant governing body i.e. NSW Fair Trading;

(j)	to undertake on the job training in the basic skills of other trades; and

(k)	to assist in conducting training (including induction) and assessing competency;

TWPZ Tradesperson - Plumber (Leading Hand)

20.24	The requirements of a TWPZ Tradesperson - Plumber (Leading Hand) in addition to the requirements of a TWPZ Tradesperson - Plumber are:

(a)	to supervise employees including allocating duties, monitoring performance and providing direction on work to be performed;

(b)	to be responsible for planning, coordinating and ordering of stores and general management of all work within a specified trade;

(c)	to exercise independent action;

(d)	To obtain and maintain valid licence as per NSW Fair Trading requirements;

(e)	to be responsible for conducting training (including induction) and assessing competency.  

Senior Technician/Trades Specialist Grade 1 

20.25	The requirements of a Senior Technician/Trades Specialist Grade 1 are:

(a)	Experience and competency in multiple trades;

(b)	Trade Qualification or equivalent experience as determined by Taronga;

(c)	to be responsible for conducting training (including induction) and assessing competency.

(d)	to supervise employees, allocate duties, monitor performance, provide direction on work to be performed;

(e)	to exercise independent action; 

(f)	to possess and maintain the NSW Accredited General Construction Induction Card;

(g)	to possess and maintain a NSW (Class C) Drivers licence;

Senior Technician/Trades Specialist Grade 2

20.26	The requirements of a Senior Technician/Trades Specialist Grade 2 in addition to the requirements of a Senior Technician/Trades Specialist Grade 1 are:

(a)	to liaise with senior employees in other sections to ensure a co-ordinated approach to work;

(b)	to undertake available management courses and training;
(c)	to manage, guide, develop and support allocated team members to achieve individual and Taronga goals;

(d)	to drive the team’s adoption of an enhanced customer focused approach; and

Works and Trades Supervisor 

20.27	The requirements of a Works and Trades Supervisor are:

(a)	to be responsible for planning, co-ordinating, ordering of stores and general management of all work within the section;

(b)	to ensure asset maintenance work contributes to the presentation, safety, operation and maintenance of facilities, grounds and exhibits;

(c)	verify the work is completed relevantly and achieves Taronga standards;

(d)	to ensure employees under their leadership adhere to all Taronga policies, including work health, safety and environment requirements and the Code of Conduct.

Sky Safari Attendant

20.28	A casual employee, including nominated members of the Sky Safari rescue team, will be employed as a Sky Safari Attendant Grade 1.

20.29	The requirements of a Sky Safari Attendant Grade 1 are:

(a)	have less than 12 months relevant experience; 

(b)	to assist with ensuring the good order and safe operation of Sky Safari cable cars;

(c)	to provide high levels of customer service including greeting, directing and assisting with entry and exit of Sky Safari passengers;

(d)	to perform general cleaning and tidying of Sky Safari cabins and platforms; 

(e)	to work closely with other departments of Taronga to ensure a seamless experience for guests;

(f)	have performance monitored by close supervision; and

(g)	to undertake training as required and provided by Taronga, including Sky Safari Attendants training program.

20.30	The requirements of a Sky Safari Attendant Grade 2, in addition to the requirements of Sky Safari Attendant Grade 1, are:

(a)	more than 12 months relevant experience;

Sky Safari Operator

20.23	The requirements of a Sky Safari Operator, in addition to the requirements of Sky Safari Attendant Grade 2 are:

(a)	have a minimum 6 months relevant experience;

(b)	completion of Sky Safari Operator training and rescue team training;

(c)	to be fully conversant with the Sky Safari Evacuation Manual and all evacuation procedures; 

(d)	to provide maintenance assistance as required;

(e)	to have performance monitored by supervision;

(f)	to complete relevant and required training as provided by Taronga, 

(g)	possess and maintain a current Senior First Aid qualification; and

Senior Sky Safari Operator

20.24	The requirements of a Senior Sky Safari Operator, in addition to the requirements of Sky Safari Operator, are:

(a)	2 years relevant experience;

(b)	to be fully conversant with the Sky Safari Evacuation Manual and all evacuation procedures;

(c)	to take operational control of Sky Safari terminal/s including the performance of regular safety checks and inspections; and

(d)	to provide maintenance assistance as required.

Cleaner

20.25	A casual Cleaner will be employed as a Cleaner Grade 1.

20.26	The requirements of a Cleaner Grade 1 are:

(a)	less than 12 months relevant experience;

(b)	to perform cleaning work of any description on Taronga premises for the greater part of any shift worked, including any of the following tasks, or combination of tasks as directed by Taronga, including the operation of mechanical or other forms of cleaning equipment for which the employee possesses relevant experience or training;

(c)	to distribute and maintain toilet and other requisites and cleaning materials in buildings or establishments including appropriate management of chemicals. 

(d)	to clean carpets including operating equipment used in powder systems or liquid shampoo systems or hot water injection and extraction systems (commonly referred to as ‘steam cleaning’);

(e)	to clean windows and other glass panels and doors, as required;

(f)	to operate ‘ride-on’ powered sweeping machines, where relevant training has been provided; 

(g)	to operate steam cleaning and pressure washing equipment on the exterior of buildings no higher than 2.5 metres on one level;

(h)	to perform customer service as required;

(i)	to have performance monitored by close supervision; and

(j)	to undertake relevant training as provided and required by Taronga.

(k) 	to possess and maintain a NSW (Class C) Drivers licence

20.27	The requirements of a Cleaner Grade 2, in addition to the requirements of Cleaner Grade 1 are:

(a)	more than 12 months relevant experience; 

(b)	to have performance monitored by general supervision and direction; and 

20.28	The requirements of a Cleaner Grade 3, in addition to the requirements of Cleaner Grade 2, are:

(a)	to be able to work unsupervised and usually without detailed instructions;

(e)	to exercise independent action within established work practices;

(f)	to be able to supervise other workers within same classification;

(e)	to monitor stock levels (unsupervised);

(f)	to assist in the completion of quality assurance audits and facility maintenance audits; and

(g)	to deliver training as required.

Cleaner (Leading Hand)

20.29	The requirements of a Cleaner (Leading Hand), in addition to the requirements of Cleaner Grade 3, are:

(a)	to provide support and relief when required to Cleaning Supervisor/s;

(f)	to assist Cleaning Supervisor/s in general supervision of Grade 1, 2 and 3 cleaning duties,  including allocating duties, monitoring performance and providing direction on work to be performed;

c)	to perform tasks without supervision;

(d)	to order supplies, receive deliveries and perform administrative tasks as required;

(e)	to implement cleaning procedures and other relevant cleaning documentation;

(f)	to conduct quality assurance audits and facility maintenance audits;

(g)	possess and maintain a current Senior First Aid qualification; and

Cleaning Supervisor

20.30	The requirements of a Cleaning Supervisor in addition to the requirements of Cleaner Leading Hand are:

(a)	to ensure the clean presentation of Taronga premises by directing, co-ordinating and prioritising the work of cleaners;

(b)	to provide ongoing advice to support the preparation and implementation of rosters;  

(c)	verify the work of Cleaners is completed as per established work practices and achieves Taronga standards;

(d)	to maintain building/s or section/s of Taronga premises; 

(e)	to maintain cleaning equipment;

(f)	to develop and complete quality assurance audits and facility maintenance audits;

(g)	to perform general administration duties including computer based payroll systems, computer based record keeping systems, basic filing system management and other general administration duties
TWPZ Guest Experience Attendant

20.31	The requirements of a Guest Experience Attendant may include but are not limited to the following:

(a)	provide the highest level of customer service to guests;

(b)	meet and greet guests at any entry/exit point to Taronga premises and within the zoo grounds;

(c)	facilitate the hiring of bicycles and motorised carts to guests, including the non-mechanical maintenance, provision and storage of bicycles, motorised carts, helmets, and baskets; and identify any mechanical maintenance that is required to be performed;

(d)	perform financial transactions, including the operation of a cash register; collection, return and check of float/s; and processing of credit card transaction;

(e)	provide information and assistance to guests, including distributing event information/maps, operating attractions, issuing directions, checking tickets after point of sale and other value-adding customer activities;

(f)	provide guests with hire forms and operational instructions, including fitting equipment, completing forms, and checking equipment upon its return;

(g)	maintain bicycles and motorised carts and hire station in a clean and presentable manner; and

(h)	undertake on the job training as required and provided by Taronga.

Notes: Licensed drivers only are to operate motorised carts.

Built into the wage rate for this classification as set out in Schedule 1 of the Award is a component paid in lieu for any claims for shift loadings, except for a Public Holiday shift loading.

Guest Experience Officer

20.32	The requirements of a Guest Experience Officer are to perform any of the following tasks, or combination of tasks:

(a)	meet and greet guests at any point, provide queue management, direction, ticketing and distribute information;

(b)	operate Taronga car park including the management of car park spaces, traffic flow, collection of parking fees and issuing receipts;

(c)	undertake guest service duties as directed, including the provision of information to guests, distributing event information/maps, and assisting and escorting guests;

(d)	perform administrative/operational duties to support guest experience functions; and

(e)	undertake on the job training as required and provided by Taronga.

(f)	to possess and maintain a NSW (Class C) Drivers licence

Senior Guest Experience Officer

20.33	The requirements of a Senior Guest Experience Officer, in addition to the requirements of Guest Experience Officer, are:

(a)	more than 12 months relevant experience within a face to face Customer Service industry;

(b)	to support and assist Guest Experience Coordinator; 
(c)	to provide reports to Guest Experience Coordinator as required including daily issues; 

(d)	to identify WHS issues and generating work requisitions as necessary;

(e)	possess a current Senior First Aid qualification; and

(f)	to complete relevant and required training as provided by Taronga. 

Guest Experience Coordinator

20.34	The requirements of a Guest Experience Coordinator, in addition to the requirements of Senior Guest Experience Officer, are:

(a)	more than 2 years supervisory relevant experience within the Customer Services, Tourism and/or Hospitality industry;

(b)	possess a current Senior First Aid qualification;

(c)	to undertake quality checks and complete logs throughout the day of public area presentation standards, including toilets, litter, food areas and relevant staffing levels and signage, and liaise with management and other departments of Taronga regarding same as required; 

(d)	to report on the impact of construction on guest circulation and advise as to alternative solutions to improve guest experiences;

(e)	to report on guest impact of changes to animals on exhibit;

(f)	to resolve guest issues, consulting with management as relevant;

(g)	to assist in pre-show activities, tours and encounters;

(h)	to assist in briefings delivered by management;

(i)	to supervise or act as ‘meet and greet host’ for booked groups;

(j)	to supervise Guest Experience workers; and

(k)	to prepare and distribute daily reports of activities within the ground as required.

Note: Built into the Guest Experience Coordinator wage rates prescribed in Schedule 1, is a component paid for employees in this classification to be appointed by Taronga to the First Aid Response team and administer First Aid as and when required as an inherent requirement of the role of the Guest Experience Coordinator. This additional salary is in lieu of any claims for first-aid allowance. 

Gatekeeper

20.35	The requirements of a Gatekeeper are:

(a)	while stationed at an entrance and/or exit, to control the movement of persons, vehicles, goods and/or property arriving or departing from Taronga premises or property, including the inspection of vehicles carrying loads of any description to ensure that the load and description of such goods is in accordance with the requirements of the relevant document and/or gate pass;

(b)	to perform area or door attendant/commissionaire role in a commercial building as required and where qualified;

(c)	to perform other security duties consistent with Security Officer Grade 1, for which the Gatekeeper is qualified, as directed; and
(d)	to undertake on the job training as required and provided by Taronga.

Security Officer

20.36	A casual Security Officer will be employed as a Security Officer Grade 1.

20.37	The requirements of a Security Officer Grade 1 are:

(a)	less than 12 months relevant experience;

(b)	to observe, guard and/or protect Taronga premises and/or property; including controlling access to and exit from premises; managing conflict; apprehending offenders; escorting and carrying valuables; providing for safety of persons; assisting in crowd management and maintaining effective relationships with clients, employees and guests of Taronga as part of a team;

(c)	to be fully conversant with Taronga’s Guest Experience and Security procedures relating to Taronga operations, premises and/or property, including emergency procedures for environmental controls of exhibits;

(d)	to be conversant with location and use of all Taronga fire fighting equipment, including service and maintenance requirements;

(e)	to provide a high level of customer and security related services, including Zoo patrols and assistance with operational issues relating to the guest experience;

(f)	to be fully conversant with procedures for accepting injured animals after hours;

(g)	to possess a current Security Industry Certificate, and relevant security licence (1AC); and

(h)	to undertake or have completed on the job training.

(i)	to possess and maintain a NSW  (Class C) Drivers licence, including the ability to drive a manual vehicle

20.38	The requirements of a Security Officer Grade 2, in addition to the requirements of Security Officer Grade 1, are:

(a)	more than 12 months relevant experience; and

(b)	to undertake required training as required and provided by Taronga.

Senior Security Officer

20.39	The requirements of a Senior Security Officer, in addition to the requirements of a Security Officer Grade 2, are:

(a)	a minimum of 3 years industry service; and

(a)	to assist Management in the management of operations as required.

Assistant Security Manager

20.40	The requirements of an Assistant Security Manager, in addition to the requirements of a Senior Security Officer, are:

(a)	liaise with management and other departments of Taronga regarding general security matters;

(b)	to direct inquiries from the general public to relevant management;

(c)	to deputise for the Security Manager as required; and

(f)	to assist the Security Manager in the management of operations.

(g)	To engage and coordinate external security contractors on an as needs basis. 

Security Manager

20.41	The requirements of a Security Manager, in addition to the requirements of an Assistant Security Manager, are:

(a)	to manage, plan and co-ordinate Taronga security operations including recruitment and training of employees  and provide reports as requested, including monthly financial reports and yearly budget plans;

(b)	to co-ordinate emergency procedures;

(c)	to direct Security Officers and Gatekeepers in the daily operations of the security team;

(d)	to oversee and develop Security Officer and Gatekeeper rosters; and

(e)	to perform security duties, and be on-call to respond to security emergencies/matters. 

Note: Built into the Security Manager wage rates prescribed in Schedule 1, is a component paid in lieu of any claims for on call allowance, shift and/or overtime rates, except for elective overtime provided under the Overtime clause of the Award.

Appendix B - Leave Provisions

The following leave conditions are contained in the Crown Employees Conditions of Employment Leave Provisions Section 6 (Clauses 67 - 84) and apply to employees covered by this Award. 

	1
	Absence from Work

	2
	Applying for Leave

	3
	Extended Leave

	4
	Family and Community Service Leave

	5
	Leave Without Pay

	6
	Military Leave

	7
	Observance of Essential Religious Or Cultural Obligations

	8
	Parental Leave

	9
	Purchased Leave

	10
	Sick leave

	11
	Sick leave - Requirements for Evidence of illness

	12
	Sick Leave to care for a family member

	13
	Sick Leave - Workers Compensation

	14
	Sick Leave - Claims other than Workers Compensation

	15
	Special Leave

	16
	.Leave for Matters Arising from Domestic Violence





N. CONSTANT, Chief Commissioner


____________________


Printed by the authority of the Industrial Registrar.
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INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES
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AWARD

PART A

1.  Arrangement

Clause No.	Subject Matter

PART A

1.	Arrangement
2.	Title
3.	Coverage
4.	Definitions
5.	Intent of the Enterprise Award
6.	Commitment to Improving Productivity, Efficiency and Flexibility
7.	Full-time, Part-time and Casual Employees
8.	Hours of Work
9.	Meal Allowance
10.	Meal Breaks
11.	Excess Hours
12.	Public Holidays
13.	Annual Leave
14.	Sick Leave
15.	Personal/Carers Leave
16.	Bereavement Leave
17.	Income Protection Plan
18.	Induction/Training
19.	Consultative Committee
20.	Workplace Health and Safety
21.	Labour Flexibility
22.	Additional Functions
23.	Supplementary Staff
24.	Working in the Rain
25.	Acting Supervisor
26.	Change Rooms
27.	Tools
28.	Trust Uniform and Personal Identification
29.	Job Representative
30.	Wage Rates
31.	Payment of Wages
32.	Terms of Engagement
33.	Redundancy
34.	No Extra Claims
35.	Long Service Leave
36.	Grievance and Dispute Procedures
37.	Declaration
38.	Provision of Training
39.	Commencement and Duration
40.	Jury Service
41.	Superannuation
42.	Anti-Discrimination

PART B

Table 1 - Full Time and Part Time Employees
Table 2 - Casual Employees
Table 3 - Apprentices

2.  Title

This Enterprise Award will be known as the Venues NSW (Ground Staff) Enterprise Award 2022.

3.  Coverage

3.1	This Enterprise Award will apply to all Ground Staff employed by Venues NSW at the Moore Park site, previously regulated by the Sydney Cricket and Sports Ground Trust (Ground Staff) Enterprise Award 2019 made by the New South Wales Industrial Relations Commission. This Enterprise Award will prevail to the extent of any inconsistency.

3.2	This Enterprise Award will apply to:

3.2.1	Venues NSW

3.2.2	Employees engaged by Venues NSW who are employed to work primarily at our venues located at Moore Park who work in the Grounds Department, including apprentices, greenkeepers, mechanics, grounds persons and gardeners; and

3.2.3 	The Australian Worker’s Union, New South Wales.

4.  Definitions

4.1	"Enterprise Award" means the Venues NSW (Ground Staff) Enterprise Award 2022.

4.2	"Enterprise" means Venues NSW

4.3	"Union" means The Australian Workers’ Union, New South Wales

4.4	"A Grade C is an employee with recognised industry experience appropriate to the operational needs of Venues NSW and who is undertaking a structured course in Greenkeeping, Sports Turf Management or a Horticultural Certificate, Diploma or other qualification deemed relevant by Venues NSW at an approved registered training organisation. 

Apprentices who have completed their apprenticeship with Venues NSW will be required to complete one years’ service as a Grade C post qualification completion before progressing to Grade B. 

4.5	"Grounds Person Grade B" will be an employee holding a Greenkeepers Certificate or Horticultural Certificate or other appropriate trade qualification who has also completed the equivalent of one years’ industry experience post qualification.   

4.6	"Grounds Person Grade A" will mean:

4.6.1	an employee who holds a recognised Tertiary qualification relevant to the operational needs of Venues NSW; or
4.6.2 	an employee who holds a dual green keepers and horticultural qualifications or equivalent quantification recognised by Venues NSW and who has completed at least one years’ service at the level of a Grade B Grounds Person; or

4.6.3 	an employee who has completed at least two years’ service as the level of a Grade B Grounds Person.

4.7	"Commission" means the Industrial Relations Commission of NSW

5.  Intent of the Enterprise Award

5.1	This Enterprise Award has been negotiated to provide the vehicle by which the grounds maintenance operations of Venues NSW can be established in an efficient, flexible and productive manner. 

5.2	Venues NSW, and the employees each recognise that the work methods that were used in the past, may not be consistent with the current needs of the Employer. It is therefore important that change be introduced in a consultative, constructive and managed way in order to secure the future viability of the Employer and hence the long term job security of the Employees together with fair and equitable working conditions.

5.3	The parties therefore commit to co-operate in their collective efforts to achieve significant, lasting improvements in productivity, efficiency and flexibility together with fair and equitable working conditions.

5.4	The parties anticipate that the Enterprise Award will:

Increase job satisfaction and security.

Increase the skill levels of all members of the workforce with the implementation of training programs, tailored to meet the requirements of the work programme.

Increase efficiency and profitability.

Establish a management system that generates informed and democratic input from employees on all work-related issues.

Ensure the development of a decisive, committed and responsive decision making structure that resources and supports the contributions of employees to workplace reform.

Achieve change and progress through a process of communications, agreement and teamwork.

Improves the competitive position of Venues NSW in the market.

Protect and enhance the quality of the environment.

Realistically ensure and promote equality of employment and will preclude discrimination on the basis of sex, marital status, ethnic background, religious or political beliefs.

6.  Commitment to Improving Productivity, Efficiency and Flexibility

6.1	The parties to this Enterprise Award are committed to continually developing flexibility over the functions performed by Venues NSW. The flexibility should be consistent with agreed productivity objectives and the removal of artificial demarcation work barriers by agreement, subject to competence and training.

6.2	The commitment extends to individual employees performing tasks that, while primarily involving the skills of the employee’s classification, are incidental or peripheral to the primary task and enables the completion of the whole task. Such incidental or peripheral tasks would be carried out giving due consideration to it being safe, legal, sensible and within the employee’s competence.
6.3	Employees will be required to perform all duties required by Venues NSW within their skill and competence. This clause is designed to ensure the elimination of demarcation barriers preventing an employee from performing the whole job.

6.4	During the term of this Enterprise Award, the parties agree to confer on other productivity improvements.

7.  Full-Time, Part-Time and Casual Employees

7.1	An employee will be engaged as either a full-time, part-time, or casual employee.

7.2	A full-time employee will mean an employee who is engaged to work an average of seventy-six hours in a fortnight.

7.3	A part-time employee will mean an employee engaged to work a minimum of six hours per week or a minimum of twelve hours over twenty-eight days (with a minimum of two hours for each engagement). A part-time employee will receive sick leave, annual leave and long service leave on a pro rata basis.

7.4	A casual employee will mean an employee who is engaged and paid as such. A casual employee will be paid a 20% casual loading in addition to the full-time hourly rate. The casual rate is set out in Table 2 of Part B of this Enterprise Award. The 20% casual loading contained in this Enterprise Award, is paid in lieu of any entitlement to sick leave, bereavement leave, long service leave and annual leave.

7.5	A casual employee will receive a minimum payment of 3 hours for each engagement, to be worked consecutively.

8.  Hours of Work

8.1	The ordinary hours of work will be an average of seventy-six hours in any fortnight and may be worked on any five days of the week, Monday to Sunday between the hours of 6:00am and 11:30 pm.

8.2	Any hours worked between 11:30pm and 6:00am will be paid to the Employees at time and one half.

[bookmark: _Hlk108012439]8.3	Employees will be required to work no more than eight ordinary hours on any day.

8.4	Unless an agreement is made to the contrary, Employees will receive a minimum break between shifts of ten (10) consecutive hours.

8.5	Should an agreement be reached pursuant to clause 8.4 to waive the minimum break between shifts and the Employee commences work prior to receiving a 10 hour break, that Employee will be paid a penalty of time and one half for the hours up to the time when the ten (10) hour break would have been completed.

For example, if the Employee finishes work at 12:00am (midnight) and starts his/her next shift at 8:00am, the Employee is entitled to the time and one-half penalty for the first two hours of his/her shift, finishing at 10:00am.

8.6	Rosters will be based on ten workdays in any fourteen-day cycle with days off being taken consecutively wherever possible.

9.  Meal Allowance

A meal allowance will be payable to an employee who works 2 hours or more after their scheduled finishing time.  The meal allowance will be paid in accordance with the following table; 




	[bookmark: _Hlk112162287]From the first full pay period on or after 1 October 2021 @2.04%
	Rates from the FFPP on or after the date this award comes into effect @2.53%
	Rates from the FFPP 12 months after this award comes into effect @2.53%

	$13.18
	$13.51
	$13.85



10.  Meal Breaks

[bookmark: _Hlk108012527]10.1	Employees will be entitled to an unpaid meal break of forty-five minutes, which should be taken no more than five hours after commencing duty.

10.2	The time of the meal break will be determined by most of the employees concerned and the Employer.

10.3	An employee who works for more than four hours will be entitled to a ten-minute paid tea break and will be entitled to a further ten-minute paid tea break where work continues beyond eight hours.

10.4	The time of the tea breaks will be determined mutually by most employees concerned and the Employer and may be staggered with meal breaks.

11.  Excess Hours

[bookmark: _Hlk108012363]11.1	All time in excess of eight hours in any one day or in excess of 76 hours per fortnightly pay cycle will be overtime and will be credited to an ‘overtime bank’. The employee may, with the consent of the employer, take an equivalent number of ordinary hours off as time in lieu.

11.2	Employees may only accrue a maximum amount of 76 hours in the ‘overtime bank’ at any given time.

11.3	Where the employer deems that the employee can perform no productive work, the employee may be directed to cease work prior to the normal eight hours being completed. The difference in hours between cessation of work and normal eight-hour day will be deducted from the overtime bank.

11.4	The employee may not be directed to cease work if it would cause the overtime bank to be more than eight hours in the negative without agreement between the employer and the employee.

11.5	The above arrangements have applied from the commencement of the previous Certified Agreement and will continue to apply under this Enterprise Award; any hours outstanding in regard to the overtime bank arising from the previous Enterprise Award will remain unaffected by this provision

12.  Public Holidays

12.1	The days on which New Year’s Day, Australia Day, Good Friday, Easter Saturday, Easter Sunday, Easter Monday, Anzac Day, Queens Birthday, Labour Day, Christmas Day, Boxing Day or any day proclaimed in lieu thereof and other days which may be proclaimed as public holidays for the State will be holidays and no deduction in respect of such holidays will be made from the wages due to any employee for the week in which such holidays or holidays occur.

12.2	If an ordinary workday falls on a public holiday and the employees are required to work, then the employees will be paid at single time with 1.5 times the number of hours being credited to the overtime bank.

12.3	A full time, part time or fixed term employee, who presents proof of purchase of a ticket to the Union’s Picnic Day function, at least ten (10) calendar days in advance of the event, will be entitled to paid leave to attend the function. The Union will advise management at least three (3) months prior to the event of any change of date to the Picnic, which will otherwise be held on the first Monday in December.

13.  Annual Leave

13.1	Full time employees will receive annual leave of 5 weeks per annum plus 17.5% annual leave loading, upon the completion of 12 months’ service.

13.2	Part time employees will be entitled to four (4) weeks paid annual leave per annum plus 17.5% Annual Leave Loading, upon the completion of twelve months’ service.

13.3	The loading referred to in 13.1 above will be paid to all weekly employees as a lump sum either at the beginning of the pay period commencing on or after 1st January each year or at the termination of their employment as a pro-rata amount.

13.4	Leave will only be taken between the months of March and October in any calendar year with the agreement of the Employer.

14.  Sick Leave

Existing Employees (employed as at 27 October 2004)

14.1	A weekly employee who has been employed for less than five years will be entitled to 10 days’ sick leave per annum.

A weekly employee who has been employed for more than five years will be entitled to 20 days’ sick leave per annum during the sixth and subsequent years of service.

New Employees (engaged after 27 October 2004)

14.2	A weekly employee who has been employed for less than five years will be entitled to 10 days’ sick leave per annum.

A weekly employee who has been employed for more than five-years will be entitled to 15 days’ sick leave per annum during the sixth and subsequent years of service.

14.3	Such sick leave will be cumulative.

14.4	Part-time employees will receive sick leave on a proportionate basis.

14.5	An employee will not be entitled to sick leave where payments are being made to such employee under the Workers’ Compensation Insurance or pursuant to the Sickness and Accident Income Protection Plan as provided for in clause 17 of this Enterprise Award.

14.6	Where an employee is ill or incapacitated within the meaning of the Clause, on a rostered day off or shift off, he/she will not be entitled to sick pay on that day nor will his/her sick leave entitlement be reduced as a result of such illness or incapacity.

14.7	Where an employee is absent for more than one consecutive day, or more than five single days in a year, the employee may be required to provide Venues NSW with satisfactory evidence i.e., doctors certificate or statutory declaration, stating the nature of the illness and the duration of the absence

15.  Personal/Carers 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 subparagraph (2) of paragraph (iii), who needs the employee’s care and support, will be entitled to use, in accordance with this subclause, any current or accrued sick leave entitlement, provided for in clause 14, 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 employee will, 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.

(iii)	The entitlement to use sick leave in accordance with this subclause is subject to:

(1)	The employee being responsible for the care of the person concerned; and

(2)	The person concerned being;

(A)	a spouse of the employee; or 

(B)	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

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

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

(E)	a relative of the employee who is a member of the same household, where for the purposes of this subparagraph:

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.

(iv)	An employee will, wherever practicable, give the employer notice prior to the absence of the intention to take leave, the name of the person requiring care and the 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 absence, the employee will notify the employer by telephone of such absence at the first opportunity on the day of absence.

(b)	Unpaid Leave for Family Leave

(i)	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 (2) of paragraph (iii) of subclause (a) who is ill.

(c)	Annual Leave

(i)	An employee may elect with the consent of the Employer, subject to the Annual Holidays Act 1944 (NSW), 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 (a) of this subclause, will be exclusive of any shutdown period provided for elsewhere under this Enterprise 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.

(d)	Time Off in Lieu of Payment of Overtime

See clause 11 of this Enterprise Award.

(e)	Make-up Time

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 Enterprise Award, at the ordinary rate of pay.

16.  Bereavement Leave

16.1	A full-time or part-time employee will be entitled to a maximum of three days leave without loss of pay on each occasion and on the production of satisfactory evidence of death within Australia of a member of the employee’s family or household (as defined in paragraph 15(a)(iii)(2) of clause 15, Personal/Carers Leave).

16.2	Bereavement leave may be taken in conjunction with other leave available under subclauses 1, 2, 3, 4 and 5 of Clause 15, Personal/Carers Leave.

Where such other available leave is to be taken in conjunction with bereavement leave, consideration will be given to the circumstances of the employee and the reasonable operational requirements of the Employer.

17.  Income Protection Plan

All full-time, part-time and casual employees to whom this Enterprise Award applies will be covered by the Sickness and Accident Income Protection Plan approved and endorsed by the Union.

It is a term of this Enterprise Award that the Employer will bear the costs of 1.27 per cent (inclusive of GST) of gross weekly pay per week per member, or $1.50 per week in the case of casual employees, towards providing protection under the endorsed plan.

18.  Induction/Training

18.1	All new employees of Venues NSW will attend an Induction course. The purpose of the Induction is to ensure each new employee is familiar with the Company’s operations, methods of work and to ensure that they are clearly instructed in and fully understand Venues NSW’s expectations of them in regard to Safety, Quality, Work Performance, Flexibility and Attitude.

18.2	The induction will include information of the following:

Scope, purpose and general briefing on the Contract.

Familiarisation with, and adherence to, the terms of Employment continued within the Agreement governing each employee’s contract of employment.

Adherence to Legislative, Site and Employer safety standards and requirements.

Co-operative objectives regarding goals that Venues NSW has while carrying out the Contract.

Specific reference to the application of the Avoidance of Disputes - Grievance Procedure and Continuous Operations clauses.

Outline of House Rules, including disciplinary procedures.

19.  Consultative Committee

19.1	Composition of Consultative Committee

19.1.1	A Consultative Committee will continue to assist management in the implementation of initiatives consistent with the intent of the Enterprise Award.

19.1.2	The Consultative Committee will consist of two representatives of the workforce and two representatives of management, who will meet every second month.

19.2	Scope of Tasks of the Consultative Committee

19.2.1	The task to be undertaken by the Consultative Committee will be broad and will be in the best interests of the quality and task execution for the Employer, consistent with this Enterprise Award. The tasks to be undertaken will include, but will not necessarily be limited to the following:

Oversee the Training Program content and evaluation criteria to suit the requirements of Venues NSW for the maintenance servicing of Venues NSW assets.

Facilitate the resolution of difficulties and problems which may arise.

Contribute to the development of work rosters.

Create feasible work methods to enhance productivity and efficiency.

Develop concepts for productivity and efficiency improvements for the Employer.

Develop an open, participative and co-operative management approach.

Promote team-based work methods.

Assist with communication, participative and training programmes to bring about attitudinal and cultural change.

Ensure propagation of experience, knowledge and skills at all levels.

20.  Workplace Health and Safety

20.1	Scope

20.1.1	Consistent with Venues NSW obligations under the relevant Workplace Health and Safety legislation, employees may be required to attend a duly qualified medical practitioner for examination at Venues NSW expense prior to commencement of employment with Venues NSW.

20.1.2	Giving due consideration to each employee’s work scope Venues NSW may require employees to be immunised against infectious diseases, where they are at risk.

20.1.3	Venues NSW will comply with all the provisions of the Workplace Health and Safety legislation of NSW which includes the provision of personal protective equipment for employees when utilising hazardous chemicals or working with noxious materials or in such conditions.

20.2.	Workplace Health and Safety Committee

20.2.1	A Workplace Health and Safety Committee has been established pursuant to the relevant provisions of the Work Health and Safety Act 2011. This Committee will endeavour to reach consensus on all aspects of Venues NSW Workplace Health and Safety Policy. The Workplace Health and Safety Committee may be separate and distinct from the Consultative Committee and will not deal with matters of an Industrial Relations nature.

21.  Labour Flexibility

Employees will carry out such tasks as are reasonably incidental or peripheral to their work as directed by the Employer.

22.  Additional Functions

22.1	Employees may be required to assist tradespeople and perform other permanent functions associated with the maintenance and running of the Sydney Cricket Ground, the Sydney Football Stadium and any other facility under the care, management or control of Venues NSW.

22.2	Notwithstanding the provisions of 22.1, employees will be primarily engaged within their trade classification.

23.  Supplementary Staff

Supplementary staff may be used to perform the duties of placing and removing the covers, goal post pads, operating the sightscreens and other duties.

24.  Working in the Rain

All employees called upon to work in the rain will be supplied, by the Employer, with protective clothing, free of charge.

25.  Acting Supervisor

An employee appointed by the Employer to undertake the role of Acting Supervisor on any event day or for a minimum of five consecutive shifts will be paid an additional 15% of their ordinary rate of pay for all hours worked in that capacity.

26.  Change Rooms

The Employer will provide a change room for the use of employees, free of charge. Such rooms will be equipped with hot and cold showers and will be fitted with individual locker accommodation.

27.  Tools

An employee will apply due diligence towards the care of tools and equipment supplied by Venues NSW. An employee will as soon as possible report any lost or damaged tools on the appropriate report form.  Periodic checks will be made by stores personnel of the tools and equipment issued. 

28.  Venues NSW Uniform and Personal Identification

28.1.	Employee’s must always maintain a neat appearance consistent with operational requirements.

28.2.	Personal Identification

28.2.1	Due to the requirement to liaise with members of the public and visitors, all employees will be issued with a personal identity card which will include the employees name and photograph.

28.2.2	This card must be produced while on duty if required and must be returned to Venues NSW when the employee ceases to be employed by Venues NSW for any reason.

29.  Job Representative

29.1	A job representative appointed by the employees will be allowed the necessary time during working hours, to discuss with their manager matters affecting the employees they are representing.

29.2	The Australian Workers’ Union job delegates will be allowed up to five days paid leave per year to attend approved courses run by the Union.

30.  Wage Rates

30.1	This Enterprise Award provides the following increases to the full time hourly rate of pay:
2.53% on or after the date this award comes into effect

2.53% twelve months after this award comes into effect


30.2	Full time and part-time employees employed in the classifications set out in Clause 4 will be paid the appropriate rate of pay as set out in Column One of Table 1 of Part B.

30.3	Casual employees employed in the classifications set out in Clause 4 will be paid the appropriate rate of pay as set out in Column One of Table 2 of Part B.

30.4	Apprentices employed in the classifications set out in Clause 4 will be paid the appropriate rate of pay as set out in Column One of Table 3 of Part B. 

31.  Payment of Wages

31.1	Wages will be paid on a fixed day no later than the Thursday of each fortnight. Employees will be paid during ordinary working hours by Electronic Funds Transfer to their nominated bank account. 

31.2	Any employee who has to wait after ordinary ceasing time on pay day to receive their wages will be rendered assistance until such wages are paid into the nominated bank account.

32.  Terms of Engagement

Full-time and part-time employees will be engaged by the fortnight and their engagement will be terminated by four weeks’ notice on either side given at any time during the fortnight or by the payment or forfeiture, as the case may be, of four week’s wages in lieu thereof: Provided that this will not affect the right of the Employer to dismiss any employee without notice for misconduct or to deduct payment for time lost by any employee who fails to attend for duty without leave to be absent for actual time of non-attendance.

33.  Redundancy

(i)	Application

(a)	This clause will apply in respect of full time and part time employees.

(b)	This clause will only apply to the Employer if it employs 15 or more employees immediately prior to the termination of employment of employees 

(c)	Notwithstanding anything contained elsewhere in this Enterprise Award, this clause will not apply to employees with less than one year's continuous service and the general obligation on the Employer will 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 for the employees suitable alternative employment.

(d)	Notwithstanding anything contained elsewhere in this Enterprise Award, this clause will 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.

(ii)	Introduction of Change

(a)	Where the 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 will 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 this Enterprise Award makes provision for alteration of any of the matters referred to herein, an alteration will be deemed not to have significant effect.

(iii)	Employers Duty to Discuss Change

(a)	The Employer will discuss with the employees affected and the union to which they belong, inter alia, the introduction of the changes referred to in subclause (ii) of this clause, 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 will give prompt consideration to matters raised by the employees and/or the union in relation to the changes.

(b)	The discussion will commence as early as practicable after a definite decision has been made by the Employer to make the changes referred to in subclause (ii) of this clause.

(c)	For the purpose of such discussion, the Employer will 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 the Employer will not be required to disclose confidential information the disclosure of which would adversely affect the Employer.

(iv)	Discussions Before Terminations

(a)	Where the Employer has made a definite decision that the Employer no longer wishes the job the employee has been doing done by anyone pursuant to paragraph (a) of subclause (ii), of this clause and that decision may lead to the termination of employment, the Employer will hold discussions with the employees directly affected and with the union to which they belong.

(b)	The discussions will take place as soon as is practicable after the Employer has made a definite decision which will invoke the provision of paragraph (a) of this subclause and will 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 of the employees concerned.

(c)	For the purposes of the discussion the Employer will, 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 the Employer will not be required to disclose confidential information the disclosure of which would adversely affect the Employer.

(v)	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 paragraph (a) of subclause (ii) of this clause.

(a)	In order to terminate the employment of an employee the Employer will 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, will be entitled to an additional week's notice.

(c)	Payment in lieu of the notice above will 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.

(vi)	Notice for Technological Change

This subclause sets out the notice provisions to be applied to terminations by the Employer for reasons arising from 'technology' in accordance with paragraph (a) of subclause (ii) of this clause:

(a)	In order to terminate the employment of an employee the Employer will give to the employee 3 months’ notice of termination.

(b)	Payment in lieu of the notice above will 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 will 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.

(vii)	Time Off During the Notice Period

(a)	During the period of notice of termination given by the Employer an employee will 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.

(b)	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 will, at the request of the Employer, be required to produce proof of attendance at an interview or the employee will not receive payment for the time absent.

(viii)	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 will 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 will not be entitled to payment in lieu of notice.

(ix)	Statement of Employment

The Employer will, 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.

(x)	Centrelink Separation Certificate

The Employer will, 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.

(xi)	Transfer to Lower Paid Duties

Where an employee is transferred to lower paid duties for reasons set out in paragraph (a) of subclause (ii), of this clause, the employee will 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.

(xii)	Severance Pay

Where the employment of an employee is to be terminated pursuant to subclause (v) of this clause, subject to further order of the Industrial Relations Commission, the Employer will 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 will pay in accordance with the following scale:

	Years of Service
	Under 45 Years of Age 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 will be in accordance with the following scale:

	Years of Service
	45 Years of Age &Over 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



Week’s Pay means the all-purpose rate of pay for the employee concerned at the date of termination, and will include, in addition to the ordinary rate of pay, over Enterprise Award payments, shift penalties and all-purpose allowances paid in accordance with the Enterprise Award.

(xii)	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 (xiii) of this clause.

The Industrial Relations Commission will have regard to such financial and other resources of the Employer concerned as the Industrial Relations Commission thinks relevant, and the probable effect of paying the amount of severance pay in subclause (xiii) of this clause will have on the Employer.

(xiii)	Alternative Employment

Subject to an application by the Employer and further order of the Industrial Relations Commission, the Employer may pay a lesser amount (or no amount) of severance pay than that contained in subclause (xiii) of this clause if the Employer obtains acceptable alternative employment for an employee.


(xiv)	Procedures Relating to Grievances

Grievances relating to individual employees will be dealt with in accordance with clause 36, Grievance and Disputes Procedure' of this Enterprise Award.

34.  No Extra Claims

34.1	The parties agree that, during the term of this award, there will be no extra wage claims, claims for improved conditions of employment or demands made with respect to the employees covered by the award and, further, that no proceedings, claims or demands concerning wages or conditions of employment with respect to those employees will be instituted before the Industrial Relations Commission or any other industrial tribunal.

The terms of the preceding paragraph do not prevent the parties from taking any proceedings with
respect to the interpretation, application or enforcement of existing award provisions.

34.2	The agreed rates of pay and conditions comprehend all working conditions to be encountered in the performance of work. No additional special areas or allowances will be applicable other than those specified by this Enterprise Award.

34.3	There will be no further wage increases for the life of this Enterprise Award.

35.  Long Service Leave

See Long Service Leave Act 1955 (NSW)

36.  Grievance and Dispute Procedures

The procedure for the resolution of industrial disputation will as follows:

36.1	The aim of this procedure is to ensure that during the life of this Enterprise Award, industrial grievances or disputes are prevented or resolved as quickly as possible, at the lowest level possible in the workplace. When a dispute or grievance arises or is considered likely to occur, the following steps will be followed:

36.1.1	The matter is discussed between the staff member(s) and the supervisor involved. If the matter is not resolved, then:

36.1.2	The employee may be required to provide in writing the substance of the grievance and state the remedy sought.

36.1.3	The matter is then discussed between the staff member(s), the supervisor and the manager. If the matter remains unresolved, then:

36.1.4	The matter is discussed between the staff member(s), the union delegate or staff member(s) representative and the supervisor and/or Manager. If the matter remains unresolved, then:

36.1.5	The matter is discussed between senior representatives of the organisation and the relevant union and/or staff member(s) representative.

36.2	Each of the following steps will be followed within a reasonable time frame, allowing sufficient time for discussions at each level of authority and having regard to the nature of the grievance or dispute.

36.3	If the matter remains unresolved, then, it may be referred by either party to the Industrial Relations Commission of New South Wales to exercise its functions under the Industrial Relations Act 1996. The parties agree to exhaust the conciliation process before considering this step.

36.4	At any stage of this procedure, the employer may be represented by an industrial organisation of employers and the employees may be represented by an industrial organisation of employees.
36.5	It is agreed that the parties will not deliberately frustrate or delay these procedures.

36.7	Normal work will continue without disruption while these procedures are followed.

37.  Declaration

The parties declare that this Enterprise Award:

37.1	Is not contrary to the public interest;

37.2	Was not entered into under duress;

37.3	Is not unfair, harsh or unconscionable;

37.4	Is in the interests of the parties.

38.  Provision of Training

38.1	Venues NSW will provide a Grounds Person Grade C where possible with one full day’s paid attendance at an approved course, each week, with flexibility being provided to accommodate the exam timetable. A Ground Person Grade C will be required to meet all costs associated with the agreed training courses.

38.2	Venues NSW will assist a Grounds Person Grade A to attend appropriate training courses through the provision of flexible rostering. A Grounds Person Grade A will not be entitled to paid time to attend an appropriate training course (s) nor will they be entitled to have their expenses associated with the training course paid for by Venues NSW.

[bookmark: _Hlk116392233]38.3	Venues NSW will assist a Grounds Person Grade B or A with greater than 2 years of service to take extended leave which will be approved at the discretion of Venues NSW to attend international venues approved by Venues NSW for the purposes of employee development. A Grounds Person Grade A will, where possible use annual leave or long service leave entitlements where appropriate and can extend the leave period with unpaid leave for a maximum period of ten weeks.

Extended leave will only be approved during non-peak periods and when an adequate level of service within the Grounds department can be maintained with existing levels of staff.

Continuity of service will continue for the duration of unpaid leave providing this total amount of absence does not exceed 10 weeks. 

Grounds employees will not be entitled to have their expenses associated with the travel to similar venues paid for by Venues NSW.

39.  Commencement and Duration

[bookmark: _Hlk116392314]This Enterprise Award will commence on or after 2 November 2022 and will remain in force for a nominal term of 2 years and rescinds and replaces the Sydney Cricket and Sports Ground Trust (Ground Staff) Employer Award 2019 published 8 May 2020 (387 I.G. 1114) and all variations thereof.

40.  Jury Service

[bookmark: _Hlk116392398]40.1	A full time employee required to attend for jury service during ordinary working hours will be reimbursed by Venues NSW an amount equal to the difference between the amount paid in respect of jury duty attendance for jury service and the amount of wage that would have been received in respect of the ordinary time they would have worked had they not been on jury service.

[bookmark: _Hlk116392558]40.2	An employee will notify their employer as soon as practicable of the date upon which they are required to attend for jury service and will provide the employer with proof of attendance, the duration of attendance, and the amount received in respect thereof.
41.  Superannuation

41.1	The subject of superannuation legislation is dealt with extensively by federal legislation including the Superannuation Guarantee (Administration) Act 1992 (Cth), the Superannuation Industry (Supervision) Act 1993 (Cth), the Superannuation (Resolution of Complaints Act 1993 (Cth), and s124 of the Industrial Relations Act 1996. This legislation, as varied from time to time, governs the superannuation rights and obligations of the parties.

42.  Anti-Discrimination

42.1	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 (NSW), to prevent and eliminate discrimination in the workplace on the grounds of race, sex, marital status, disability, homosexuality, transgender identify, age and responsibilities as a carer.

42.2	Accordingly, in fulfilling their obligations under the dispute resolution procedures, the parties must take all reasonable steps to ensure that neither the award provisions nor their operation are directly or indirectly discriminatory in their effects.

42.3	Under the Anti-Discrimination Act 1977 (NSW), 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.  

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

43.4.1	any conduct or act which is specially exempted from anti-discrimination legislation;

43.4.2	offering or providing junior rates of pay to person under 21 years of age;

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

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

42.5	This clause does not create legal rights or obligations in addition to those imposed upon by 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 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"

[bookmark: _Hlk116392686][bookmark: _Hlk112162797]PART B

Table 1 - Full Time and Part Time Employees

	Hourly Rate of Pay ($)

	Classification
	From the first full pay period on or after 1 October 2021
	Rates from the FFPP on or after 
2 November 2022
	Rates from the FFPP on or after 
2 November 2023

	
	2.04%
	2.53%
	2.53%

	Grounds Person 
Grade A
	$44.34
	$45.46
	$46.61

	Grounds Person 
Grade B
	$40.30
	$41.32
	$42.37

	Grounds Person 
Grade C
	$38.27
	$39.24
	$40.23

	Grounds Mechanic
	$50.00
	$51.27
	$52.57



Table 2 - Casual Employees

	Hourly Rate of Pay ($)

	Classification
	From the first full pay period on or after 
1 October 2021
	Rates from the FFPP on or after 
2 November 2022
	Rates from the FFPP on or after 
2 November 2023

	
	2.04%
	2.53% 
	2.53%

	Grounds Person 
Grade A
	$53.19
	$54.54
	$55.92

	Grounds Person 
Grade B
	$48.36
	$49.58
	$50.83

	Grounds Person 
Grade C
	$45.94
	$47.10
	$48.29



Table 3 - Apprentices

	Hourly Rate of Pay ($)

	Classification
	From the first full pay period on or after 1 October 2021
2.04%
	Rates from the FFPP on or after
2 November 2022
2.53%
	Rates from the FFPP on or after
2 November 2023
2.53%

	1st year of apprenticeship
	$20.13
	$20.64
	$21.16

	2rd year of apprenticeship
	$23.36
	$23.95
	$24.56

	3rd year of apprenticeship
	$27.59
	$28.29
	$29.01

	4th year of apprenticeship
	$31.43
	$32.23
	$33.05





J. WEBSTER, Commissioner


____________________


Printed by the authority of the Industrial Registrar.
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PARLIAMENTARY REPORTING STAFF (SALARIES) AWARD

AWARD REPRINT

This reprint of the abovementioned award is published by the authority of the Industrial Registrar under section 390 of the Industrial Relations Act 1996, and under Rule 6.6 of the Industrial Relations Commission Rules 2022.

I certify that the form of this reprint, incorporating the variations set out in the schedule, is correct as at the latest date of effect therein mentioned.


R. DELGODA,  Acting Industrial Registrar.


Schedule of Award and Variations Incorporated

	Award/Variation
	Date of
	Effective Date
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	Vol
	Page No.

	C9306
	24/09/21
	1 July 2021
	390
	559

	C9596
	20/01/23
	1 July 2022
	393
	1543



AWARD

PART A

1.  Arrangement

PART A

Clause No.	Subject Matter

1.	Arrangement
2.	Area, Incidence and Duration
3.	Classifications and Salaries, 
4.	All Incidence of Employment Allowance
5.	Hours of Work and Overtime
6.	Leave Entitlements
7.	Family and Community Service Leave, Personal/Carer’s Leave and Flexible Use of other Leave Entitlements.
8.	Saving of Rights
9.	Anti-Discrimination 
10.	Dispute Avoidance and Settling Procedures
11.	No Extra Claims
12.	Review of Award

PART B

MONETARY RATES

Table 1 - Salaries
Table 2 - All Incidence of Employment Allowance

[bookmark: _Toc83119913]2.  Area, Incidence and Duration

(a)	This award shall apply to the employees employed in the classifications specified in clause 3 Classification and Salaries.
(b)	This award rescinds and replaces the Parliamentary Reporting Staff (Salaries) Award published 17 April 2020 (Vol. 387 I.G. 666).

[bookmark: _Hlk80188982](c)	This award shall take effect on and from 1 July 2019 and the award will remain in force until 30 June 2020.

(d)	The award variation made on 30 August 2021 applies from the first full pay period on or after 1 July 2021.

(e)	This award variation applies from the first full pay period on or after 1 July 2022.

[bookmark: _Toc83119914]3.  Classification and Salaries, Adjustments to Rates of Pay 

(a)	The classification of positions covered by this award are specified in Table 1 - Salaries of Part B Monetary Rates.

(b)	The minimum salary for employees shall be as set out in Table 1 - Salaries, of Part B, Monetary Rates.

(c)	The payment of increments under the scale of salaries specified in Table 1 shall be subject to satisfactory performance and the approval of the relevant Department Head.

[bookmark: _Toc83119915]3A.  Part Time Work

(a)	This clause shall only apply to part time staff members whose conditions of employment are not otherwise provided for in another industrial instrument

(b)	Part time work may be undertaken with the agreement of the relevant Department Head. Part time work may be undertaken in a part time position or under a part time arrangement.

(c)	A part time staff member is to work contract hours less than full-time hours.

(d)	Unless otherwise specified in this Award, part time staff members receive full time entitlements on a pro rata basis calculated according to the number of hours a staff member works in a part time position or under a part time arrangement. Entitlements to paid leave will accrue on the equivalent hourly basis.

(e)	Before commencing part time work, the Department Head and the staff member must agree upon the hours to be worked by the staff member, the days upon which they will be worked,

(f)	The terms of the agreement must be in writing and may only be varied with the consent of both parties.

(g)	Incremental progression for part time staff members is the same as for permanent staff members, that is, part time staff members who are eligible are given an increment on an annual basis.

(h)	An employee may request, but not require, a part time staff member to work additional hours. For the time worked in excess of the staff member’s usual hour and up to the normal full-time hours for the classification, part time staff members will be paid for additional hours at their hourly rate plus a loading of 1/12ths in lieu of recreation leave.

[bookmark: _Toc83119916]4.  All Incidence of Employment Allowance

In addition to the salary rates prescribed in clause 3 Classifications and salaries, all employees, both full time and part time shall be paid the all incidence of employment allowance as set out in Table 2 - All Incidence of Employment Allowance of Part B Monetary Rates. This allowance is in respect of all incidents of employment in recognition of the special features of Hansard work notably the long hours worked in sitting periods, the level of skills required to be exercised under sometimes extreme difficulties and the stress and pressure placed on the Hansard staff during sitting periods through the requirements of the Parliament. The allowance is to be treated as salary for all purposes.  Hansard staff shall, in non-sitting periods, be required to attend for duty each day unless on approved leave or deemed not required at the discretion of the Editor of Debates.

[bookmark: _Toc83119917]5.  Hours of Work 

(a)	The working hours of staff and the manner of their recording, shall be as determined from time to time by the Editor of Debates.

(b)	Reporting staff shall, in non-sitting periods, be required to attend for duty each day unless on approved leave or deemed not required at the discretion of the Editor of Debates.

(c)	The Editor of Debates may require a staff member to perform extended hours of duty associated with the sittings of the Houses of Parliament and their Committees, but only if it is reasonable for the staff member to be required to do so. In determining what is reasonable, the staff member’s prior commitments outside the workplace, particularly the staff member’s family responsibilities, community obligations or study arrangements shall be taken into account. Consideration shall be given also to the urgency of the work required to be performed during extended periods of work, the impact on the operational commitments of the organisation and the effect on client services.

(d)	The Editor of Debates shall ensure that all staff members employed in the department are informed of the hours of duty required to be worked and of their rights and responsibilities in respect of such hours of duty.

[bookmark: _Toc83119918]6.  Leave Entitlements

(a)

(i)	Annual Leave - Reporting staff shall accrue 30 days annual leave each 12 months of service. 

(ii)	Limits on Accumulation of recreation leave and direction to take leave: 

At least two (2) consecutive weeks of recreation leave shall be taken by a staff member every 12 months for recreation purposes, except by agreement with the Editor of Debates in special circumstances. 
Where the operational requirements permit, the application for leave shall be dealt with by the Editor of Debates according to the wishes of the staff member. 

The relevant department head shall notify the staff member in writing when accrued recreation leave reaches 8 weeks or its hourly equivalent, and at the same time may direct a staff member to take at least 2 weeks recreation leave within 3 months, or a longer period if the relevant Department Head considers that appropriate given the requirements of the department.

The relevant Department Head shall notify the staff member in writing when accrued recreation leave reaches 10 weeks or its hourly equivalent and may direct the staff member to take at least 2 weeks recreation leave within 6 weeks of the notification. Such leave is to be taken at a time convenient to the department. 

(b)	All Reporting Staff working part time, or under job-share arrangements are eligible to the leave entitlements which will accrue on a pro-rata basis.

(c)	An amount of leave may be taken, on or pro-rata basis, within the first 12 months of service and during     each 12 months of service thereafter, where a sufficient amount of leave has been accrued up to the date upon which the leave is to be taken.

(d)	Except where otherwise provided by this Award, Reporting staff shall be entitled to the same leave entitlements as found in clauses 39, 40, 41, 43, 44, 45, 47, 48, 49, 50, 51 and 51A of the Crown Employees (Parliament House Conditions of Employment) Award 2015 or any replacement thereof.

7.  Family and Community Service Leave, Personal / Carer’s Leave and Flexible Use of Other Leave Entitlements

7.1	Definitions
The definition of "family" and "relative" for these purposes is the same as that provided in the Standard Clause of the State Personal/Carer's Leave Case (30 August 1996). The person who needs the employee's care and support is referred to as the "person concerned" and is:

(a)	a spouse of the employee; or

(b)	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

(c)	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

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

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

1.	'relative' means - person related to blood, marriage or affinity;

2.	'affinity' means - 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.

7.2	Family and Community Service Leave - general

(a)	The Department Head shall grant to an employee some, or all, of their accrued family and community services leave on full pay, for reasons relating to unplanned and emergency family responsibilities or other emergencies in sub clause (b). The Department Head may also grant leave for the purposes in sub clause (c). Non-emergency appointments or duties shall be scheduled or performed outside normal working hours or through approved use of flexible working arrangements or other appropriate leave.

(b)	Family and Community Service Leave replaces Short Leave.

An employee is not to be granted family and community service leave for attendance at court to answer a criminal charge, unless the Editor of Debates approves the grant of leave in the particular case.

7.3	Family and Community Service Leave - entitlement.

(a)	Family and community service leave shall accrue as follows:

(i)	2 ½ days in the employee’s first year of services;

(ii)	2 ½ days in the employee’s second year of service; and

(iii)	one day per year thereafter.

(b)	Family and Community Service Leave is available to part-time employees on a pro rata basis, based on the number of hours worked.

(c)	Where family and community service leave has been exhausted, additional paid family and community service leave of up to 2 days may be granted on a discreet, 'per occasion' basis to an employee on the death of a person as defined in Clause 7.1 Definitions above.

7.4	Use of sick leave to care for a sick dependant - general

When family and community service leave, as outlined in subclause 7.3 above, is exhausted, the sick leave provisions under subclause 7.5 may be used by an employee to care for a sick dependant.

7.5	Use of sick leave to care for a sick dependant - entitlement

(a)	The entitlement to use sick leave in accordance with this clause is subject to:

(i)	the employee being responsible for the care and support of the person concerned, and 

(ii)	the person concerned being as defined in subclause 7.1 Definitions of this clause.

(b)	An employee with responsibilities in relation to a person who needs their care and support shall be entitled to use sick leave available from that year's annual sick leave entitlement minus any sick leave taken from that year's entitlement to provide care and support for such persons when they are ill.

(c)	Sick leave accumulates from year to year. In addition to the current year's grant of sick leave available under 7.5 (b) above, sick leave accrued from the previous 3 years may also be accessed by an employee with responsibilities in relation to a person who needs their care and support.

(d)	The relevant Department Head may, in special circumstances, make a grant of additional sick leave. This grant can only be taken from sick leave accrued prior to the period referred to in subclause 7.5(c) above. 

(e)	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 to require care by another person. 

(f)	The employee has the right to choose the method by which the ground for leave is established, that is, by production of either a medical certificate or statutory declaration.

The employee is not required to state the exact nature of the relevant illness on either a medical certificate or statutory declaration.

(g)	The 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 absence, the employee shall notify the employer by telephone of such absence at the first opportunity on the day of absence.

(h)	In normal circumstances, the employee must not take leave under this subclause where another person has taken leave to care for the same person.

7.6	Time Off in Lieu of Payment for Overtime

There is no provision for time off in lieu of overtime as clause 4, All incidence of Employment Allowance replaces payment for overtime with an annual allowance prescribed in this award.

7.7	Use of make-up time

(a)	An employee may elect, with the consent of the employer, to work "make-up time". "Make-up time" is worked when the employee takes time off during ordinary hours for family or community service responsibilities, and works those hours at a later time, during the spread of ordinary hours, 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 during ordinary hours for family or community service responsibilities and works those hours at a later time) at the shift work rate which would have been applicable to the hours taken off.

7.8	Use of other leave entitlements

The relevant Department Head may grant an employee other leave entitlements for reasons related to family responsibilities, or community service by, the employee. An employee may elect, with the consent of the employer, to take:

(a)	recreation leave;

(b)	extended leave; and

(c)	leave without pay.

7.9	Grievance and dispute handling process

In the event of any grievance or dispute arising in connection with any part of the provisions of this determination, such a grievance or dispute shall be processed in accordance with the grievance and dispute handling provisions in clause 11 of this award.

[bookmark: _Toc83119920]8.  Saving of Rights

At the time of the making of this award, no employee covered by this award will suffer a reduction in his or her rate of pay or loss or diminution in his or her conditions of employment as a consequence of the making of this award.
[bookmark: _Toc83119921]9.  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, age and responsibilities as a carer

(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 the legislation referred to in this clause



[bookmark: _Toc83119922]10.  Dispute Avoidance and Settling Procedures

While the steps in the procedure are being followed, normal working arrangements are to continue. However, if because of the nature of a grievance or dispute it is not possible to maintain normal working arrangements while the procedure is being followed, the Clerks may authorise alternative working arrangements.

Step 1

The employee(s) should advise their supervisor as to the nature of the grievance or dispute, request a meeting to discuss it and state the remedy sought.  Where possible, the grievance or dispute should be given to the supervisor in writing.

The supervisor and employee(s) should meet within three working days of the grievance or dispute being lodged, in an attempt to resolve the matter.

If the grievance or dispute is not resolved, proceed to Step 2.

Step 2

A meeting should be held between the employee(s) and, at their request, a union workplace delegate and the Editor of Debates. This meeting should be held within five working days of the conclusion of Step 1.

If the grievance or dispute in not resolved, proceed to step 3.

Step 3

A meeting should be held between the employee(s) and, at their request, a union workplace delegate and paid union official, and the Editor of Debates and the relevant Department Head and/or their representatives. The meeting should be held within five working days of the completion of Step 2.

If the grievance is not resolved at this stage, the relevant Department Head will provide a written response to the employee(s) who lodged the grievance or dispute.  The response will give reasons why any proposed remedy has not been agreed to or implemented.

If the grievance or dispute is not resolved, proceed to Step 4.

Step 4

If the parties agree, the grievance or dispute may be referred to an independent mediator or arbitrator.  At this stage, both parties have the right to refer the matter to the Industrial Relations Commission of New South Wales.

[bookmark: _Toc83119923]11.  No Extra Claims

The parties agree that, during the term of this Award, there will be no extra wage claims, claims for improved conditions of employment or demands made with respect to the employees covered by the Parliamentary Reporting Staff (Salaries) Award and, further, that no proceedings, claims or demands concerning wages or conditions of employment with respect to those employees will be instituted before the Industrial Relations Commission or any other industrial tribunal. 
 
The terms of the preceding paragraph do not prevent the parties from taking any proceedings with respect to the interpretation, application or enforcement of existing Award provisions.

[bookmark: _Toc83119924]12.  Review of Award

The parties agree that, during the term of this Award, they will commit to reviewing this award to ensure it meets the contemporary requirements of the Hansard service, and to ensure safe working conditions exist for Parliamentary Reporting Staff. 

[bookmark: _Toc83119925]PART B

[bookmark: _Toc83119926]MONETARY RATES

Table 1 - Salaries effective from the first full pay period after 1 July 2022:

	Classification
	1 July 2021
$
	1 July 2022
$

	Reporter
	
	

	1st year of service
	98,451
	100,942

	2nd year of service
	102,404
	104,995

	3rd year of service
	107,792
	110,519

	4th year of service
	112,253
	115,093

	5th year of service
	115,482
	118,404

	Senior Reporter
	118,909
	121,918

	Sub Editor
	128,098
	131,339

	Senior Sub Editor
	135,729
	139,163

	Deputy Editor
	144,088
	147,733



Table 2 - All Incidence of Employment Allowance - all classifications

	1 July 2021
	1 July 2022

	$
	$

	19,852
	20,354





C. MUIR, Commissioner


____________________


Printed by the authority of the Industrial Registrar.
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NSW AMBULANCE DEATH AND INCOME PROTECTION BENEFITS (STATE) REVIEWED AWARD 2022

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES

Review of Award pursuant to Section 19 of the Industrial Relations Act 1996.

(Case No. 101377 of 2021)

	Before Commissioner Sloan
	17 November 2022



REVIEWED AWARD

PART A 

INTRODUCTION AND INTENTIONS, ARRANGEMENT AND DEFINITIONS

1.  Introduction and Intentions

1.1	This Award will be known as the NSW Ambulance Income Protection and Death Benefits (State) Award 2017.

1.2	The intentions and commitments of this Award are to provide:

1.2.1	benefits in the event that an on duty or off duty illness or injury results in the death or incapacity of an officer; and

1.2.2	transitional arrangements related to the cessation of lump sum benefits for total and permanent disablement and partial and permanent disablement previously available under the Ambulance Service of NSW Death and Disability (State) Award published 21 October 2016 (380 I.G. 1549) as varied from time to time.

1.2.3	a health and wellness program for officers.

1.3	This Award is in five parts as follows:

Part A - Introduction and Intentions, Arrangement and Definitions.

Part B - Arrangements for Officers Entitled to the Death and Income Protection Benefits Prescribed by this Award.

Part C - Transitional Provisions

Part D - Health and Wellness Program

Part E - Exclusions, Disputes, Anti-Discrimination and Area, Incidence and Duration

2.  Arrangement

[bookmark: _Hlk78202649]Clause No.	Subject Matter

1.	Introduction and Intentions
2.	Arrangement
3.	Definitions
4.	Coverage
5.	Other Entitlements Not Affected
6.	Insurance
7.	Lump Sum Payments for Death
8.	Income Protection
9.	Officers Covered by the Transitional Provisions
10.	Transitional Payments for On Duty Total and Permanent Disability
11.	Transitional Payments for Off Duty Total and Permanent Disability
12.	Rehabilitation, Retraining and Transitional Payments for Officers Who Suffer Partial and Permanent Disability
13.	Insurance and Assessment of Entitlement to Transitional Benefits
14.	Exclusion
15.	Health and Wellness Program
16.	Grievance Mechanism
17.	Anti-Discrimination
18.	Cost of the Scheme and Award Review
19.	Area, Incidence and Duration

Annexure A - Definition of ‘Suitable Employment’
Annexure B - Benefits for On Duty Death
Annexure C - Benefits for Off Duty Death
Annexure D - Transitional Benefits
Annexure E - Components of ‘Salary’

3.  Definitions

"actuary" means an actuary appointed by NSW Ambulance.

"date of disablement" means the last day the officer works in their pre-injury duties.

"NSW Ambulance" means the Ambulance Service of NSW, a Division of the NSW Health Service, as established by the Health Services Act 1997.

"off duty injury" means any personal injury or disease which is not an on duty injury. 

"officer" means an employee in a classification for which it is an essential requirement that they possess, or undertake the Diploma in Paramedical Science (or an equivalent, or its predecessor qualification). This is confined to classifications under clause 5, Classifications, of the Paramedics and Control Centre Officers (State) Award 2022 and clause 4, Definitions, of the Operational Ambulance Managers (State) Award 2022, as varied or replaced from time to time, but excludes temporary and casual employees of both Awards.  For the purpose of this Award, NSW Ambulance positions designated as Health Relationship Manager are included in the definition of officer at the operative date of this Award. 

"on duty injury" means an injury (including a disease injury) for which an officer is entitled to compensation under the applicable terms and provisions of the Workers Compensation Act 1987, as amended or replaced from time to time. 

"partial and permanent disability" means the officer’s cessation of employment was substantially due to the permanent physical or mental disability of the officer (not caused by any act or default of the officer intended to produce an injury leading to that disability) and the officer is, when the officer ceases to be employed by NSW Ambulance, permanently unable, by reason of that disability, to perform the duties of the position for which the officer was substantively employed.

"salary" means for officers covered by the Paramedics and Control Centre Officers (State) Award 2022, as varied or replaced from time to time, the base salary prescribed by that award (including allowances regarded as part of salary for the purposes of that award) plus 20% and salary plus 3% for officers under the Operational Ambulance Managers (State) Award 2022, as varied or replaced from time to time. The award components that make up "salary" are contained in the schedule at Annexure E - Components of ‘Salary’. In the case of officers employed on a full time basis, lump sum benefits payable under this Award will utilise the salary as defined above. In the case of officers who have worked a period of their service on a permanent part-time basis, the benefits will be calculated by applying the relevant part time ratio to the prescribed benefit.  This ratio will be calculated by dividing the officer's actual service by the full time equivalent service. The period of service taken into account is from 10 November 2006 or the date employment commenced, whichever is the later. 

"State Authorities Superannuation Scheme" means the superannuation scheme established under the State Authorities Superannuation Act 1987.

"State Superannuation Scheme" means the superannuation scheme established under the Superannuation Act 1916.

"suitable employment" means the same as the definition prescribed in the applicable provisions of the Workers Compensation Act 1987, as amended or replaced from time to time. The applicable definition that has application from the commencement of this Award is contained at Annexure A - Definition of ‘Suitable Employment’ to this Award. 

"total and permanent disability" means:

a)	An officer suffers the loss of: 

the use of two limbs, or

the sight of both eyes, or

the use of one limb and the sight of one eye

where limb is defined as the whole hand or the whole foot: or

b)	An officer working 15 hours each week or more 

The officer having been absent from his/her occupation with the employer through injury or illness for six consecutive months and becoming incapacitated to such an extent as to render the officer unlikely to ever engage in any gainful profession, trade or occupation for which the officer is reasonably qualified by reason of education, training or experience.

c)	An officer working less than 15 hours each week

The officer, because of injury or illness becomes permanently unable to perform the basic activities normally undertaken as part of everyday life as evidenced by the officer being unable to undertake any two of the activities listed below:

i)	Bathing - to shower or bathe

ii)	Dressing - to dress or undress

iii)	Toileting - to use the toilet including getting on or off

iv)	Feeding - to eat and drink

v)	Mobility - to get in or out of his/her wheelchair

vi)	Continence - to control bladder and bowel function

If the officer can perform the activity on his/her own by using special equipment the officer is not to be considered unable to perform the activity.

"Union/s" means Health Services Union NSW (‘HSU’) and/or Australian Paramedics Association (NSW) (‘APA’).

PART B

ARRANGEMENTS FOR OFFICERS ENTITLED TO THE DEATH AND INCOME PROTECTION BENEFITS PRESCRIBED BY THIS AWARD

4.  Coverage 

4.1	This Award applies to all officers with the following exceptions: 

4.1.1	members of the State Superannuation Scheme; and 

4.1.2	officers aged 65 years and over.

4.2	Officers who are members of the State Authorities Superannuation Scheme who have additional benefit cover are not entitled to the death benefits provided by clause 7, Lump Sum Payments for Death, of this Award.  However, such officers are entitled to income protection benefits provided by clause 8, Income Protection, of this Award. 

5.  Other Entitlements Not Affected

5.1	The benefits conferred upon officers by this Award do not affect:

5.1.1	any compensation payable under the Workers Compensation Act 1987; or

5.1.2	any superannuation entitlements.  

6.  Insurance

6.1	NSW Ambulance must establish with Aware Super, a superannuation scheme to pay the benefits prescribed by clause 7, Lump Sum Payments for Death, of this Award.  

6.2	NSW Ambulance must take out an insurance policy to pay the benefits prescribed by clause 8, Income Protection, of this Award.

6.3	An officer

6.3.1	who suffers a disability arising from an injury before the commencement date of the insurance policy described at subclause 6.2; and 

6.3.2	who is not covered by the insurance policy described at subclause 6.2 in respect of that disability; and

6.3.3	who is not entitled to a payment under Part C - Transitional Provisions of this Award; and

6.3.4	who would have been covered and eligible for benefits in respect of that disability under the Ambulance Service of NSW Death and Disability (State) Award, is entitled to be paid by NSW Ambulance in respect of that disability such amounts as are equivalent to the amounts that the officer would have been paid under the new insurance policy described at subclause 6.2, if that policy had covered the officer.

7.  Lump Sum Payments for Death

7.1	Officers will be entitled to a lump sum payment in accordance with Annexure B - Benefits for On Duty Death to this Award in the event that an on duty injury results in an officer’s death.  

7.2	Lump sum benefits payable under subclause 7.1 of this Award will be calculated utilising the salary as defined in this Award.  

[bookmark: _Hlk116889183]7.3	Officers will be entitled to a lump sum payment in accordance with Annexure C - Benefits for Off Duty Death to this Award in the event that an off duty injury results in an officer’s death. The lump sum amounts specified at Annexure C will be increased in accordance with general increases in salaries prescribed in Paramedics and Control Centre Officers (State) Award 2021 or the Operational Ambulance Managers (State) Award 2022, as varied or replaced from time to time.  

7.4	For the purposes of this clause, an officer’s age will be his/her age at the date of death. 

7.5	Entitlements to receive a lump sum benefit from the Aware Super insurance superannuation scheme will be assessed in accordance with the applicable trust deed and policy document that applies at such time. Any dispute will be assessed in accordance with the Aware superannuation scheme’s Disputes and Complaints procedure, as varied or replaced from time to time. This includes any dispute as to entitlement to receive a lump sum payment from the Aware Insurance Superannuation Scheme. 

8.  Income Protection

8.1	NSW Ambulance will take out and maintain an income protection insurance policy that provides insurance cover that applies where, due to illness or injury incurred either on or off duty, an officer is unable to perform the duties of the position for which they are substantively employed and they are under the care of a medical practitioner.

8.2	NSW Ambulance will take out an insurance policy that includes the following terms at a minimum:

A disability benefit which tops up any other income received by the officer so that the officer receives 75% of pre-disability salary.

A waiting period of 90 days before any benefit is payable in the case of an Off Duty Injury, or 26 weeks in the case of an On Duty Injury.

A maximum benefit period of five years for on duty injuries, and two years for off duty injuries.

An officer is not forced to use their accrued sick leave during waiting periods. 

If an officer’s employment is terminated as a result of illness or injury during the benefit period, the termination of the employment does not affect benefits to which the officer is otherwise entitled. 

8.3	Entitlements to income protection benefits will be assessed in accordance with the terms of the insurance policy. Any associated dispute will be assessed in accordance with the Disputes and Complaints procedure as contained in the insurance policy.

PART C 

TRANSITIONAL PROVISIONS

9.  Officers Covered by the Transitional Provisions

9.1	This Part of the Award applies to officers who as at 19 August 2016 contributed a percentage of their salary towards the benefits formerly provided under the Ambulance Service of NSW Death and Disability (State) Award as follows:

9.1.1	Officers who contributed 1.8 per cent of their salary are entitled to the provisions of clauses 10, 11 and 12 of this Award.

9.1.2	Officers who contributed 0.92 per cent of their salary are entitled to the provisions of clauses 10 and 11 of this Award.

9.1.3	Officers who contributed 0.88 per cent of their salary are entitled to the provisions of clause 12 of this Award. 

10.  Transitional Payments for on Duty Total and Permanent Disability

[bookmark: _Hlk116889272][bookmark: _Hlk116887826]10.1	Officers specified at subclauses 9.1.1 and 9.1.2 of this Award and whose date of disablement is on or prior to 19 August 2016 will be entitled to a lump sum payment in accordance with Table 1 of Annexure D - Transitional Benefits to this Award in the event that an on duty injury results in an officer suffering total and permanent disability.

10.2	For the purposes of this clause, an officer’s age will be his/her age at the date of disablement.

11.  Transitional Payments for Off Duty Total and Permanent Disability

[bookmark: _Hlk116888100]11.1	Officers specified at 9.1.1 and 9.1.2 of this Award and whose date of disablement is on or prior to 19 August 2016 will be entitled to a lump sum payment in accordance with the scale set out in Table 2 of Annexure D - Transitional Benefits to this Award in the event that an off duty injury results in their total and permanent disability.  Any such lump sum payment will be at the rate effective at the date of disablement.

11.2	For the purposes of this clause, an officer’s age will be his/her age at the date of disablement or at such earlier date as may be determined by the parties in accordance with clause 16.1.  

[bookmark: _Hlk116889025][bookmark: _Hlk116888264]11.3	The lump sum amounts prescribed at Table 2 of Annexure D - Transitional Benefits to this Award will be increased in accordance with general increases in salaries prescribed by the Paramedics and Control Centre Officers (State) Award 2021 or the Operational Ambulance Managers (State) Award 2022, as varied or replaced from time to time.  

12.  Rehabilitation, Retraining and Transitional Payments for Officers who Suffer Partial and Permanent Disability

12.1	The lump sum payments prescribed by this clause may be payable to officers:

12.1.1	specified at subclauses 9.1.1 and 9.1.3 of this Award; and

12.1.2	who are medically unfit for their pre-injury duties on 19 August 2016; and

12.1.3	whose date of disablement is on or prior to 19 August 2016.

12.2	An officer who returns to pre-injury duties on or after 20 August 2016 is not entitled to the provisions of this clause.  For this purposes of this subclause, an officer who returns to their substantive position with restrictions under a supervised return to work plan as part of the rehabilitation processes as outlined in this clause, is not considered to have returned to pre-injury duties. 

12.3	In order to be entitled to a benefit pursuant to this clause an officer must engage in the provisions outlined within this clause.

12.4 	There is a mutual obligation on both NSW Ambulance and the injured officer to identify suitable employment. However, it is the injured officer’s responsibility to accept a reasonable offer of a suitable employment made by NSW Ambulance, which may include transfer to another location. A failure to accept one of three offers of suitable employment will jeopardise any benefits or entitlements payable under this Award and may result in termination of employment.

12.5	An officer who suffers an on duty injury will receive rehabilitation/retraining consistent with the following NSW Ambulance policies and procedures: 

a.	Workers Compensation and Recovery at Work Operating Procedure (PRO2019-002); 

b.	Redeployment of Injured Workers Under Workers Compensation Operating Procedure (PRO2017-044); 

as varied or replaced from time to time, leading to a return to pre-injury employment wherever possible.  

12.5.1	Where a return to pre-injury employment is not possible, as determined by a medical assessor contracted by NSW Ambulance, the officer will be declared as suffering a partial and permanent disability and opportunities for permanent placement in suitable employment will be sought. 

[bookmark: _Hlk116888965]12.5.2	If permanent placement in suitable employment within NSW Ambulance is not possible the employment of the officer may be terminated.  In such circumstances the officer, subject to eligibility being established, will be paid a lump sum payment in accordance with Table 3 of Annexure D - Transitional Benefits to this Award.

12.6	An officer who suffers an off duty related injury/illness will receive rehabilitation/retraining consistent with the non work related injuries/illness section/s of the NSW Ambulance’s ‘Workers Compensation and Recovery at Work Operating Procedure (PRO2019-002)’, as varied or replaced from time to time, leading to a return to pre-injury employment wherever possible. 

12.6.1	No medical or rehabilitation costs will be met by NSW Ambulance for off duty injuries.

12.6.2	Where a return to pre-injury employment is not possible as determined by the medical assessor, the officer will be declared as suffering a partial and permanent disability and opportunities for permanent placement in suitable employment will be sought wherever reasonably practical. Suitable employment can include redeployment to an administrative position.

12.6.3	If permanent placement in suitable employment within NSW Ambulance is not possible the employment of the officer may be terminated and, in such circumstances, the officer will be paid a lump sum payment equivalent to the unexpired portion of the two-year full salary or full salary to age 60 (whichever is the lesser).  In the case of permanent part time officers, the entitlements under this sub clause are calculated on a pro rata basis. The two-year period commences when medical evidence indicates that an officer is not able to return to their pre-injury employment.

12.7	The objective of the rehabilitation/retraining program creates mutual obligations, which is for every officer who suffers partial and permanent disability to be placed in suitable employment with NSW Ambulance, wherever reasonably practical

[bookmark: _Hlk116889790]12.8	An adequate opportunity will be given to the officer concerned and the Union (unless the officer expressly declines to agree to the Union being informed) to consider the NSW Ambulance’s opinion that no suitable employment is available and to put that opinion into dispute in accordance with clause 16, Grievance Mechanism, of this Award prior to cessation of employment. Such opportunity will also be given in situations where it is disputed that any alternate employment is genuinely suitable. Suitable employment does not include employment that is merely token in nature and does not involve useful work in relation to the activities of NSW Ambulance, or is demeaning in nature having regard to the officer’s incapacity and pre-injury employment, age, education, skills and work experience. The officer’s place of residence will also be considered when determining suitable employment.  

13.  Insurance and Assessment of Entitlement to Transitional Benefits

13.1	The benefits prescribed by clauses 10 and 11 of this Award will be paid from Aware Super superannuation scheme which was established under the terms of the Ambulance Service of NSW Death and Disability (State) Award. Provided that NSW Ambulance will administer and pay for any benefits under clauses 10 and 11 of this Award for officers who are not covered by the scheme’s trust deed and policy document

13.2	The benefits prescribed by clause 12 of this Award will be administered and paid by NSW Ambulance.  

13.3	Officers can only receive one transitional benefit either a "partial and permanent disability benefit" or "total and permanent disability benefit". An officer will be required to sign a deed of undertaking when making a claim for benefits for partial and permanent disability.  This deed ensures that any benefits obtained under partial and permanent disability will be repaid to NSW Ambulance should the officer be successful in claiming total and permanent disability.

13.4	Entitlement to benefits to be provided by NSW Ambulance pursuant to this Part may be assessed by an assessment provider engaged by NSW Ambulance, or by NSW Ambulance. Any dispute can be initially assessed in accordance with clause 16, Grievance Mechanism, of this Award. 

13.5	Entitlement to receive a lump sum benefit under clauses 10 and 11 from the Aware Super superannuation scheme will be assessed in accordance with the terms of the Aware Super superannuation scheme Trust Deed and Policy Document. Any dispute will be assessed in accordance with the Aware Super superannuation scheme’s Disputes and Complaints procedure. 

13.6	Lump sum benefits payable under this Part will be calculated utilising the salary as defined in this Award.  

13.7	Officers covered by the transitional provisions under clause 10, 11 or 12 of this Award cannot receive both a transitional payment and income protection benefits under subclause 6.3 or clause 8, Income Protection, of this Award.  If such officers claim an income protection benefit they will be required to sign a deed of undertaking when making that claim.  This deed ensures that any benefits obtained under income protection will be repaid to NSW Ambulance should the officers be successful in claiming transitional total and permanent disability payments or transitional partial and permanent disability payments.  

14.  Exclusion

14.1	An officer otherwise entitled to benefits provided by Part C - Transitional Provisions of this Award will not be entitled to such benefits in relation to an injury (or consequent disability) directly caused by the taking of disciplinary action that may lead to removal from NSW Ambulance.  However, if:

14.1.1	the initiation of or conduct of such disciplinary action by NSW Ambulance was not reasonable; or

14.1.2	the officer is not ultimately removed from NSW Ambulance as a consequence of the disciplinary action, then the officer will continue to be eligible to claim benefits for such injury.

PART D

HEALTH AND WELLNESS PROGRAM

15.  Health and Wellness Program

15.1	NSW Ambulance will implement a Health and Wellness Program in accordance with the following objectives:

15.1.1	to promote health and wellness of paramedics and to assist them in meeting the occupational requirements of their job

15.1.2	to provide practical support, education and assistance to paramedics through structured health and wellness programs.  

15.2	Nothing in the Health and Wellness Program will give rise to any additional payment, allowance or any other financial benefit to any officer.  The Program will not give rise to any additional leave entitlements to any officer.

15.3	1.9% of the Government’s maximum contribution as stipulated at subclause 18.2 of this Award will be used to fund initiatives under the Health and Wellness Program.
For example: If the Government’s maximum contribution pursuant to subclause 18.2 of this Award was $10 million, then subclause 15.3 of this clause provides a fund of $190,000 for initiatives under the Health and Wellness Program.

15.4	NSW Ambulance must provide the unions with a yearly breakdown of the expenditure of the 1.9% of the Government’s contribution on health and wellness initiatives.

15.5	Prior to funds identified in subclause 15.3 of this clause being applied, NSW Ambulance are to consult with unions on how such funds will be applied to initiatives under the Health and Wellness Program.

PART E

GRIEVANCE MECHANISM, ANTI-DISCRIMINATION, AWARD REVIEW AND AREA, INCIDENCE AND DURATION

16.  Grievance Mechanism

16.1	A committee will be formed comprised of equal representatives of APA, HSU and NSW Ambulance to consider grievances that arise from the application of this award. The Unions, NSW Ambulance or individual officers may refer such matters to the committee.

16.2	With the exception of the procedures outlined in subclauses 7.5, 8.3 or 13.5 of this Award, if an issue gives rise to a dispute, it must be dealt with in accordance with the issue resolution procedures in Paramedics and Control Centre Officers (State) Award 2021 and the Operational Ambulance Managers (State) Award 2021, as varied or replaced from time to time.

17.  Anti-Discrimination

17.1	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.

17.2	It follows that in fulfilling their obligations under clause 16, Grievance Mechanism, of 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 effect.  It will be consistent with the fulfilment of these obligations for the parties to make an application to vary any provision of this Award, which by its terms or operation, has direct or indirect discriminatory effect.

17.3	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.

17.4	Nothing in this clause is taken to affect any conduct or act which is specifically exempted from anti-discrimination legislation; offering or providing junior rates of pay to persons under 21 years of age; any act or practice of a body established to propagate religion which is exempted under section 56(d) of the Anti-Discrimination Act 1977; and/or a party to this Award from pursuing matters of unlawful discrimination in any State or Federal jurisdiction.

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

18.  Cost of the Scheme and Award Review 

18.1	There will be yearly actuarial and financial reviews conducted on the death and income protection scheme and the transitional provisions of this Award. The actuarial and financial reports created as part of these reviews are to be provided to the HSU and APA within four weeks of receipt by NSW Ambulance.

[bookmark: _Hlk109295096]18.2	The long term cost to Government of benefits, rehabilitation and administrative costs for injury and the health and wellness program provided under this Award are to be a maximum of 3.6% of salaries as defined by this Award. If the results of the actuarial and financial reviews referred to above or if in any 12-month period:

18.2.1	the insurance premium/s quoted for the next 12 months, and/or

18.2.2	the claims experience of the preceding 12 months

are such that, in the opinion of the actuary and NSW Ambulance, the long term cost to the Government is likely to exceed 3.6% of salaries, there will be an immediate review of the scheme.  Appropriate steps must then be taken by the parties to implement a revised scheme that maintains a maximum cost to Government of 3.6% of salaries.

18.3	If the results of the actuarial and financial reviews referred to above or if in any 12-month period:

18.3.1	the insurance premium/s quoted for the next 12 months, and/or

18.3.2	the claims experience of the preceding 12 months

are such that, in the opinion of the actuary and NSW Ambulance, the long term cost to the Government is likely to be less than 3% of salaries, there will be an immediate review of the scheme. Appropriate steps will then be taken by the parties to increase the benefits available to officers under a scheme that maintains a maximum cost to Government of 3.6% of salaries.

18.4	After the receipt of the actuarial and financial reports outlined in subclause 18.1 of this clause, any party may request a meeting to discuss the implication of the reports on the benefits available to officers. 

19.  Area, Incidence and Duration

19.1	This Award will apply to all officers as defined in clause 3, Definitions, of this Award who are employed in NSW Ambulance by the Secretary of the Ministry of Health and this Award is binding on the Secretary of the Ministry of Health.

19.2	This Award follows the expiry of the NSW Ambulance Death & Income Protection Benefits Interim (State) Award published 20 October 2018 (382 I.G. 896) and take effect from 17 November 2022.
 
[bookmark: _Hlk116899313][bookmark: _Hlk116899300]19.3	This Award commenced on 20 August 2017 and remains in force until it is rescinded, replaced or made obsolete by the Commission.  

19.4	The parties to this Award are the Secretary of the Ministry of Health, the Health Services Union NSW and the Australian Paramedics Association (NSW).

ANNEXURE A

Definition of ‘Suitable Employment’ pursuant to section 43A of the Workers Compensation Act 1987

(1)	Suitable employment in relation to a worker, means employment in work for which the worker is suited, having regard to the following:

(a)	the nature of the worker’s incapacity and pre-injury employment,

(b)	the worker’s age, education, skills and work experience,

(c)	the worker’s place of residence,

(d)	the details given in the medical certificate supplied by the worker,

(e)	the provisions of any injury management plan for the worker,
(f)	any suitable employment for which the worker has received rehabilitation training,

(g)	the length of time the worker has been seeking suitable employment,

(h)	any other relevant circumstances.

(2)	In the case of employment provided by the worker’s employer, suitable employment includes:

(a)	employment in respect of which:

(i)	the number of hours each day or week that the worker performs work, or

(ii)	the range of duties the worker performs, is suitably increased in stages (in accordance with a rehabilitation plan or return-to-work plan or otherwise), and

(b)	if the employer does not provide employment involving the performance of work duties-suitable training of a vocationally useful kind provided:

(i)	by the employer at the workplace or elsewhere, or

(ii)	by any other person or body under arrangements made with the employer, but only if the employer pays an appropriate wage or salary to the worker in respect of the time the worker attends the training concerned.

(3)	However, in any such case, suitable employment does not include:

(a)	employment that is merely of a token nature and does not involve useful work having regard to the employer’s trade or business, or

(b)	employment that is demeaning in nature, having regard to subsection (1)(a) and (1)(b) and to the worker’s other employment prospects.

(4)	A worker is to be regarded as suitably employed if:

(a)	the worker’s employer provides the worker with, or the worker obtains, suitable employment, or

(b)	the worker has been reinstated to the worker’s former employment under Part 7 of Chapter 2 of the Industrial Relations Act 1996.

ANNEXURE B

BENEFITS FOR ON DUTY DEATH 

Entitlements to receive lump sum benefits will be in accordance with the applicable Aware Superannuation Scheme Trust Deed and Policy Document.

The lump sum benefits shown in the table below are payable from the Aware Super insurance superannuation scheme in accordance with the scheme’s trust deed. Where an on duty benefit is less than the off-duty benefit, the higher benefit would be payable.

	Age At Death or Disablement
	Lump Sum as Multiple of Salary

	
	(salary effective at date of disablement)

	Less than 45 years of age
	8.50

	45
	8.20

	46
	7.95

	47
	7.69

	48
	7.42

	49
	7.15

	50
	6.88

	51
	6.59

	52
	6.29

	53
	5.98

	54
	5.67

	55
	5.35

	56
	5.02

	57
	4.69

	58
	4.34

	59
	4.00

	60
	3.71



ANNEXURE C

Entitlements to receive lump sum benefits will be in accordance with the applicable Aware Superannuation Scheme Trust Deed and Policy Document. The lump sum benefits shown in the table below are payable from the Aware Super insurance superannuation scheme in accordance with the scheme’s trust deed. Where an on duty benefit is less than the off-duty benefit, the higher benefit would be payable.

BENEFITS FOR OFF DUTY DEATH

	Age
	Lump Sum
Effective from the first pay period to commence on or after 1 July 2017

	Less than 61 years of age
	$386,493

	At age 61 to less than 62 years
	$309,194

	At age 62 to less than 63 years
	$231,896

	At age 63 to less than 64 years
	$154,597

	At age 64 to less than 65 years
	$77,296



ANNEXURE D

TRANSITIONAL BENEFITS

TABLE 1

BENEFITS FOR ON DUTY TOTAL AND PERMANENT DISABILITY

	Age At Disablement
	Lump Sum As Multiple of Salary 
(salary effective at date of disablement)

	Less than 45 years of age
	8.50

	45
	8.20

	46
	7.95

	47
	7.69

	48
	7.42

	49
	7.15

	50
	6.88

	51
	6.59

	52
	6.29

	53
	5.98

	54
	5.67

	55
	5.35

	56
	5.02

	57
	4.69

	58
	4.34

	59
	4.00

	60
	3.71


TABLE 2

BENEFITS FOR OFF DUTY TOTAL AND PERMANENT DISABILITY

	Age at Disablement
	Lump Sum
Effective from the first pay period to commence on or after 1 July 2017

	Less than 61 years of age
	$386,493

	At age 61 to less than 62 years
	$309,194

	At age 62 to less than 63 years
	$231,896

	At age 63 to less than 64 years
	$154,597

	At age 64 to less than 65 years
	$77,296



TABLE 3

BENEFITS FOR ON DUTY PARTIAL AND PERMANENT DISABILITY

Where an on duty benefit is less than the off duty benefit, the higher benefit would be payable.

	Age at Disablement
	Lump Sum as Multiple of Salary 
(salary effective at date of disablement)

	20
	8.33

	21
	8.22

	22
	8.11

	23
	7.99

	24
	7.87

	25
	7.75

	26
	7.62

	27
	7.49

	28
	7.35

	29
	7.21

	30
	7.07

	31
	6.92

	32
	6.76

	33
	6.61

	34
	6.44

	35
	6.28

	36
	6.11

	37
	5.93

	38
	5.75

	39
	5.56

	40
	5.36

	41
	5.16

	42
	4.96

	43
	4.75

	44
	4.53

	45
	4.30

	46
	4.07

	47
	3.83

	48
	3.59

	49
	3.34

	50
	3.08

	51
	2.81

	52
	2.53

	53
	2.25

	54
	1.95

	55
	1.65

	56
	1.34

	57
	1.02

	58
	0.69

	59
	0.35

	60
	0.00



ANNEXURE E

PARAMEDICS 

	Components of Salary
	
	Components of 20%

	Base Salary (Stafflink Element)
	
	Penalties (Stafflink Element)

	
	
	

	AR916R AWD ASN Operation Centre Allowance
	 
	AN646N ASN Relocation Disturbance Allowance

	AR919R AWD ASN Broken Hill Advanced Life Support
	 
	AN001N On Call Weekly

	AR920R AWD ASN Broken Hill Paramedic Allowance
	 
	AN001N On Call

	AR923R AWD ASN Broken Hill Allowance
	 
	AR564R Broken Hill Climatic and Isolation 

	AR937R AWD ASN Specialist Allowance
	
	Allowance

	zzzAR938R ASN Standby Rescue Allowance
	 
	AN945N ASN Living Away Sustenance After Tax

	AR941R AWD ASN Duty Operations Centre Air Ambulance
	 
	PL001 Penalty 10 Percentage

	zzzAR942R AWD ASN Ambulance Studies Certificate
	 
	PL002 Penalty 12 and half Percentage

	AN944R AWD Operations Centre Standby
	 
	PL003 Penalty 15 Percentage

	EA001 Normal Hours
	 
	PL006 Penalty Saturday 50 Percentage

	LP004 Sick Leave Payment
	 
	PL008 Penalty Sunday 75 Percentage

	LP006 Annual Leave Entitlement Payment
	 
	PL010 Public Holiday Penalty 50 Percentage

	LP006 Annual Leave Entitlement Payment
	 
	PL011 Public Holiday Penalty 100 Percentage

	LP009 Extra Leave Payment
	 
	PL012 Public Holiday Penalty 150 Percentage

	LP011 Long Service Leave Payment
	 
	EA037 Public Holiday

	LP016 Time in Lieu Payment
	 
	EA001 Normal Hours HGD

	WC044 Full Incapacity
	 
	PL007 Penalty 100 Percentage

	WC045 Partial Incapacity
	 
	PL001 Penalty 10 Percentage HGD

	WC046 Statutory Incapacity
	 
	PL002 Penalty 12 and half Percentage HGD

	WC047 Section 38
	 
	PL003 Penalty 15 Percentage HGD

	WC048 Suitable Duty Full Hours
	 
	PL006 Penalty Saturday 50 Percentage HGD

	WC048 Suitable Duty Full Hours HGD
	 
	PL008 Penalty Sunday 75 Percentage HGD

	WC049 Suitable Duty Partial Hours
	 
	PL010 Public Holiday Penalty 50 Percentage HGD

	WC049 Suitable Duty Partial Hours HGD
	 
	PL011 Public Holiday Penalty 100 Percentage 

	
	
	HGD

	WC050 Statutory Make Up
	 
	PL012 Public Holiday Penalty 150 Percentage 

	
	
	HGD

	WC051 Partial Incapacity No Time Lost
	 
	PL007 Penalty 100 Percentage HGD

	WC063 Workers Comp Public Holiday
	 
	EA140 Crib Break Penalty

	WC064 Totally Unfit Pd 1 Wks 1 to 13 PC 95
	 
	 

	WC065 Totally Unfit Pd 2 Wks 14 to 52 PC 80
	 
	 

	WC066 Totally Unfit Pd 3 Wks 53 to 130 PC 80
	 
	 

	WC067 Totally Unfit Wks 131 to 260 PC 80
	 
	 

	WC068 Totally Unfit greater than 260 Wks PC 80
	 
	 

	WC069 Suitable Duties Pd 1 Wks 1 to 13 PC 95
	 
	 

	WC070 Suitable Duties Pd 2 Wks 14 to 52 GTR 15 PC 95
	 
	 

	WC071 Suitable Duties Pd 2 Wks 14 to 52 LESS 15 PC 80
	 
	 

	WC072 Suitable Duties Pd 3 Wks 53 to 130 GTR 15 PC 95
	 
	 

	WC073 Suitable Duties Pd 3 Wks 53 to 130 LESS 15 PC 80
	 
	 

	WC074 Suitable Duties Wks 131 to 260 PC 80
	 
	 

	WC075 Suitable Duties greater than 260 Wks PC 80
	 
	 

	WC076 Surgery after 143 Wks PC 80
	 
	 

	WC077 Partial Incapacity No Time Lost
	 
	 

	LE039 ADO in Hours Leave 
	 
	 

	LP052 FACS Leave Payment
	 
	 

	LP055 Crown Witness Leave Payment
	
	 

	LP056 Jury Duty Leave Payment
	
	 

	LP612 Parental Leave Payment
	
	 

	LP611 Parental Leave Half Pay Payment
	
	 

	LP060 Defence Leave Payment
	
	 

	LP631 NAIDOC Leave Payment
	
	 

	LP633 Special Leave Payment
	
	 

	LP064 TESL Payment
	
	 

	LP068 Union Leave Payment
	
	 

	LP067 Examination Leave Payment
	
	 

	LP066 Short Course Leave Payment
	
	 

	LP063 SES Leave Payment
	
	 



OPERATIONAL AMBULANCE MANAGERS

	Component of Salary
	
	Components of 3%

	Base Salary (Stafflink Element)
	
	Penalties (Stafflink Element)

	
	
	

	EA001 Normal Hours
	
	PL010 Public Holiday Penalty 50 Percentage

	LP004 Sick Leave Payment
	
	PL011 Public Holiday Penalty 100 Percentage

	LP006 Annual Leave Entitlement Payment
	
	PL012 Public Holiday Penalty 150 Percentage

	LP006 Annual Leave Entitlement Payment
	
	EA001 Normal Hours HGD

	LP009 Extra Leave Payment
	
	PL010 Public Holiday Penalty 50 Percentage HGD

	LP011 Long Service Leave Payment
	
	PL011 Public Holiday Penalty 100 Percentage HGD

	LP016 Time in Lieu Payment
	
	PL012 Public Holiday Penalty 150 Percentage HGD

	WC044 Full Incapacity
	
	AN945N ASN Living Away Sustenance After Tax

	WC045 Partial Incapacity
	
	EA001 Normal Hours HGD

	WC046 Statutory Incapacity
	
	 

	WC047 Section 38
	
	 

	WC048 Suitable Duty Full Hours
	
	 

	WC048 Suitable Duty Full Hours HGD
	
	 

	WC049 Suitable Duty Partial Hours
	
	 

	WC049 Suitable Duty Partial Hours HGD
	
	 

	WC050 Statutory Make Up
	
	 

	WC051 Partial Incapacity No Time Lost
	
	 

	WC063 Workers Comp Public Holiday
	
	 

	WC064 Totally Unfit Pd 1 Wks 1 to 13 PC 95
	
	 

	WC065 Totally Unfit Pd 2 Wks 14 to 52 PC 80
	
	 

	WC066 Totally Unfit Pd 3 Wks 53 to 130 PC 80
	
	 

	WC067 Totally Unfit Wks 131 to 260 PC 80
	
	 

	WC068 Totally Unfit greater than 260 Wks PC 80
	
	 

	WC069 Suitable Duties Pd 1 Wks 1 to 13 PC 95
	
	 

	WC070 Suitable Duties Pd 2 Wks 14 to 52 GTR 15 PC 95
	
	 

	WC071 Suitable Duties Pd 2 Wks 14 to 52 LESS 15 PC 80
	
	 

	WC072 Suitable Duties Pd 3 Wks 53 to 130 GTR 15 PC 95
	
	 

	WC073 Suitable Duties Pd 3 Wks 53 to 130 LESS 15 PC 80
	
	 

	WC074 Suitable Duties Wks 131 to 260 PC 80
	
	 

	WC075 Suitable Duties greater than 260 Wks PC 80
	
	 

	WC076 Surgery after 143 Wks PC 80
	
	 

	WC077 Partial Incapacity No Time Lost
	
	 

	LE039 ADO in Hours Leave 
	
	 

	LP052 FACS Leave Payment
	
	 

	LP055 Crown Witness Leave Payment
	
	 

	LP056 Jury Duty Leave Payment
	
	 

	LP612 Parental Leave Payment
	
	 

	LP611 Parental Leave Half Pay Payment
	
	 

	LP060 Defence Leave Payment
	
	 

	LP631 NAIDOC Leave Payment
	
	 

	LP633 Special Leave Payment
	
	 

	LP064 TESL Payment
	
	 

	LP068 Union Leave Payment
	
	 

	LP067 Examination Leave Payment
	
	 

	LP066 Short Course Leave Payment
	
	 

	LP063 SES Leave Payment
	
	 





D. SLOAN, Commissioner


____________________


Printed by the authority of the Industrial Registrar.
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TRANSPORT INDUSTRY - CAR CARRIERS (NSW) CONTRACT DETERMINATION

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES

Application by Transport Workers' Union of New South Wales, Industrial Organisation of Employees.

(Case No's. 2019/203732, 2019/254337 & 2021/208131)

	Before Commissioner Sloan
	4 July 2022



VARIATION

1.	In the Arrangement of the contract determination published 11 July 2008 (366 I.G. 274), insert after clause 8, Conditions (Rates of Remuneration), the following new clause:

8A.	Deemed Distances

2.	Delete the amount of $280.98 wherever it appears in paragraph (a) of subclause (i) of clause 7, Other Conditions, and insert in lieu thereof the amount of $306.44.

3.	Insert after paragraph (c) of subclause (i) of clause 7, Other Conditions, the following new paragraph:

(d)	Where authorised in writing by the Contract Carrier, the Principal Contractor may deduct from any remuneration payable to the Contract Carrier an amount equal to payments made by the Principal Contractor for fuel supplied for the benefit of the Contract Carrier.

4.	Delete subclause (i) of clause 8, Conditions, and insert in lieu thereof the following:

(i)	The Principal Contractor shall, subject to any adjustment provided for in this determination, including clause 8(A) Deemed distances, pay to a Contract Carrier for intrastate work the rate of remuneration per kilometre shown in Schedule 1 for a vehicle with the capacity of the Contract Carrier's vehicle for each kilometre necessarily travelled to the destination and return.

5.	Delete the amount of $337.17 wherever it appears in subclause (vii) of clause 8, Conditions, and insert in lieu thereof the amount of $367.71.

6.	Insert after clause 8, Conditions, the following new clause:
[bookmark: _Hlk132810852]
8A.  Deemed Distances

(i)	Subject to clause 8A(iii) and 8A(iv), the Principal Contractor may calculate any payment for intrastate work involving the transportation of freight between the locations identified in tables G, H, I and J in Schedule 1 based on the deemed distances specified in those tables. This will apply both in circumstances where a principal contractor pays a contractor at the minimum rates of remuneration provided in the contract determination or at a rate that is higher than that prescribed by the contract determination.

(ii)	Where, at the instruction of a Principal Contractor, a Contract Carrier performs work in the course of a contract of carriage that is in connection with the performance of a journey identified in tables G, H, I or J in Schedule 1 and the Principal Contractor requires the Contract Carrier to travel significant additional kilometres to the deemed distances specified in such tables because the Contract Carrier:

(a)	was instructed to part-unload or load before they will be paid the kilometres necessarily travelled between the starting point and destination designated by the principal contractor; or

(b)	was required at law to undertake a 4.6 Metre Route in order to complete the contract of carriage and had advised the Principal Contractor of this before undertaking such a route; or

(c)	deviates from the generally accepted or Principal Contractor designated route due to impassable roads or some other reason agreed to by the Principal Contractor, provided:

a.	the Contract Carrier has first obtained the agreement of the Principal Contractor to undertake such deviation or is instructed to undertake such a deviation; and

b.	The Contract Carrier Complies with any reasonable instruction from the Principal Contractor as to the performance of the contract of carriage;

the Principal Contractor will pay to the Contract Carrier the rate of remuneration per kilometre shown in Schedule 1 for a vehicle with the capacity of the Contract Carrier's vehicle for each additional kilometre necessarily travelled at the request of the Principal Contractor

(iii)	A Contract Carrier may raise a concern with the Principal Carrier that engages them that a route that they are required to travel in order to complete a journey identified in tables G, H or I by travelling the number of kilometres contemplated in such tables poses a risk to their safety or that of other road uses. Any such concern must be discussed with the Contract Carrier, along with the TWU if requested by the Contract Carrier, and considered promptly and genuinely. This must include the Principal Contractor considering whether a Contract Carrier should be permitted to take an alternate route in order to avoid such alleged risks and consequently be paid for any additional kilometres necessarily travelled. Any dispute about such matters must be dealt with in accordance with the dispute procedure contained in clause 4(v) of this contract determination.

(iv)	If, due to development of new or improved roads, it becomes possible for a Contract Carrier to undertake any of the journeys identified in tables G, H or I by travelling less kilometres than assumed in such tables the Principal Contractor apply such lesser number of kilometres in lieu of the number specified in such tables provided:

a.	The Principal Contractor has advised the TWU of the number of kilometres that it intends to apply (the nominated alternate kilometres) and the reason why; and

b.	The TWU does not reasonably dispute that the journey can be undertaken within the nominated alternate kilometres; and

c.	The Principal Contractor has advised relevant Contract Carriers, in writing, that the nominated deemed distances will be applied in the future.

7.	Insert after the last paragraph of subclause (i) of Schedule 1, Rates of Remuneration, the following new paragraphs:

[bookmark: _Hlk132811368]Table I: Deemed distances to apply for common trips originating and/or terminating in Kembla Grange. These deemed distances are applicable only where the Principal Contractor’s terminal or depot was located in Kembla Grange on 1 July 2022 and this was the only terminal or depot operated by the Principal Contractor in NSW at that date.

Table J: Deemed distances to apply for common trips originating and/or terminating at Minto.

[bookmark: _Hlk132811391]8.	Delete the amount of 1.84% in paragraph (c) of subclause (ii) of Schedule 1, Rates of Remuneration and insert in lieu thereof the amount of 0.81%.

9.	Delete subclauses (vi) and (vii) of Schedule 1, Rates of Remuneration, and insert in lieu thereof the following:
[bookmark: _Hlk132811418]
(vi)	Currently, the maximum reduction contained in subclause (ii) is calculated according to the following formula:
(d)	(126.09-17.8)/126.09) x 100 = (85.88%) 

(e)	18.37 x (85.88%) = (15.78)

(f)	16.58 - (15.78) = 0.81%

(vii)	The rates contained within this schedule shall take effect from the first full pay period on or after 1 July 2022

	Car Carriers Contract Determination Rate Adjustment

	Percentage variation = 9.06

	Category
	Old Value
	New Value
	%
	Current
	New
	Reset

	
	
	
	Change
	Weighting
	Weighting
	Weighting

	Wages
	763.8
	849.1
	11.17%
	41.88
	46.56
	42.03

	Capital
	93.3
	102.6
	9.97%
	13.46
	14.80
	13.36

	Insurances
	124.9
	139.3
	11.53%
	12.93
	14.42
	13.02

	Registration
	126.8
	133.8
	5.52%
	5.61
	5.92
	5.34

	R&M
	108.9
	120.5
	10.65%
	6.24
	6.90
	6.23

	Tyres
	109.5
	114.8
	4.84%
	1.2
	1.26
	1.14

	Fuel
	111.68
	126.1
	12.90%
	16.27
	18.37
	16.58

	Admin
	112.5
	119.7
	6.40%
	2.4
	2.55
	2.30

	 
	
	
	
	99.99
	
	100.00



[bookmark: _Hlk131002131]10.	Delete Tables "A", "B", "C", "D", "E" and "F" of Schedule I and insert in lieu thereof the following:
[bookmark: _Hlk132811455]
[bookmark: _Hlk131002377]Table A 

(Including 2% Trailer Hire)

	Local Work

	Zone Rates per Car Carriage - Prime Mover

	Zone
	1 Car Capacity $
	3 Car Capacity $
	4 Car Capacity $
	5 Car Capacity $
	6 Car Capacity $
	1 Car Tilt $

	1
	37.87
	60.00
	79.32
	98.38
	108.66
	44.28

	2
	57.21
	89.22
	112.43
	136.19
	149.04
	66.91

	3
	73.33
	112.65
	138.92
	168.89
	184.56
	85.70

	4
	86.19
	132.52
	165.25
	201.64
	219.89
	100.80

	5
	95.87
	159.46
	191.66
	234.33
	255.41
	112.09

	Rates Per Car Delivered

	Zone
	1 Car Capacity $
	3 Car Capacity $
	4 Car Capacity $
	5 Car Capacity $
	6 Car Capacity $
	1 Car Tilt $

	1
	37.87
	20.01
	19.84
	19.76
	18.10
	44.28

	2
	57.21
	29.74
	28.10
	27.23
	24.83
	66.91

	3
	73.33
	37.56
	34.75
	33.76
	29.53
	85.70

	4
	86.19
	44.18
	41.33
	40.33
	36.67
	100.80

	5
	95.87
	53.16
	47.91
	46.86
	42.58
	112.09

	Vehicle
	Standing and Running Rate 
per Hour
$
	Standing Rate per Hour
$

	1 Car
	48.34
	37.48

	3 Car
	58.51
	46.47

	4 Car
	66.13
	52.88

	5 Car
	70.14
	55.38

	6 Car
	75.85
	60.54

	1 car tilt
	56.50
	43.30




	Intrastate Work

	Vehicle
	Standing and Running Rate cents per Km

	1 Car
	93.14

	3 Car
	133.40

	4 Car
	147.70

	5 Car
	163.88

	6 Car
	176.19

	7 Car
	178.00

	1 car tilt
	109.27



Table B - Local Work

	Local Work

	Zone Rates per Car Carriage - Prime Mover & Trailer

	Zone
	1 Car Capacity
$
	3 Car Capacity
$
	4 Car Capacity
$
	5 Car Capacity
$
	6 Car Capacity
$
	1 Car Tilt 

$

	1
	39.41
	67.22
	89.82
	113.68
	124.56
	47.98

	2
	59.55
	100.01
	127.09
	156.90
	173.08
	72.50

	3
	76.33
	126.30
	157.00
	194.43
	214.31
	92.91

	4
	89.71
	152.42
	186.93
	232.23
	255.41
	109.29

	5
	99.80
	178.73
	216.80
	269.84
	296.57
	121.51

	Rates Per Car Delivered

	Zone
	1 Car Capacity
$
	3 Car Capacity
$
	4 Car Capacity
$
	5 Car Capacity
$
	6 Car Capacity
$
	1 Car Tilt

$

	1
	39.41
	22.42
	22.47
	22.74
	20.73
	47.98

	2
	59.55
	33.33
	31.79
	31.38
	28.84
	72.50

	3
	76.33
	42.10
	39.24
	38.89
	35.73
	92.91

	4
	89.71
	50.81
	46.73
	46.43
	42.58
	109.29

	5
	99.80
	59.58
	54.20
	53.95
	49.44
	121.51

	Vehicle
	Standing and Running Rate 
per Hour
$
	Standing Rate per Hour
$

	1 Car
	50.30
	39.35

	3 Car
	65.59
	47.06

	4 Car
	74.80
	54.13

	5 Car
	80.75
	57.61

	6 Car
	88.03
	74.37

	1 car tilt
	61.25
	47.40

	Intrastate Work

	Vehicle
	Standing and Running Rate cents per Km

	1 Car
	91.58

	3 Car
	142.15

	4 Car
	157.84

	5 Car
	175.29

	6 Car
	182.98

	1 car tilt
	112.76











Table C 

(Including 2% Trailer Hire)

	Local Work

	Zone Rates per Car Carriage - Prime Mover

	Zone
	1 Car Capacity 
$
	3 Car Capacity 
$
	4 Car Capacity 
$
	5 Car Capacity 
$
	6 Car Capacity 
$
	1 Car Tilt 

$

	1
	38.30
	60.72
	81.10
	100.41
	110.51
	44.25

	2
	57.89
	90.32
	114.93
	138.48
	151.62
	66.81

	3
	74.23
	114.05
	141.94
	170.95
	187.56
	85.66

	4
	87.28
	137.74
	168.97
	204.96
	223.52
	100.72

	5
	97.04
	161.45
	196.00
	238.31
	259.48
	112.05

	Rates Per Car Delivered

	Zone
	1 Car Capacity $
	3 Car Capacity $
	4 Car Capacity $
	5 Car Capacity $
	6 Car Capacity $
	1 Car Tilt $

	1
	38.30
	20.23
	20.26
	20.10
	18.43
	44.25

	2
	57.89
	30.09
	28.72
	27.70
	25.26
	66.81

	3
	74.23
	38.03
	35.49
	34.18
	31.25
	85.66

	4
	87.28
	45.91
	42.26
	40.98
	37.27
	100.72

	5
	97.04
	53.84
	49.01
	47.66
	43.26
	112.05

	Vehicle
	Standing and Running Rate 
per Hour
$
	Standing Rate
per Hour
$

	1 Car
	48.95
	37.44

	3 Car
	59.25
	46.46

	4 Car
	68.18
	52.87

	5 Car
	71.30
	55.36

	6 Car
	77.08
	60.45

	1 car tilt
	56.49
	43.26

	Intrastate Work

	Vehicle
	Standing and Running Rate cents per Km

	1 Car
	95.38

	3 Car
	137.15

	4 Car
	155.15

	5 Car
	170.24

	6 Car
	183.16

	1 car tilt
	109.20



[bookmark: _Hlk131015823]Table D

(Including 2% Trailer Hire)

	Local Work

	Zone Rates per Car Carriage - Prime Mover

	Zone
	1 Car Capacity 
$
	3 Car Capacity 
$
	4 Car Capacity 
$
	5 Car Capacity 
$
	6 Car Capacity 
$
	1 Car Tilt 

$

	Base rate
	211.73
	292.92
	326.38
	357.40
	385.59
	247.36

	1
	234.79
	320.83
	357.92
	394.41
	421.76
	274.30

	2
	257.83
	348.72
	389.43
	424.29
	457.92
	301.27

	3
	280.86
	376.63
	420.97
	457.72
	494.08
	328.19

	4
	303.94
	404.54
	452.47
	491.18
	530.24
	355.16

	5
	355.78
	467.29
	523.43
	566.45
	611.61
	415.76




	Rates Per Car Delivered

	Zone
	1 Car Capacity 
$
	3 Car Capacity 
$
	4 Car Capacity 
$
	5 Car Capacity 
$
	6 Car Capacity 
$
	1 Car Tilt 

$

	Base rate
	211.73
	97.65
	81.58
	71.48
	64.27
	247.36

	1
	234.79
	106.93
	89.49
	78.17
	70.29
	274.30

	2
	257.83
	116.24
	97.38
	84.85
	76.32
	301.27

	3
	280.86
	125.54
	105.24
	91.54
	81.18
	328.19

	4
	303.94
	134.84
	113.13
	98.24
	88.38
	355.16

	5
	355.78
	155.75
	130.84
	113.30
	101.92
	415.76

	Vehicle
	Standing and Running
Rate per Hour
$
	Standing Rate
per Hour
$

	1 Car
	46.09
	35.74

	3 Car
	55.80
	44.31

	4 Car
	63.07
	50.43

	5 Car
	66.88
	52.81

	6 Car
	72.33
	57.73

	1 car tilt
	53.88
	41.29

	Intrastate Work

	Vehicle
	Standing and Running Rate cents per Km

	1 Car
	88.82

	3 Car
	127.21

	4 Car
	140.85

	5 Car
	156.28

	6 car
	168.01

	1 car tilt
	104.20



[bookmark: _Hlk131016061]Table E

(Including 2% Trailer Hire)

	Local Work

	Zone Rates per Car Carriage - Prime Mover

	Zone
	1 Car Capacity 
$
	3 Car Capacity 
$
	4 Car Capacity 
$
	5 Car Capacity 
$
	6 Car Capacity 
$
	1 Car Tilt 

$

	Base rate
	211.73
	308.55
	344.90
	379.95
	406.33
	259.27

	1
	235.72
	339.86
	381.04
	418.45
	448.30
	288.48

	2
	259.72
	371.12
	416.68
	456.94
	490.29
	336.27

	3
	283.68
	402.40
	452.35
	495.44
	532.27
	346.88

	4
	307.66
	433.67
	488.01
	533.94
	574.25
	376.06

	5
	361.65
	504.05
	568.25
	620.56
	668.71
	441.80

	Rates Per Car Delivered

	Zone
	1 Car Capacity 
$
	3 Car Capacity 
$
	4 Car Capacity 
$
	5 Car Capacity 
$
	6 Car Capacity 
$
	1 Car Tilt $

	Base rate
	211.73
	102.85
	86.35
	75.99
	67.72
	259.27

	1
	235.72
	113.29
	95.24
	83.70
	74.71
	288.48

	2
	259.72
	123.73
	104.18
	91.40
	81.70
	336.27

	3
	283.68
	134.15
	113.09
	99.07
	88.71
	346.88

	4
	307.66
	144.57
	122.01
	106.80
	95.71
	376.06

	5
	361.65
	168.03
	142.07
	124.12
	111.46
	441.80

	Vehicle
	Standing and Running Rate 
per Hour 
$
	Standing Rate 
per Hour 
$

	1 car
	47.96
	37.52

	3 car
	62.55
	44.88

	4 car
	71.33
	51.62

	5 car
	77.00
	54.93

	6 car
	83.95
	63.82

	1 car tilt
	58.41
	45.20

	Intrastate Work

	Vehicle
	Standing and Running Rate cents per Km

	1 Car
	87.33

	3 Car
	135.55

	4 Car
	150.52

	5 Car
	167.16

	6 car
	174.49

	1 car tilt
	107.53



[bookmark: _Hlk131016249]Table F 

(Including 2% Trailer Hire)

	Local Work

	Zone Rates per Car Carriage - Prime Mover

	Zone
	1 Car Capacity $
	3 Car Capacity $
	4 Car Capacity $
	5 Car Capacity $
	6 Car Capacity $
	1 Car Tilt $

	Base rate
	215.45
	299.30
	339.01
	368.13
	397.40
	247.20

	1
	238.79
	327.55
	371.24
	402.16
	434.17
	279.64

	2
	262.13
	355.79
	403.47
	436.13
	470.92
	315.63

	3
	285.45
	384.05
	435.69
	470.15
	507.66
	328.04

	4
	308.79
	412.31
	467.93
	504.17
	544.72
	354.96

	5
	361.26
	475.86
	540.46
	580.67
	627.14
	415.56

	Rates Per Car Delivered

	Zone
	1 Car Capacity $
	3 Car Capacity $
	4 Car Capacity $
	5 Car Capacity $
	6 Car Capacity $
	1 Car Tilt $

	Base rate
	215.45
	99.76
	84.75
	73.63
	66.22
	247.20

	1
	238.79
	109.17
	92.81
	80.41
	61.01
	279.64

	2
	262.13
	118.60
	100.88
	87.24
	78.49
	315.63

	3
	285.45
	128.01
	108.92
	94.03
	84.60
	328.04

	4
	308.79
	137.45
	116.98
	100.84
	90.75
	354.96

	5
	361.26
	158.62
	135.12
	116.13
	104.52
	415.56

	Vehicle
	Standing and Running Rate 
per Hour
$
	Standing Rate
per Hour
$

	1 car
	46.68
	35.69

	3 car
	56.50
	44.30

	4 car
	64.47
	50.42

	5 car
	68.00
	52.80

	6 car
	73.51
	57.65

	1 car tilt
	53.87
	41.26

	Intrastate Work

	Vehicle
	Standing and Running Rate cents per Km

	1 Car
	90.96

	3 Car
	130.79

	4 Car
	147.95

	5 Car
	162.34

	6 car
	174.66

	1 car tilt
	104.14






11.	Insert after Table H of Schedule 1, the following new tables:

TABLE I

EX Kembla Grange All distances in Kilometres. Note: These deemed distances are applicable only where a Principal Contractor’s sole terminal or depot in NSW was located in Kembla Grange on 1 July 2022.

	Town
	One way
	Return

	Armidale
	627
	1254

	Batemans Bay
	191
	382

	Bathurst
	265
	530

	Bega
	335
	670

	Bombala
	448
	896

	Canberra
	260
	520

	Coffs Harbour
	638
	1276

	Cooma
	362
	724

	Coonabarabran
	520
	1040

	Cootamundra
	344
	688

	Cowra
	368
	736

	Dubbo
	474
	948

	Eden
	380
	760

	Forbes
	440
	880

	Gilgandra
	502
	1004

	Griffith
	542
	1084

	Gunnedah
	542
	1084

	Inverell
	724
	1448

	Kempsey
	533
	1066

	Leeton
	525
	1050

	Lockhart
	486
	972

	Moree
	749
	1498

	Moruya
	215
	430

	Mudgee
	331
	662

	Muswellbrook
	362
	724

	Narrabri
	646
	1292

	Nyngan
	636
	1272

	Orange
	321
	642

	Parkes
	424
	848

	Port Macquarie
	499
	998

	Quirindi
	463
	926

	Scone
	387
	774

	Singleton
	314
	628

	Tamworth
	520
	1040

	Taree
	426
	852

	Tuggeranong
	269
	538

	Tumut
	375
	750

	Wagga Wagga
	439
	878

	Walcha
	607
	1214

	Warren
	581
	1162

	Wellington
	422
	844

	West Wyalong
	458
	916

	Yass
	249
	498

	Young
	339
	678







TABLE J

EX Minto All distances in Kilometres

	Town
	One Way
	Return
	Town
	One Way
	Return

	Albion Park
	89
	178
	Kempsey
	463
	926

	Albury
	504
	1008
	Kiama
	105
	210

	Ardlethan
	441
	882
	Kurri Kurri
	191
	382

	Armidale
	555
	1110
	Kyogle
	784
	1568

	Baradine
	496
	992
	Lake Cargellico
	560
	1120

	Barraba
	539
	1078
	Lawson
	84
	168

	Batemans Bay
	263
	526
	Leeton
	506
	1012

	Bathurst
	198
	396
	Lismore
	768
	1536

	Bega
	407
	814
	Lithgow
	134
	268

	Bellingen
	558
	1116
	Macksville
	515
	1030

	Belmont
	179
	358
	Maitland
	205
	410

	Blaney
	232
	464
	Mayfield
	186
	372

	Boggabri
	514
	1028
	Merriwa
	352
	704

	Bombala
	435
	870
	Milton
	203
	406

	Bourke
	754
	1508
	Mittagong
	67
	134

	Bowral
	74
	148
	Molong
	286
	572

	Brewarrina
	759
	1518
	Moree
	669
	1338

	Broadmeadow
	201
	402
	Moruya
	290
	580

	Broken Hill
	1138
	2276
	Moss Vale
	81
	162

	Bulahdelah
	280
	560
	Mudgee
	260
	520

	Burrill Lake
	223
	446
	Murwillumbah
	839
	1678

	Canberra
	242
	484
	Muswellbrook
	292
	584

	Canowindra
	300
	600
	Nambucca Heads
	529
	1058

	Cardiff
	195
	390
	Narrabri
	576
	1152

	Casino
	754
	1508
	Narrandera
	500
	1000

	Cessnock
	197
	394
	Newcastle
	205
	410

	Charlestown
	189
	378
	Nowra
	149
	298

	Cobar
	681
	1362
	Nyngan
	550
	1100

	Coffs Harbour
	567
	1134
	Orange
	252
	504

	Collarenabri
	753
	1506
	Parkes
	351
	702

	Condobolin
	452
	904
	Peak Hill
	396
	792

	Coolah
	368
	736
	Picton
	44
	88

	Cooma
	349
	698
	Port Kembla
	79
	158

	Coonabarrabran
	451
	902
	Port Macquarie
	429
	858

	Coonamble
	528
	1056
	Queanbeyan
	243
	486

	Cootamundra
	333
	666
	Quirindi
	393
	786

	Cowra
	355
	710
	Raymond Terrace
	211
	422

	Crookwell
	190
	380
	Rylstone
	232
	464

	Dapto
	79
	158
	Scone
	318
	636

	Deniliquin
	663
	1326
	Singleton
	244
	488

	Dorrigo
	587
	1174
	Springwood
	67
	134

	Dubbo
	386
	772
	Tamworth
	449
	898

	Dungog
	297
	594
	Taree
	356
	712

	Eden
	453
	906
	Temora
	377
	754

	Ettamogah
	489
	978
	Tenterfield
	705
	1410

	Eugowra
	333
	666
	Toronto
	176
	352

	Forbes
	369
	738
	Tottenham
	492
	984

	Forster
	349
	698
	Trangie
	458
	916

	Gilgandra
	432
	864
	Trundle
	404
	808

	Glenn Innes
	652
	1304
	Tullamore
	440
	880

	Gloucester
	306
	612
	Tumbarumba
	444
	888

	Gosford
	120
	240
	Tumut
	364
	728

	Goulburn
	148
	296
	Tweed Heads
	854
	1708

	Grafton
	653
	1306
	Ulladulla
	212
	424

	Grenfell
	357
	714
	Uralla
	532
	1064

	Gresford
	269
	538
	Wagga
	414
	828

	Griffith
	526
	1052
	Walcha
	534
	1068

	Gulargombone
	483
	966
	Walgett
	644
	1288

	Gulgong
	289
	578
	Warialda
	641
	1282

	Gundagai
	327
	654
	Warilla
	92
	184

	Gunnedah
	472
	944
	Warren
	526
	1052

	Gunning
	194
	388
	Wauchope
	418
	836

	Guyra
	593
	1186
	Wellington
	351
	702

	Harden
	292
	584
	West Wyalong
	446
	892

	Hay
	676
	1352
	Williamstown
	218
	436

	Hexam
	202
	404
	Wingham
	365
	730

	Hillston
	633
	1266
	Wollongong
	71
	142

	Inverell
	626
	1252
	Woonona
	74
	148

	Junee
	384
	768
	Wyong
	136
	272

	Kandos
	225
	450
	Yass
	233
	466

	Katoomba
	98
	196
	Young
	327
	654



12.	Delete the table in subclause 2 of Schedule 2 and insert in lieu thereof the following:

	Component
	Benchmark
	Current Index
$
	Current
Weighting

	Wages
	Road Transport and Distribution Award 2010, Grade Three Transport Worker
	849.1
	42.03

	Capital
	ABS Consumer Price Index (CPI), Transportation Group, Motor Vehicles
	99
	13.36

	Insurances
	ABS CPI Financial and insurance services, Insurance Services
	135.8
	13.02

	Registration
	ABS CPI, Transportation Group, Other Motoring Charges.
	133
	5.34

	Repairs & Maintenance
	ABS CPI, Transportation Group, Motor Vehicle Repair and Servicing
	117.9
	6.23

	Tyres
	ABS CPI, Transportation Group, Motor Vehicle Parts and Accessories
	113.2
	1.14

	Fuel
	AIP NSW State Average for the Retail Price of diesel (excluding GST), calculated by determining the average of the weekly figures between the end of the quarter relating to the last variation and the end of the quarter prior to any new variation. Such calculations must only take into consideration figures for each relevant full quarter of the year. The end of quarters are as follows:
December 31, March 31, June 30 and September 30.
	



123.79
	



16.58

	Administration
	ABS CPI, All Groups, Sydney
	118.5
	2.30

	Total
	
	
	100.00



13.	This variation takes effect on 1 July 2022.

D. SLOAN, Commissioner

____________________

Printed by the authority of the Industrial Registrar.
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TRANSPORT INDUSTRY - EXCAVATED MATERIALS, CONTRACT DETERMINATION

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES

Application by Transport Workers' Union of New South Wales, Industrial Organisation of Employees.

(Case No. 174729 of 2022)

	Before Commissioner O'Sullivan
	8 July 2022



VARIATION

1.	At the end of the Arrangement of the award published 24 October 1997 (I301 I. G. 1082) insert the following new Part D.

PART D

Temporary Fuel Levy

2.	Delete Part B, Rates of Remuneration, and Part C, Rise and Fall Formula, and insert in lieu thereof the following:

PART B

Rates of Remuneration

	Item
	2 Axles ($)
	3 Axles ($)
	4 Axles ($)
	5 Axles ($)
	6 Axles ($)
	6 Axles (48t) ($)
	7 Axles ($)
	PBS T&D ($)

	1.  Loading Rate
	19.816
	30.856
	37.476
	44.589
	48.017
	51.432
	52.171
	55.586

	
	
	
	
	
	
	
	
	

	1A. Extra Capacity
	3.415
	3.415
	3.415
	3.415
	3.415
	x
	3.415
	x

	(per cubic metre)
	
	
	
	
	
	
	
	

	2.  Kilometre Rate
	4.983
	7.763
	9.427
	11.218
	12.077
	12.937
	13.125
	13.984

	(0-8 Km)
	
	
	
	
	
	
	
	

	2A. Extra Capacity
	0.860
	0.860
	0.860
	0.860
	0.860
	x
	0.860
	x

	(per cubic metre)
	
	
	
	
	
	
	
	

	3.  Kilometre Rate
	4.611
	7.182
	8.725
	10.379
	11.180
	11.976
	12.148
	12.943

	(over 8 - 25 km)
	
	
	
	
	
	
	
	

	3A. Extra Capacity
	0.796
	0.796
	0.796
	0.796
	0.796
	x
	0.796
	x

	(per cubic metre)
	
	
	
	
	
	
	
	

	4.  Kilometre Rate
	3.627
	3.627
	3.627
	3.627
	3.627
	4.366
	3.627
	4.366

	(over 25 km)
	
	
	
	
	
	
	
	

	4A. Extra Capacity
	0.739
	0.739
	0.739
	0.739
	0.739
	x
	0.739
	x

	(per cubic metre)
	
	
	
	
	
	
	
	

	6.  Hourly Rate
	64.971
	101.168
	122.916
	146.135
	157.380
	168.619
	179.076
	190.314

	6A. Extra Capacity
	11.239
	11.239
	11.239
	11.239
	11.239
	x
	11.239
	x

	(per cubic metre)
	
	
	
	
	
	
	
	



PART C

Rise and Fall Formula

1.	The rates prescribed in Part B may be adjusted each year upon application to the Industrial Relations Commission of New South Wales. 

2.	Application for adjustment shall be made by reference to the weighted movement in the following benchmarks for each cost component, calculated as at the end of the full quarter immediately preceding the variation, with each adjustment application based upon the rates and amounts in the immediately preceding variation. 

	Component Current
	Benchmark
	Current Index
$
	Weighting

	Wages
	Road Transport and Distribution Award 2010, Grade Three Transport Worker
	849.10
	35.20

	Capital
	ABS Consumer Price Index (CPI), Motor Vehicles, Australia
	102.6
	19.11

	Insurances
	ABS CPI, Insurance, Australia
	139.3
	5.99

	Registration
	ABS CPI, Transportation Group, Other Services in respect of motor vehicles
	133.8
	3.36

	Repairs & Maintenance
	ABS CPI, Transportation Group, Maintenance and Repair of Motor and Repair of motor vehicles
	120.5
	18.02

	Tyres
	ABS CPI, Transportation Group, Spare Parts and Accessories for motor vehicles
	114.8
	4.67

	Fuel AIP NSW State
	Average for the Retail Price of diesel (excluding GST), calculated by determining the average of the weekly figures
	120.97
	10.25

	 
	between the end of the quarter relating to the last variation and the end of the quarter prior to any new variation.
	
	

	Administration
	ABS CPI, All Groups, Sydney
	120.2
	3.40

	Total
	 
	
	100



3.	If the cost components, excepting fuel, change such that it causes an increase in the total remuneration of 2 percent or more from the date of the last variation, an interim adjustment may be made. An application to vary rates of remuneration for changes in the price of fuel may be made at any time, provided that the date upon which any rate adjustment is sought to become operative is at least one calendar month after the last occasion upon which a fuel rate adjustment became operative. 

4.	Each cost component will be re-weighed after each adjustment. 

5.	Parties to this Determination will confer with a view to reaching agreement on any application for adjustment on any application for adjustment. In the absence of agreement the rates and amounts shall be determined by the IRC. 

6.	Notwithstanding anything contained in this Part, a variation shall not be retrospective in operation but shall operate from a date not earlier than the date upon which it is made.

3.	Insert after Part C the following Part D:

PART D

Temporary Fuel Levy

1.	Application

1.1	This Part applies to all Contracts of Carriage performed on or after 1 August 2022. 

2.	Background

2.1	This Part was introduced by the IRC in Matter No. 2022/174729 as a temporary measure to respond to significant fluctuations in the price of fuel and the temporary inability for Contract Carriers to claim fuel tax credits.
3.	The Surcharge

3.1	In addition to all other amounts set out in this Determination, a Principal Contractor must pay a Contract Carrier an additional amount (the Temporary Fuel Levy).

3.2	The Temporary Fuel Levy shall be paid as a percentage of the total amounts payable to the Contract Carrier under this Determination.

3.3	For Contracts of Carriage performed on or after 1 August 2022, the Temporary Fuel Levy shall be 6.5%.

4.	Review

4.1	The Temporary Fuel Levy shall be reviewed on a monthly basis, subject to an application being made to the IRC. 

4.2	The Temporary Fuel Levy shall be calculated by applying the following formula:

((x-y) / y) * z

where:

x = the mean of all weekly retail diesel prices (NSW State Average) published by the Australian Institute of Petroleum for weeks ending in the prior calendar month, in cents, exclusive of GST;

y = 120.97 (being the current index price of fuel as set out in part C of the Determination); and

z = 0.1025, being the weighting applied to the fuel component as set out in part C of the Determination); and

4.3	The Temporary Fuel Levy shall be rounded to one decimal place.

4.4	Parties seeking a variation to the Temporary Fuel Levy shall make an application to the IRC by the second Monday of the relevant calendar month.

4.5	The revised Temporary Fuel Levy will apply from the first day of the following calendar month.

4.6	As the Temporary Fuel Levy responds to fluctuations in fuel prices, it may increase or decrease from time to time. 

5.	Other Provisions

5.1	The Temporary Fuel Levy may be offset by any payments made to a Contract Carrier in excess of the amounts prescribed elsewhere in this Determination.

5.2	Leave is reserved for any party to apply to vary the operation of this Part in circumstances where the Principal Contractor:

(a)	provides the Contract Carrier with fuel, either for free or at a cost below the prevailing market rate;

(b)	directly reimburses the Contract Carrier for some or all of their fuel costs; or 

(c)	otherwise compensates the Contract Carrier for their fuel costs.

4.	This variation takes effect from the first full pay period commencing on or after 1 August 2022.



D. O'SULLIVAN Commissioner


____________________


Printed by the authority of the Industrial Registrar.
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LOCAL GOVERNMENT (STATE) AWARD 2020

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES

Application by New South Wales Local Government, Clerical, Administrative, Energy, Airlines & Utilities Union, Industrial Organisation of Employees.

(Case No. 296516 of 2022)

	Before Commissioner Sloan
	20 October 2022



VARIATION

1.	Delete Clause 16(vi)(a) Tool Allowances and Clause 16(vi)(d) Insurance Value of Part B, Monetary Rates - Table 2 Allowances, of the award published 3 July 2020 (388 I.G. 1038) and reprinted 19 November 2021 (390 I.G. 1211), and insert in lieu thereof the following:

	Clause 16(vi)(a) Tool Allowances
	
	
	

	Bricklayer
	23.50 p.w. from first pay period 11/02/21 24.00 p.w.
	24.00 p.w. from first pay period 26/08/21 24.20 p.w.
	24.20 p.w. from first pay period 19/10/22 25.30 p.w.

	Carpenter & Plumber
	32.90 p.w. from first pay period 11/02/21 33.60 p.w.
	33.60 p.w. from first pay period 26/08/21 33.90 p.w.
	33.90 p.w. from first pay period 19/10/22 35.40 p.w.

	Metal & Mechanical Trades
	32.90 p.w. from first pay period 11/02/21 33.60 p.w.
	33.60 p.w. from first pay period 26/08/21 33.90
	33.90 p.w. from first pay period 19/10/22 35.40 p.w.

	Painter & Signwriter
	8.00 p.w. from first pay period 11/02/21 8.20 p.w. 
	8.20 p.w. from first pay period 26/08/21 8.30 p.w.
	8.30 p.w. from first pay period 19/10/22 8.70 p.w.

	Plasterer
	32.90 p.w. from first pay period 11/02/21 33.60 p.w.
	33.60 p.w. from first pay period 26/08/21 33.90 p.w.
	33.90 p.w. from first pay period 19/10/22 35.40 p.w.

	Clause 16(vi)(d) Insurance Value
	1907.10 p.a. from first pay period 11/02/21 1945.15 p.a
	1945.15 p.a. from first pay period 26/08/21 1963.00 p.a.
	1963.00 p.a. from first pay period 19/10/22 2049.00 p.a.



2.	This variation takes effect on and from the first full pay period from 19 October 2022 and shall remain in force for a period identical to the Local Government (State) Award 2020 published 3 July 2020 (388 I.G. 1038) and reprinted 19 November 2021 (390 I.G. 1211).



D. SLOAN, Commissioner


____________________


Printed by the authority of the Industrial Registrar.
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BROKEN HILL HEALTH EMPLOYEES' (STATE) AWARD

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES

Application by Ministry of Health.

(Case No. 190399 of 2022)

	Before Commissioner Muir
	5 August 2022



VARIATION

1.	Delete clause 4, Employees in State Award Classifications, of the award published 11 March 2022 (391 I.G. 616), and insert in lieu thereof the following:

4.  Employees in State Award Classifications

[bookmark: _Hlk109896812]4.1.	To the extent necessary, the State Award Classifications will be defined by reference to the applicable State Award listed in Schedule 3, as varied or replaced from time to time.

4.2	The rates of pay for Employees in each State Award Classification will be determined by reference to the State Awards identified in Column 2 of the table in Schedule 4, as varied or replaced from time to time.

4.3	Subject to this Award, the other terms and conditions of employment for an Employee in a State Award Classification will be determined by reference to the Relevant State Award(s) for their classification.

2.	Delete clause 7, Status of Employment, and insert in lieu thereof the following:

7.  Status of Employment

The terms of the Health Industry Status of Employment (State) Award 2021, as varied or replaced from time to time, will be taken to apply to Employees.

3.	Delete clause 10, No Extra Claims, and inset in lieu thereof the following:

10.  No Extra Claims

Other than as provided for in the Industrial Relations Act 1996 and the Industrial Relations (Public Sector Conditions of Employment) Regulation 2014 (or its successor however described), a party must not make any further claims or demands, or institute proceedings in the Industrial Relations Commission, seeking an increase or reduction in the wages, salaries, rates of pay, allowances or conditions of employment of Employees that would take effect prior to 30 June 2024.














4.	Delete Schedules 1, 2, and 4 BIC Classifications, Relevant State Awards and Rates of Pay, and insert in lieu thereof the following:

SCHEDULE 1

BIC CLASSIFICATIONS, RELEVANT STATE AWARDS AND RATES OF PAY

	COLUMN 1
BIC Classification
	COLUMN 2
Relevant State Award
	COLUMN 3
ffppooa
1.7.19
	COLUMN 4
ffppooa
1.7.20
	COLUMN 5
ffppooa
1.7.21
	COLUMN 6
Ffppoa
1.7.22

	BI Boiler Attendant
	Health Employees’ Conditions of Employment (State) Award 2021
	1096.49
	1099.77
	1122.22
	1150.61


	BI Assist catering officer
	Health Employees’ Conditions of Employment (State) Award 2021
	1217.11
	1220.76
	1245.67
	1277.19


	BI Catering officer
	Health Employees’ Conditions of Employment (State) Award 2021
	1312.08
	1316.03
	1342.87
	1376.84


	BI Clerk Junior 16 Years
	Health Employees’ Conditions of Employment (State) Award 2021
	569.89
	571.6
	583.26
	598.02

	BI Clerk Junior
17 Years
	Health Employees’ Conditions of Employment (State) Award 2021
	645.27
	647.2
	660.4
	677.11

	BI Clerk Junior 
18 Years
	Health Employees’ Conditions of Employment (State) Award 2021
	736.69
	738.91
	753.98
	773.06

	BI Clerk Junior  19 Years
	Health Employees’ Conditions of Employment (State) Award 2021
	827.37
	829.85
	846.79
	868.21

	BI Clerk Junior  20 Years
	Health Employees’ Conditions of Employment (State) Award 2021
	910.19
	912.91
	931.53
	955.1

	BI Clerk Grade 1 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	961.33
	964.2
	983.86
	1008.75

	BI Clerk Grade 1 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1000.43
	1003.43
	1023.91
	1049.81

	BI Clerk Grade 1 Year 3
	Health Employees’ Conditions of Employment (State) Award 2021
	1037.70
	1040.82
	1062.04
	1088.91

	BI Clerk Grade 1 Year 4
	Health Employees’ Conditions of Employment (State) Award 2021
	1062.57
	1065.75
	1087.49
	1115

	BI Clerk Grade 1 Year 5
	Health Employees’ Conditions of Employment (State) Award 2021
	1087.34
	1090.6
	1112.85
	1141.01

	BI Clerk - Grade 2 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1124.06
	1127.44
	1,150.44
	1179.55

	BI Clerk - Grade 2 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1162.28
	1165.76
	1,189.55
	1219.65

	BI Clerk - Grade 3 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1200.10
	1203.69
	1228.25
	1259.32

	BI Clerk - Grade 3 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1238.86
	1242.58
	1267.93
	1300.01

	BI Clerk - Grade 4 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1271.05
	1274.87
	1300.88
	1333.79

	BI Clerk - Grade 4 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1300.56
	1304.45
	1331.07
	1364.75

	BI Clerk - Grade 5 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1339.86
	1343.88
	1371.30
	1405.99

	BI Clerk - Grade 5 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1371.19
	1375.31
	1403.37
	1438.88

	BI Clerk - Grade 6 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1414.70
	1418.94
	1447.88
	1484.51

	BI Clerk - Grade 6 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1448.29
	1452.64
	1482.28
	1519.78

	BI Clerk - Grade 7 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1499.79
	1504.29
	1534.98
	1573.81

	BI Clerk - Grade 7 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1540.05
	1544.68
	1576.19
	1616.07

	BI Clerk - Grade 8 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1652.81
	1657.76
	1691.59
	1734.39

	BI Clerk - Grade 8 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1704.49
	1709.61
	1744.49
	1788.63

	BI Cook
	Health Employees’ Conditions of Employment (State) Award 2021
	1164.99
	1168.49
	1192.32
	1222.49


	BI CSSD Super
	Health Employees’ Conditions of Employment (State) Award 2021
	1308.97
	1312.89
	1339.68
	1373.57


	BI Diet Supervisor
	Health Employees’ Conditions of Employment (State) Award 2021
	1217.11
	1220.76
	1245.67
	1277.19


	BI Diversional Therapist No Dip Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1055.36
	1058.52
	1080.11
	1107.44

	BI Diversional Therapist No Dip Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1075.59
	1078.82
	1100.82
	1128.67

	BI Diversional Therapist No Dip Year 3
	Health Employees’ Conditions of Employment (State) Award 2021
	1099.09
	1102.39
	1124.88
	1153.34

	BI Diversional Therapist With Dip Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1063.96
	1067.15
	1088.93
	1116.48

	BI Diversional Therapist With Dip Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1124.49
	1127.86
	1150.87
	1179.99

	BI Diversional Therapist With Dip Year 3
	Health Employees’ Conditions of Employment (State) Award 2021
	1183.83
	1187.39
	1211.61
	1242.26

	BI Diversional Therapist With Dip Year 4
	Health Employees’ Conditions of Employment (State) Award 2021
	1243.70
	1247.44
	1272.89
	1305.09

	BI Diversional Therapist With Dip Year 5
	Health Employees’ Conditions of Employment (State) Award 2021
	1300.46
	1304.36
	1330.98
	1364.65

	BI EDSA Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1124.06
	1127.44
	1150.44
	1179.55

	BI EDSA Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1162.28
	1165.76
	1189.55
	1219.65

	BI EDSA - Level 3 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1200.10
	1203.69
	1228.25
	1259.32

	BI EDSA - Level 3 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1238.86
	1242.58
	1267.93
	1300.01

	BI Electronics Tech Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1516.15
	1520.71
	1551.72
	1590.98

	BI Electronics Tech Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1573.12
	1577.84
	1610.02
	1650.75

	BI Electronics Tech 5% Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1591.98
	1596.75
	1629.32
	1670.54

	BI Electronics Tech 5% Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1651.74
	1656.69
	1690.49
	1733.26

	BI Electronics Tech 10% Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1667.88
	1672.89
	1707.02
	1750.21

	BI Electronics Tech 10% Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1730.35
	1735.54
	1770.95
	1815.76

	BI Electronics Tech 15% Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1743.49
	1748.72
	1784.40
	1829.55

	BI Electronics Tech 15% Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1809.18
	1814.60
	1851.61
	1898.46

	BI Field Implementation Officer Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1401.15
	1405.35
	1434.02
	1470.3

	BI Field Implementation Officer Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1434.31
	1438.61
	1467.97
	1505.11

	BI Field Implementation Officer Year 3
	Health Employees’ Conditions of Employment (State) Award 2021
	1485.56
	1490.03
	1520.43
	1558.9

	BI Field Implementation Officer Year 4
	Health Employees’ Conditions of Employment (State) Award 2021
	1525.52
	1530.09
	1561.31
	1600.81

	BI Heavy Duty Cleaner
	Health Employees’ Conditions of Employment (State) Award 2021
	1062.25
	1065.44
	1087.17
	1114.68


	BI Hospital Assistant
	Health Employees’ Conditions of Employment (State) Award 2021
	1039.84
	1042.95
	1064.23
	1091.16


	BI Leading Hand Hospital Assist
	Health Employees’ Conditions of Employment (State) Award 2021
	1080.23
	1083.47
	1105.57
	1133.54


	BI Assist Housekeeper
	Health Employees’ Conditions of Employment (State) Award 2021
	1145.82
	1149.25
	1172.69
	1202.36


	BI Housekeeper
	Health Employees’ Conditions of Employment (State) Award 2021
	1201.37
	1204.98
	1229.56
	1260.67


	BI Kitchen Hand
	Health Employees’ Conditions of Employment (State) Award 2021
	1062.25
	1065.44
	1087.17
	1114.68


	BI Labourer
	Health Employees’ Conditions of Employment (State) Award 2021
	1062.25
	1065.44
	1087.17
	1114.68


	BI Patient Services Assist
	Health Employees’ Conditions of Employment (State) Award 2021
	1121.48
	1124.84
	1147.80
	1176.84


	BI Machine Operator
	Health Employees’ Conditions of Employment (State) Award 2021
	1221.63
	1225.30
	1250.29
	1281.92


	BI Machinist
	Health Employees’ Conditions of Employment (State) Award 2021
	1071.20
	1074.40
	1096.32
	1124.06


	BI Leading Hand Machinist 
	Health Employees’ Conditions of Employment (State) Award 2021
	1111.78
	1115.11
	1137.86
	1166.65


	BI Motor Vehicle Driver up to 2950
	Health Employees’ Conditions of Employment (State) Award 2021
	1063.87
	1067.06
	1088.83
	1116.38

	BI Motor Vehicle Driver up to 6250
	Health Employees’ Conditions of Employment (State) Award 2021
	1079.69
	1082.94
	1105.03
	1132.99

	BI Pharmacy Assist - Grade 1 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1075.40
	1078.63
	1100.63
	1128.48

	BI Pharmacy Assist - Grade 1 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1098.75
	1102.04
	1124.52
	1152.97

	BI Pharmacy Assist - Grade 1 Year 3
	Health Employees’ Conditions of Employment (State) Award 2021
	1117.37
	1120.73
	1143.59
	1172.52

	BI Pharmacy Assist - Grade 1 Year 4
	Health Employees’ Conditions of Employment (State) Award 2021
	1147.00
	1150.44
	1173.92
	1203.62

	BI Pharmacy Assist - Grade 2 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1147.00
	1150.44
	1173.92
	1203.62

	BI Pharmacy Assist - Grade 2 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1173.59
	1177.13
	1201.14
	1231.53

	BI Grad Pharmacist Unregistered
	Health Employees’ Conditions of Employment (State) Award 2021
	1325.54
	1329.52
	1356.63
	1390.95


	BI Pharmacist - Grade 1 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1403.83
	1408.04
	1436.77
	1473.12

	BI Pharmacist - Grade 1 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1497.22
	1501.70
	1532.32
	1571.09

	BI Pharmacist - Grade 1 Year 3
	Health Employees’ Conditions of Employment (State) Award 2021
	1597.24
	1602.04
	1634.72
	1676.08

	BI Pharmacist - Grade 1 Year 4
	Health Employees’ Conditions of Employment (State) Award 2021
	1776.00
	1781.33
	1817.66
	1863.65

	BI Pharmacist - Grade 1 Year 5
	Health Employees’ Conditions of Employment (State) Award 2021
	1831.68
	1837.17
	1874.65
	1922.08

	BI Pharmacist - Grade 2 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1966.82
	1972.72
	2012.97
	2063.9

	BI Pharmacist - Grade 2 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	2031.02
	2037.12
	2078.68
	2131.27

	BI Pharmacist - Grade 2 Year 3
	Health Employees’ Conditions of Employment (State) Award 2021
	2086.26
	2092.52
	2135.21
	2189.23

	BI Pharmacist - Grade 3 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	2309.61
	2316.54
	2363.80
	2423.6

	BI Pharmacist - Grade 3 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	2372.28
	2379.39
	2427.93
	2489.36

	BI Pharmacy Tech - Grade 1 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1147.00
	1150.44
	1173.92
	1203.62

	BI Pharmacy Tech - Grade 1 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1172.61
	1176.13
	1200.13
	1230.49

	BI Pharmacy Tech - Grade 1 Year 3
	Health Employees’ Conditions of Employment (State) Award 2021
	1199.01
	1202.61
	1227.15
	1258.2

	BI Pharmacy Tech - Grade 1 Year 4
	Health Employees’ Conditions of Employment (State) Award 2021
	1225.40
	1229.08
	1254.16
	1285.89

	BI Pharmacy Tech - Grade 2 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1252.31
	1256.07
	1281.70
	1314.13

	BI Pharmacy Tech - Grade 2 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1296.47
	1300.36
	1326.89
	1360.46

	BI Pharmacy Tech - Grade 2 Year 3
	Health Employees’ Conditions of Employment (State) Award 2021
	1337.17
	1341.19
	1368.54
	1403.16

	BI Pharmacy Tech - Grade 2 Year 4
	Health Employees’ Conditions of Employment (State) Award 2021
	1372.61
	1376.73
	1404.82
	1440.36

	BI Pharmacy Tech - Grade 3 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1465.65
	1470.04
	1500.02
	1537.97

	BI Pharmacy Tech - Grade 3 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1513.45
	1518.00
	1548.97
	1588.16

	BI Pharmacy Tech - Grade 4 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1564.18
	1568.88
	1600.89
	1641.39

	BI Pharmacy Tech - Grade 4 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1658.75
	1663.72
	1697.67
	1740.62

	BI Pathology Assist Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1167.68
	1171.19
	1195.08
	1225.32

	BI Pathology Assist Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1,199.33
	1202.92
	1227.47
	1258.52

	BI Pathology Assist Year 3
	Health Employees’ Conditions of Employment (State) Award 2021
	1231.64
	1235.33
	1260.54
	1292.43

	BI Porter
	Health Employees’ Conditions of Employment (State) Award 2021
	1085.18
	1088.43
	1110.64
	1138.74

	BI Theatre Porter
	Health Employees’ Conditions of Employment (State) Award 2021
	1109.52
	1112.85
	1135.55
	1164.28

	BI Supervising Porter
	Health Employees’ Conditions of Employment (State) Award 2021
	1125.35
	1128.72
	1151.75
	1180.89

	BI Foreperson Porter
	Health Employees’ Conditions of Employment (State) Award 2021
	1407.50
	1411.72
	1440.51
	1476.95

	BI Radiographer - Level 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1279.34
	1283.18
	1309.35
	1342.48


	BI Radiographer - Level 2 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1325.45
	1329.42
	1356.54
	1390.86

	BI Radiographer - Level 2 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1497.09
	1501.58
	1532.21
	1570.97

	BI Radiographer - Level 2 Year 3
	Health Employees’ Conditions of Employment (State) Award 2021
	1696.00
	1701.07
	1735.76
	1779.67

	BI Radiographer - Level 2 Year 4
	Health Employees’ Conditions of Employment (State) Award 2021
	1775.90
	1781.23
	1817.57
	1863.55

	BI Radiographer - Level 2 Year 5
	Health Employees’ Conditions of Employment (State) Award 2021
	1831.91
	1837.40
	1874.88
	1922.31

	BI Radiographer - Level 3 Grade 1 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1966.82
	1972.72
	2012.97
	2063.9

	BI Radiographer - Level 3 Grade 1 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	2031.02
	2037.12
	2078.68
	2131.27

	BI Radiographer - Level 3 Grade 2 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	2086.38
	2092.63
	2135.33
	2189.35

	BI Radiographer - Level 3 Grade 2 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	2309.61
	2316.54
	2363.80
	2423.6

	BI Radiographer - Level 3 Grade 3
	Health Employees’ Conditions of Employment (State) Award 2021
	2372.39
	2379.51
	2428.04
	2489.47


	BI Radiographer - Level 4 Grade 1 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	2372.39
	2379.51
	2428.04
	2489.47

	BI Radiographer - Level 4 Grade 1 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	2450.15
	2457.49
	2507.64
	2571.08

	BI Radiographer - Level 4 Grade 2 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	2524.66
	2532.23
	2583.88
	2649.25

	BI Radiographer - Level 4 Grade 2 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	2587.01
	2594.76
	2647.70
	2714.69

	BI Radiographer - Level 5 Grade 1
	Health Employees’ Conditions of Employment (State) Award 2021
	2768.26
	2776.57
	2833.20
	2904.88


	BI Radiographer - Level 5 Grade 2
	Health Employees’ Conditions of Employment (State) Award 2021
	2836.00
	2844.50
	2902.53
	2975.96


	BI Radiographer - Level 5 Grade 3
	Health Employees’ Conditions of Employment (State) Award 2021
	2979.44
	2988.38
	3049.34
	3126.49


	BI Radiographer - Level 6 Grade 1
	Health Employees’ Conditions of Employment (State) Award 2021
	3050.41
	3059.56
	3121.97
	3200.96


	BI Radiographer Level 6 Grade 2
	Health Employees’ Conditions of Employment (State) Award 2021
	3120.84
	3130.20
	3194.07
	3274.88


	BI Radiographer Level 6 Grade 3
	Health Employees’ Conditions of Employment (State) Award 2021
	3191.57
	3201.15
	3266.46
	3349.1


	BI Remote Fire Safety Officer
	Health Employees’ Conditions of Employment (State) Award 2021
	1215.38
	1219.03
	1243.89
	1275.36


	BI Rehabilitation Super
	Health Employees’ Conditions of Employment (State) Award 2021
	1294.74
	1298.63
	1325.13
	1358.66


	BI Secretary - Grade 2 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1182.96
	1186.53
	1210.73
	1241.36

	BI Secretary - Grade 2 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1201.18
	1204.79
	1229.36
	1260.46

	BI Secretary - Grade 3 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1271.05
	1274.87
	1300.88
	1333.79

	BI Secretary - Grade 3 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1300.56
	1304.45
	1331.07
	1364.75

	BI Tech Assist - Grade 1 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1065.48
	1068.67
	1090.48
	1118.07

	BI Tech Assist - Grade 1 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1085.18
	1088.43
	1110.64
	1138.74

	BI Tech Assist - Grade 1 Year 3
	Health Employees’ Conditions of Employment (State) Award 2021
	1109.31
	1112.63
	1135.34
	1164.06

	BI Tech Assist - Grade 2 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1085.18
	1088.43
	1110.64
	1138.74

	BI Tech Assist - Grade 2 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1109.31
	1112.63
	1135.34
	1164.06

	BI Tech Assist - Grade 3 
	Health Employees’ Conditions of Employment (State) Award 2021
	1128.81
	1132.20
	1155.31
	1184.54


	BI Technical Assist Bio/Med - Level 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1128.81
	1132.20
	1155.31
	1184.54

	BI Technical Assist Bio/Med - Level 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1183.62
	1187.16
	1211.37
	1242.02

	BI Technical Assist Bio/Med - Level 3
	Health Employees’ Conditions of Employment (State) Award 2021
	1231.53
	1235.22
	1260.42
	1292.31

	BI Telephonist - Grade 1 Year 1   
	Health Employees’ Conditions of Employment (State) Award 2021
	997.19
	1000.18
	1020.58
	1046.40

	BI Telephonist - Grade 1 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1015.41
	1018.44
	1039.22
	1065.51

	BI Telephonist - Grade 1 Year 3
	Health Employees’ Conditions of Employment (State) Award 2021
	1056.54
	1059.71
	1081.33
	1108.69

	BI Telephonist - Grade 1 Year 4
	Health Employees’ Conditions of Employment (State) Award 2021
	1082.48
	1085.74
	1107.88
	1135.91

	BI Telephonist - Grade 1 Year 5
	Health Employees’ Conditions of Employment (State) Award 2021
	1126.43
	1129.82
	1152.86
	1182.03

	BI Telephonist - Grade 2 Year 1
	Health Employees’ Conditions of Employment (State) Award 2021
	1139.88
	1143.31
	1166.63
	1196.15

	BI Telephonist - Grade 2 Year 2
	Health Employees’ Conditions of Employment (State) Award 2021
	1163.80
	1167.28
	1191.09
	1221.22

	BI Telephonist - Grade 2 Year 3
	Health Employees’ Conditions of Employment (State) Award 2021
	1186.84
	1190.39
	1214.68
	1245.41

	BI Team Leader    
	Health Employees’ Conditions of Employment (State) Award 2021
	1308.97
	1312.89
	1339.68
	1373.57


	BI Apprentice Tradesperson SC53%
	Public Health Service Employees Skilled Trades (State) Award 2021
	680.27
	682.32
	696.23
	713.84

	BI Apprentice Tradesperson SC64%
	Public Health Service Employees Skilled Trades (State) Award 2021
	821.56
	824.03
	840.85
	862.12

	BI Apprentice Tradesperson SC75%
	Public Health Service Employees Skilled Trades (State) Award 2021
	962.85
	965.74
	985.44
	1010.37

	BI Apprentice Tradesperson SC86%
	Public Health Service Employees Skilled Trades (State) Award 2021
	1,103.91
	1,107.23
	1,129.82
	1158.4

	BI Apprentice Tradesperson HSC 64%
	Public Health Service Employees Skilled Trades (State) Award 2021
	821.56
	824.03
	840.85
	862.12

	BI Apprentice Tradesperson HSC75%
	Public Health Service Employees Skilled Trades (State) Award 2021
	962.85
	965.74
	985.44
	1010.37

	BI Apprentice Tradesperson HSC86%
	Public Health Service Employees Skilled Trades (State) Award 2021
	1,103.91
	1,107.23
	1,129.82
	1158.4

	BI Apprentice Tradesperson HSC97%
	Public Health Service Employees Skilled Trades (State) Award 2021
	1,244.99
	1248.71
	1274.19
	1306.43

	BI Tradesman Level 1
	Public Health Service Employees Skilled Trades (State) Award 2021
	1283.66
	1287.52
	1313.79
	1347.03

	BI Tradesman Level 2 (+5%)
	Public Health Service Employees Skilled Trades (State) Award 2021
	1347.84
	1351.88
	1379.46
	1414.36

	BI Tradesman Level 3 (+10%)
	Public Health Service Employees Skilled Trades (State) Award 2021
	1411.80
	1416.04
	1444.93
	1481.49

	BI Tradesman Level 4 (+15%)
	Public Health Service Employees Skilled Trades (State) Award 2021
	1476.00
	1480.42
	1510.62
	1548.84

	BI Tradesman Level 5 (+20%)
	Public Health Service Employees Skilled Trades (State) Award 2021
	1540.61
	1545.24
	1576.75
	1616.64

	BI Ward Services Officer
	Health Employees’ Conditions of Employment (State) Award 2021
	1173.72
	1177.24
	1201.26
	1231.65




SCHEDULE 2

BIC CLASSIFICATION ALLOWANCES

	Allowance
	Frequency
	ffppooa 1.7.19
	ffppooa 1.7.20
	ffppooa 1.7.21
	Ffppoa 1.7.22

	Broken Hill Town & Versatility Allowance 
	Weekly
	47.28
	47.43
	48.39
	49.61

	Pool Allowance
	Weekly
	12.37
	12.41
	12.66
	12.98

	Offensive Work Allowance
	Weekly
	4.59
	4.61
	4.70
	4.82

	Typing Qualification Allowance
	Annual
	751.43
	753.68
	769.06
	788.52

	Sterilising Certificate Allowance
	Weekly
	14.98
	15.02
	15.33
	15.72

	Pruning Allowance
	Per Shift
	3.01
	3.02
	3.08
	3.16




SCHEDULE 4

STATE AWARD CLASSIFICATIONS

	COLUMN 1

Classification
	COLUMN 2

State Award – Pay Rates
	COLUMN 3

State Award  - Conditions of employment

	Health Manager Level 1
	Health Managers (State) Award 2021
	Health Employees’ Conditions of Employment (State) Award 2021

	Health Manager Level 2
	Health Managers (State) Award 2021
	Health Employees’ Conditions of Employment (State) Award 2021

	Health Manager Level 3
	Health Managers (State) Award 2021
	Health Employees’ Conditions of Employment (State) Award 2021

	Health Manager Level 4
	Health Managers (State) Award 2021
	Health Employees’ Conditions of Employment (State) Award 2021

	Health Manager Level 5
	Health Managers (State) Award 2021
	Health Employees’ Conditions of Employment (State) Award 2021

Health Managers Level 5 and above - approval for an allocated day off Determination

	Health Manager Level 6
	Health Managers (State) Award 2021
	Health Employees’ Conditions of Employment (State) Award 2021

Health Managers Level 5 and above - approval for an allocated day off Determination

	Welfare Officer Level 2
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

	Welfare Officer Level 3
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

	Welfare Officer Level 4
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

	Health Education Officer (Graduate)
	Health Education Officer Determination  

Health Professional and Medical Salaries (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

	Health Education Officer (Non-Graduate)
	Health Education Officer Determination  

Health Professional and Medical Salaries (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

	Senior Health Education Officer (Non-Graduate) 
	Health Education Officer Determination 

Health Professional and Medical Salaries (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

	Dietitian Level 1
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

Grading Committees - Social Workers and Dietitians Determination


	Dietitian Level 3
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

Grading Committees - Social Workers and Dietitians Determination


	Dietitian Level 4
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

Grading Committees - Social Workers and Dietitians Determination


	Dietitian Level 5
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

Grading Committees - Social Workers and Dietitians Determination


	Podiatrist Level 4
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

	Social Worker Level 1
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

Grading Committees - Social Workers and Dietitians Determination


	Social Worker Level 2
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

Grading Committees - Social Workers and Dietitians Determination


	Social Worker Level 3
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

Grading Committees - Social Workers and Dietitians Determination


	Social Worker Level 4
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

Grading Committees - Social Workers and Dietitians Determination


	Social Worker Level 5
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

Grading Committees - Social Workers and Dietitians Determination


	Sexual Assault Worker Level 1
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

	Sexual Assault Worker Level 2
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

	Sexual Assault Worker Level 3
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

	Sexual Assault Worker Level 4
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

	Sexual Assault Worker Level 5
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

	Aboriginal Health Worker 
	Health Professional and Medical Salaries (State) Award 2021

	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

NSW Health Service Aboriginal Health Workers’ (State) Award 2021

	Aboriginal Health Practitioner
	Health Professional and Medical Salaries (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

NSW Health Service Aboriginal Health Workers’ (State) Award 2021

	Principal Aboriginal Health Worker
	Health Professional and Medical Salaries (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

NSW Health Service Aboriginal Health Workers’ (State) Award 2021

	Counsellor Level 1
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

	Counsellor Level 2
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

	Counsellor Level 3
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

	Counsellor 
Level 4
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

	Dental Assistant Grade 1
	Health Professional and Medical Salaries (State) Award 2021

	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

Public Hospital Dental Assistants (State) Award 2021


	Dental Assistant Grade 2
	Health Professional and Medical Salaries (State) Award 2021

	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

Public Hospital Dental Assistants (State) Award 2021


	Dental Officer Level 3
	Health Professional and Medical Salaries (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

Public Hospital Dental Officers (State) Award 2021

	Assistant Engineer Grade 2
	Health Employees Engineers (State) Award 2021
	Health Employees’ Conditions of Employment (State) Award 2021

	Occupational Therapist Level 1
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

	Occupational Therapist Level 3
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

	Occupational Therapist Level 5
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

	Oral Health Therapist Level 1
	Health Professional and Medical Salaries (State) Award 2021

	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

Health Employees Oral Health Therapists (State) Award 2021

	Oral Health Therapist Level 2
	Health Professional and Medical Salaries (State) Award 2021

	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

Health Employees Oral Health Therapists (State) Award 2021

	Psychologist
	Health and Community Employees Psychologists (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

Health and Community Employees Psychologists (State) Award 2021


	Senior Psychologist
	Health and Community Employees Psychologists (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

Health and Community Employees Psychologists (State) Award 2021


	Physiotherapist Level 1
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

	Physiotherapist Level 3
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

	Speech Pathologist Level 1
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

	Speech Pathologist Level 3
	NSW Health Service Health Professionals (State) Award 2021
	Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2021

	Maintenance Super (Non-Trades) I/C
	Health Employees (State) Award 2021
	Health Employees’ Conditions of Employment (State) Award 2021

	Trainee 
	Public Hospital (Training Wage) (State) Award 2021
	Public Hospital (Training Wage) (State) Award 2021

	Hospital Scientist (Scientific Officer)
	Health Professional and Medical Salaries (State) Award 2021

	Hospital Scientists (State) Award 2021

	Senior Hospital Scientist In-Charge of Section
	Health Professional and Medical Salaries (State) Award 2021

	Hospital Scientists (State) Award 2021





5.	This variation shall take effect from the first full pay period on or after 1 July 2022.



C. MUIR Commissioner


____________________


Printed by the authority of the Industrial Registrar.
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PARLIAMENTARY REPORTING STAFF (SALARIES) AWARD

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES

Application by The Speaker Legislative Assembly of NSW and The President Legislative Council of NSW.

(Case No. 305513 of 2022)

	Before Commissioner Muir
	24 November 2022



VARIATION

1.	Delete Table 1 and Table 2 of Part B, Monetary Rates, and insert lieu thereof the following:

PART B 

MONETARY RATES

Table 1 - Salaries effective from the first full pay period after 1 July 2022:

	Classification
	1 July 2021
$
	1 July 2022
$

	Reporter
	
	

	1st year of service
	98,451
	100,942

	2nd year of service
	102,404
	104,995

	3rd year of service
	107,792
	110,519

	4th year of service
	112,253
	115,093

	5th year of service
	115,482
	118,404

	Senior Reporter
	118,909
	121,918

	Sub Editor
	128,098
	131,339

	Senior Sub Editor
	135,729
	139,163

	Deputy Editor
	144,088
	147,733



Table 2 - All Incidence of Employment Allowance - all classifications

	1 July 2021
	1 July 2022

	$
	$

	19,852
	20,354



2.	This award variation will take effect from the first full pay period to commence on or after 1 July 2022



C. MUIR Commissioner


____________________


Printed by the authority of the Industrial Registrar.
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ROADS AND MARITIME SERVICES SCHOOL CROSSING SUPERVISORS AWARD 2019

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES

Application by Secretary, Department of Transport.

(Case No. 194684 of 2022)

	Before Chief Commissioner Constant
	4 August 2022

	Commissioner Sloan
	

	Commissioner O'Sullivan
	



VARIATION

1.	Delete the definition of ‘Domestic Violence’, of clause 1, Definitions, of the award published 20 March 2020 (387 I.G. 379), and insert in lieu thereof the following:

Domestic Violence - means domestic violence as defined in the Crimes (Domestic and Personal Violence) Act 2007 (NSW).

2.	Insert the acronym (NSW) after all references to NSW legislation in clause 1, Definitions.

3.	Delete 3.1 of clause 3, Parties to the Award, and insert in lieu thereof the following:

3.1	The parties to this Award are:

the Secretary of the Department of Transport as head of the Transport Service;

(a)	the Australian Worker's Union, New South Wales (AWU); and

(b)	the Public Service Association and Professional Officers' Association Amalgamated Union of New South Wales (PSA).

4.	Delete 7.1 of clause 7, Payment of Wages, and insert in lieu thereof the following: 

7.1	The hourly rate of pay for SCSs will be calculated with reference to a base hourly rate of $N per hour.  The rates of pay are set out in the table in clause 25. Rates of Pay will be increased by:

(a)	2.5% operative from the first full pay period on or after 1 July 2019 and 1 July 2020, and

(b)	2.04% operative from the first full pay period on or after 1 July 2021 and

(c)	2.53% operative from the first full pay period on or after 1 July 2022. 

5.	Delete 8.1 of clause 8, Superannuation, and insert in lieu thereof the following:

8.1	RMS will contribute a proportion of each SCSs wage as determined by Commonwealth superannuation legislation into a superannuation fund nominated by each SCS. The superannuation proportion is 10.5% effective from 1 July 2022.

6.	Delete 11.8, 11.9, 11.10, 11.11 and 11.12 of clause 11, Leave, and insert in lieu thereof the following:

11.8	Parental leave

(a)	Definitions
For the purpose of this clause:

i	“Partner” includes a de facto spouse, former spouse or former de facto spouse. The Employee’s de facto spouse means a person who is the Employee’s husband, wife or same sex partner on a bona fide domestic basis, whether or not legally married to the Employee. For the avoidance of doubt, all the relationships identified in this definition apply regardless of the gender or sex of those in the relationship.

ii	“Primary Responsibility” means the person who meets the child’s physical needs more than anyone else, including feeding, dressing, bathing and otherwise supervising the child. Only one person at a time can have primary responsibility for the child or children.

iii	 “Miscarriage” means a pregnancy that ceases prior to 20 weeks gestation or, where the number of weeks is unknown, the baby weighed less than 400g.

iv	“Pre-term birth” means the birth of a live child prior to 36 weeks gestation.

v	“Full-term birth” means the birth of a live child at 37 weeks onwards.

(b)	Unpaid Parental Leave

Employees after 40 weeks continuous service are entitled to a combined total of 104 weeks unpaid parental leave on a shared basis with their Partner in relation to the birth, adoption or surrogacy birth of their child. Paid parental leave, annual leave and extended leave can be taken within the total period of unpaid parental leave but do not extend the 104 week unpaid parental leave period.

(c)	Paid Parental Leave

i	An employee who has or will have completed not less than 40 weeks continuous service (at the time of the birth, adoption or surrogacy birth) is entitled to up to 14 weeks Paid Parental Leave, provided the employee has or will have Primary Responsibility for the care of their child (or children) at the time of birth, adoption or surrogacy birth. 

ii	Paid Parental Leave must be taken within 12 months from the date of birth, adoption or surrogacy birth, pregnant employees may commence leave up to 9 weeks prior to the date of birth.

iii	Paid parental leave may be taken at full pay, half pay or as a lump sum.

iv	Where the pregnancy ends, not in the birth of a living child, within 28 weeks of the expected date of birth, the Employee may elect to take paid or unpaid maternity leave or sick leave and negotiates their date of return to work with the Employer. 

(d)	Paid Other Parental Leave

An employee who has at least 40 weeks continuous service (at the time of the birth, adoption or surrogacy birth, irrespective of when the employee elects to take the paid leave under this clause) and who will not have Primary Responsibility for the care of their Child at the time of the birth, adoption or surrogacy birth, is entitled to:

i	Up to 2 weeks paid parental leave at the time of the birth, adoption or surrogacy birth when they do not have Primary Responsibility (which may be taken concurrently with the employee’s Partner); and 

ii	Up to 12 weeks additional paid parental leave within the first 12 months from the date of birth or adoption of the child provided that the Employee assumes Primary Responsibility for the care of the child during the 12 week period; and the employee’s Partner is not concurrently taking Primary Responsibility for the care of the child.
iii	Paid other parent leave may be taken at full pay, half pay or as a lump sum.

(e)	Simultaneous Unpaid Parental Leave

An unbroken period of up 8 weeks at the time of the birth of the child or other termination of the spouse's or partner's pregnancy or, in the case of adoption or altruistic surrogacy, from the date of taking custody of the child. The request may only be refused on reasonable grounds. This period is inclusive of the 2 weeks paid other parent leave taken at the time of birth.

(f)	Special Pre-Term Parental Leave

i	Where an employee or the Partner of an employee gives birth to a pre-term child (prior to 37 weeks), the parent with Primary Responsibility, who has, or would have if not for the pre-term birth, completed 40 weeks continuous service at the expected due date, is entitled to paid special pre-term parental leave from the date of birth of the child up to the end of 36 weeks.

ii	Immediately following the period of paid special pre-term parental leave and at the commencement of 37 weeks, paid parental leave of up to 14 weeks will apply to the parent with Primary Responsibility.

(g)	Miscarriage Leave

i	Where an employee or the Partner of an employee miscarries, an employee is entitled to five days paid special miscarriage leave on each occasion a pregnancy ceases by way of miscarriage up to 20 weeks’ gestation. 

ii	Special miscarriage leave will commence from the date the miscarriage occurs and is to be taken in one continuous block.

(h)	Special Adoption Leave

An Employee is entitled to special adoption leave (without pay) for up to 2 days to attend interviews or examinations for the purposes of adoption. As an alternative to special adoption leave an Employee can elect to charge the period of leave against annual leave, extended leave, flex leave or family and community service leave.

(i)	Subsequent Parental Leave – rate of pay

An Employee who commences a subsequent period of parental leave (associated with the birth, adoption, or altruistic surrogacy l for another child within 24 months of commencing an initial period of maternity, adoption or altruistic surrogacy leave will be paid:

i	at the rate (full-time or part-time) they were paid before commencing the initial leave if they have not returned to work; or

ii	at a rate based on the hours worked before the initial leave was taken, where the Employee has returned to work and reduced their hours during the 24 month period; or

iii	at a rate based on the hours worked prior to the subsequent period of leave where the Employee has not reduced their hours. 

(j)	Alternate Duties

i	If, for any reason, a pregnant Employee is having difficulty in performing her normal duties or there is a risk to her health or to that of her unborn child, the Secretary, should, in consultation with the Employee, take all reasonable measures to arrange for safer alternative duties. This may include but is not limited to greater flexibility in when and where duties are carried out, a temporary change in duties, retraining, multi-skilling, teleworking and job redesign. 

ii	If such adjustments cannot reasonably be made, the Employee may elect, or the Employer may require the Employee to commence Maternity Leave, or to access any available leave, for as long as it is necessary to avoid exposure to that risk, as certified by a medical practitioner, or until the child is born, whichever is the earlier.  

(k)	Communication during Parental Leave

Where Employees are on parental leave and the Employer makes a definite decision to introduce significant change at the workplace, the Employer will take reasonable steps to:

i	make information available in relation to any significant effect the change will have on the status or responsibility level of the position the Employee held before commencing parental leave; and

ii	provide an opportunity for the Employee to discuss any significant effect the change will have on the status or responsibility level of the position held before commencing parental leave.

iii	Employees must take reasonable steps to inform the Employer about any significant matter that will affect the Employee’s decision regarding the duration of parental leave to be taken, whether the Employee intends to return to work and whether the Employee intends to request to return to work on a part-time basis.

iv	Employees must notify the Employer of changes of address or other contact details which might affect the Employers’ capacity to comply with the requirements of this clause. 

(l)	Right to Request 

An Employee who has taken paid or unpaid parental leave may make a request to the Employer to:

i	extend the period of unpaid maternity, adoption or parental leave for a further continuous period of leave not exceeding 12 months;

ii	return from a period of maternity, adoption or parental leave on a part-time basis until the child reaches school age;

(m)	have part-time hours structured in a way to enable carer responsibilities to be fulfilled. 

(n)	The Employer shall consider all requests made under this clause having regard to the Employee’s circumstances and, provided the request is genuinely based on the Employee’s parental responsibilities, may only refuse the request on reasonable grounds related to the effect on the workplace or the Employer's business. Such grounds might include cost, lack of adequate replacement Employees, loss of efficiency and the impact on customer service.

(o)	Return to Work 

i	An Employee has the right to their former position if they have taken paid or unpaid parental leave and they resume duty immediately after the approved leave or work on a part time basis,

ii	If the position occupied by the Employee immediately prior to the taking of paid or unpaid parental leave has ceased to exist, but there are other positions available that the Employee is qualified for and is capable of performing, the Employee shall be appointed to a position for which they are qualified subject to availability.

iii	The Employer shall not fail to re-engage a regular casual Employee (see section 53(2) of the Industrial Relations Act 1996 because:

A.	the Employee or the spouse is pregnant, or

B.	the Employee is or has been immediately absent on parental 

C.	provided the rights of the Employer in relation to engagement or re-engagement of casual Employees are not affected, other than in accordance with this clause.

(p)	Evidence Requirements

Employees accessing leave under this clause are required to meet the evidence requirements set out in the applicable policy/procedure as varied from time to time.

11.9	Family and community service leave

(a)	RMS shall grant to an SCS some or all of their accrued family and community service leave on full pay for reasons related to unplanned and emergency family responsibilities or other emergencies outlined in subclause 11.9(b). RMS may also grant leave for purposes as outlined in subclause 11.9(c). Non-emergency appointments or duties shall be scheduled or performed outside normal working hours or through approved use of other appropriate leave.

(b)	Such unplanned and emergency situations may include, but not be limited to, the following:

i	Compassionate grounds, such as the death or illness of a close member of the family or a member of the SCS’s household;

ii	Emergency accommodation matters up to one day, such as attendance at court as defendant in an eviction action, arranging accommodation, or when required to remove furniture and effects;

iii	Emergency or weather conditions; such as when flood, fire, snow or disruption to utility services etc., threatens an SCS’s property and/or prevents a SCS from reporting for duty;

iv	Attending to emergency or unplanned or unforeseen family responsibilities, such as attending a child's school for an emergency reason or emergency cancellations by child care providers;

v	Attendance at court by a SCS to answer a charge for a criminal offence, only if RMS considers the granting of family and community service leave to be appropriate in a particular case.

(c)	Family and community service leave may also be granted for:

i	A SCS’s absence during normal working hours to attend meetings, conferences or to perform other duties, for holding office in Local Government, and whose duties necessitate absence during normal working hours for these purposes, provided that the SCS does not hold a position of Mayor of a Municipal Council, President of a Shire Council or Chairperson of a County Council; and

ii	A SCS’s attendance as a competitor in major amateur sport (other than Olympic or Commonwealth Games) or if a SCS is selected to represent Australia or the State.

(d)	Family and community service leave shall accrue as follows:

i	in the first 12 months of service 2.5 days.

ii	in the second year of service 2.5 days.
iii	for each completed year of service after 2 years of service 1 day

(e)	Where family and community service leave has been exhausted, additional paid family and community service leave of up to 3 days may be granted on a discrete, ‘per occasion’ basis to a SCS to cover the period necessary to arrange or attend the funeral of a family member or relative.

(f)	For the purposes of this subclause, ‘family’ means:

i	spouse;

ii	de facto spouse, being a person of the opposite sex who lives in the same house as their husband or wife on a bona fide basis, although they are not legally married;

iii	child or adult child (including an adopted child, step child, foster child or ex-nuptial child);

iv	parent (including a foster parent or legal guardian);

v	grandparent or grandchild;

vi	sibling (including the sibling of a spouse or de facto spouse);

vii	same sex partner who they live with as a de facto partner on a bona fide domestic basis; or

viii	relative who is a member of the same household where, for the purposes of this definition:

A.	'relative' means - a person related by blood, marriage, affinity or Aboriginal kinship structures;

B.	'affinity' means - a relationship that one spouse or partner has to the relatives of another; and

C.	'household' means - a family group living in the same domestic dwelling.

(g)	Subject to approval, accrued sick leave may be accessed when family and community service leave has been exhausted, to allow SCSs to provide short-term care or support for a family member who is ill.

(h)	Access to other forms of leave is available to SCSs for reasons related to family responsibilities or community service, subject to approval. These include:

i	Leave without pay

ii	Make up time

iii	Depending on the circumstances, an individual form of leave, or a combination of leave options may be taken. It is RMS’s intention that each request for family and community service leave be considered equitably and fairly.

(i)	SCSs appointed to RMS who have had immediate previous employment in the NSW Public Sector may transfer their family and community service leave accruals from the previous Employer.

(j)	Bereavement entitlements for casual Employees

i	Casual SCSs are entitled to not be available to attend work, or to leave work upon the death of a person prescribed in subclause 11.9(f) of this subclause.

ii	RMS and the SCS shall agree on the period for which the Employee will be entitled to not be available to attend work. In the absence of agreement, the SCS is entitled to not be available to attend work for up to 48 hours (i.e. two days) per occasion. The SCS is not entitled to any payment for the period of non-attendance.

iii	If required by RMS, the SCS must establish the need to take leave, by production of evidence, such as a death certificate or statutory declaration providing details of the circumstances of death.

iv	RMS shall not fail to re-engage a casual SCS because the Employee accessed the entitlements provided for in this subclause. The rights of RMS to engage or not engage a casual SCS is otherwise not affected.

(k)	Personal Carers Entitlement for casual Employees

i	Casual SCSs are entitled to not be available to attend work, or to leave work if they need to care for a person prescribed in paragraph (f) of this subclause who are sick and require care and support, or who require care due to an unexpected emergency, or the birth of a child.

ii	RMS and the SCS shall agree on the period for which the SCS will be entitled to not be available to attend work. In the absence of agreement, the Employee is entitled to not be available to attend work for up to 48 hours (i.e. two days) per occasion. The SCS is not entitled to any payment for the period of non-attendance.

iii	If required by RMS, the SCS must establish, by production of a medical certificate or statutory declaration, the illness of the person concerned.

iv	RMS shall not fail to re-engage a casual SCS because the Employee accessed the entitlements provided for in this clause. The rights of RMS to engage or not to engage a casual SCS are otherwise not affected.

11.10	Domestic and Family Violence 

(a)	General Principle

The Employer recognises that Employees may experience domestic and family violence, and that this may have a significant impact on an Employee’s health, safety and wellbeing, both at home and in the workplace. The Employer is committed to taking steps to prevent domestic and family violence and supporting Employees who experience domestic and family violence in a manner that takes into account the impacts of the trauma experienced by the Employee and those supporting them.

(b)	Definition of Domestic and Family Violence

i	For the purposes of this Award, domestic and family violence includes any behaviour, in an intimate, family or domestic relationship, which is violent, threatening, coercive or controlling, and which causes a person to live in fear. It is usually manifested as part of a pattern of controlling or coercive behaviour.

ii	Domestic and family violence behaviours can include, but are not limited to:

A.	physical and sexual violence 

B.	verbal abuse and threats 

C.	emotional and psychological abuse

D.	financial abuse
E.	social isolation

F.	stalking

G.	intimidation

H.	technology facilitated abuse

I.	threats or actual harm to others, pets and/or property.

iii	An intimate relationship includes people who are or have been in an intimate partnership whether that relationship involves or has involved a sexual relationship or not. 

iv	A family relationship includes people who are related to one another through blood, marriage, de facto partnerships, adoption and fostering relationships, and sibling or extended family and kinship relationships.

(c)	Principles of prevention and response

i	The Employer recognises that every Employee’s experience of domestic and family violence is unique. In providing support for, and minimising the risk to safety of, Employees experiencing domestic and family violence the Employer will:

A.	subject to clause 12.3(a)(ii), respect the agency of the Employee as the decision maker in relation to the nature of the support they require (as outlined in clause 12.5 or otherwise) and any associated communication about these supports;

B.	prioritise the safety of the Employee experiencing domestic and family violence, and other Employees, in the workplace;

C.	acknowledge that any actions taken by the Employer may impact Employees and their dependents safety at work and at home;

D.	recognise the Employee’s right to confidentiality, as outlined in clause 12.6, except in instances where the safety of Employees (including other employees not directly experiencing domestic or family violence) must be prioritised;

E.	train identified Employees as contact officers to provide information and support to Employees experiencing domestic and family violence;

F.	provide Employees with training on domestic and family violence, with a specific focus on preventative steps and response in the workplace;

G.	ensure that Employees who are required to support Employees experiencing domestic and family violence are equipped to provide evidence based support, which acknowledges the impact of trauma, through the provision of training and other resources;

H.	clearly communicate to an Employee experiencing domestic and family violence any mandatory reporting obligations the Employer may have to comply with; 

I.	acknowledge and take into account the Employee’s experience of domestic and family violence if an Employee’s attendance or performance at work is affected by domestic or family violence. 

ii	The Employer recognises that there will be Employees who use domestic and family violence. In line with the Employer’s position against domestic and family violence the Employer may:

A.	support Employees to access evidence-based behaviour change supports

B.	approve any reasonable request for flexible work arrangements to facilitate the Employee seeking evidence-based behaviour change supports.

iii	The Employer may take disciplinary action against an Employee who has used domestic and family violence, up to and including termination of employment.

(d)	Leave

i	An Employee experiencing domestic or family violence will have access to 10 days paid Special Leave for domestic and family violence per calendar year to support the establishment of their safety and recovery. Temporary and part time employees are entitled to leave under this clause on a pro rata basis.

ii	This leave will assist Employees to: 

A.	attending medical, counselling, case management, legal, police and other support services relating to their experience of domestic and family violence, 

B.	organising alternative care or education arrangements for their children, 

C.	attending court and other legal proceedings relating to their experience of domestic and family violence
D.	allow time for the employee to seek alternate or safe accommodation, and
 
E.	other activities that will assist them to establish safety and recover from their experience of domestic and family violence. 

iii	This leave will be in addition to existing leave entitlements and can be accessed without the need to exhaust other existing leave entitlements first. This leave will be non-cumulative and may be taken as part-days, single days or consecutive days. 

iv	Given the emergency context in which this leave may need to be accessed, Employees can proceed to take the leave and seek approval at a later date, as soon as practicable. 

v	When assessing leave applications, the Employer needs to be satisfied, on reasonable grounds, that domestic and family violence has occurred, and may required evidence. 

(e)	Workplace Domestic and Family Violence Support 

i	To provide support to an Employee experiencing domestic and family violence, the Employer will approve any reasonable request from an Employee experiencing domestic and family violence for:

A.	changes to their span or pattern of hours and / or shift patterns;

B.	job redesign or changes to duties;

C.	relocation to suitable employment with the Employer;

D.	a change to their telephone number and/or email address to avoid harassing contact;

E.	any other appropriate measure including those available under existing provisions for flexible work arrangements; and

F.	increased security measures in their workplace including entry and egress. 

ii	Subject to the Employee being satisfied that safety has been established and the Employer also being satisfied, if an Employee has requested a reasonable change to their working arrangements in accordance with clause (a), an Employer will not then unreasonably refuse a request from an Employee to maintain change or remove these arrangements.

iii	The Employer will assist an Employee experiencing domestic or family violence with access to support and referral services and/or other local resources.

(f)	Protecting the confidentiality of Employees experiencing domestic or family violence

i	The Employer recognises the importance of protecting the confidentiality of Employees experiencing domestic or family violence that a breach of confidentiality may pose a risk to the safety of the Employee and others.

ii	To protect the confidentiality of an Employee experiencing domestic or family violence the Employer will:

A.	adopt a ‘needs to know’ approach to any communications regarding the Employee’s experience;

B.	not store or include any information about the following matters on the Employee’s personnel file or payslip:

01.	the Employees experience of domestic or family violence

02.	special leave accessed for the purpose of domestic and family violence leave in accordance with clause 12.4(a)

03.	supports provided by the Employer (under clause 12.5 or otherwise).

iii	Any information regarding an Employee’s experience of domestic or family violence, including any domestic and family violence leave or supports provided (under clauses 12.4, 12.5 or otherwise), can only be accessed by Executive Director People and Culture Business Partnering.

iv	The Employee recognises that the Employer’s commitment to, and obligations regarding, confidentiality are subject to:

A.	any steps that the Employer must to take to ensure the safety of all Employees

B.	any mandatory reporting requirements.

v	Where the Employer does need to disclose confidential information for the reasons outlined in clause 12.6(d), the Employer will make every reasonable effort to inform the Employee of this disclosure before it is made and support the employee to take any practical steps to minimise an associated safety risk.

7.	Insert the acronym (NSW) in 16.2 of clause 16, Criminal Record Checks, after reference to the Act

8.	Delete 17.1 of clause 17, Safety Clothing and Equipment, and insert in lieu thereof the following:

17.1	SCSs will be provided with safety clothing and equipment as required, including:

9.	Delete 17.2 of clause 17, Safety Clothing and Equipment, and insert in lieu thereof the following:

17.2	Any additional safety clothing and/or equipment will be determined by the appropriate Work Health Safety/risk assessment.

17.3	SCSs must use the safety clothing and equipment provided (and only the safety equipment provided) when on duty.

10.	Delete 18.1 of clause 18, Anti-Discrimination, and insert in lieu thereof the following:

18.1	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 (NSW) 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; and any other ground provided for in the Anti-Discrimination Act 1977 (NSW) or applicable Commonwealth anti-discrimination legislation.

11.	Insert the acronym (NSW) after all references to Acts in clause 18, Anti-Discrimination. 

[bookmark: _Ref109747773][bookmark: _Toc109818219]12.	Insert the acronym (NSW) after all references to the Work Health and Safety Act 2011 in 19.7 of clause 19, Grievance Resolution and Dispute Settlement.

[bookmark: _Toc109818221]13.	Insert the acronym (NSW) after all references to NSW legislation in clause 21, Secure Employment.

14.	Substitute the words ‘his or her’ with the word ‘their’, wherever it appears in clause 21, Secure Employment.

15.	Substitute the words ‘he or she seeks’ with the words ‘they seek’ in 21.2(c) of clause 21, Secure Employment.

16.	Delete paragraph (f) of subclause 21.2 of clause 21, Secure Employment, and insert in lieu thereof the following:

(f)	If a casual Employee has elected to have their contract of employment converted to full-time or part-time employment in accordance with subclause 22.2(c), the Employer and Employee shall, in accordance with this paragraph, and subject to subclause 22.2(c), discuss and agree upon:

[bookmark: _Toc109818222]17.	Insert the acronym (NSW) after reference to the Government Sector Employment Act 2013, in 22.6 of clause 22, Code of Conduct and Ethics.

18.	Substitute the year '2022' with '2023' of clause 24, No Extra Claims.

19.	Insert the acronym (NSW) after reference to the Industrial Relations Act 1996 in clause 24, No Extra Claims.

20.	Deleted the table of clause 25, Rates of Pay, and insert in lieu thereof the following:

	Category Refer to clause 7, Payment of 
Wages for the calculation of rates
	2.5% Operative from the first full pay period on or after 1 July 2019 ($/hr)
	2.5% Operative from the first full pay period on or after 1 July 2020 ($/hr)
	2.04% Operative from the first full pay period on or after 1 July 2021 ($/hr)
	2.53% Operative from the first full pay period on or after 1 July 2022 ($/hr)

	Base Rate (N)
	23.5969
	24.1868
	24.6802
	25.3046

	Permanent SCSs (P)
	22.1221
	22.6751
	23.1377
	23.7231

	Additional hours/training(A)
	25.5633
	26.2024
	26.7369
	27.4133

	Casual SCSs (C)
	28.3163
	29.0242
	29.6162
	30.3655









21.	This variation will take effect from 1 July 2022.



N. CONSTANT, Chief Commissioner
D. SLOAN, Commissioner
D. O'SULLIVAN, Commissioner


____________________


Printed by the authority of the Industrial Registrar.
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LOCAL GOVERNMENT, AGED, DISABILITY AND HOME CARE (STATE) AWARD

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES

Application by NSW Industrial Registrar.

(Case No. 241953 of 2022)

	Before Chief Commissioner Constant
	30 August 2022

	Commissioner Sloan
	

	Commissioner Webster
	



VARIATION

1.	Delete Part B, of the award published 19 February 2016 (379 I.G. 254) and insert in lieu thereof the following:

Part B

Table 1 - Monetary Rates

	
	2021 Rate p/week from
08 October 2021
$
	Current Rate p/week from
1 September 2022
$

	Care Service Employees
	
	

	[bookmark: RANGE!C8]New Entrant 
	768.85
	812.60

	Grade 1
	897.55
	938.84

	Grade 2
	953.76
	997.63

	Grade 3
	1010.81
	1057.31

	Grade 4
	
	

	- Level 1
	1063.59
	1112.52

	- Level 2
	1154.22
	1207.31

	Grade 5 
	from
	1231.09
	1287.72

	
	to
	1819.09
	1902.77



1.	Note:  Employees classified and paid as Recreational Activities Officers as at 10 November, 1998 be reclassified in accordance with the new definitions of Care Service Employee.  Employees reclassified at Grade 2 by virtue of the above exercise, shall be paid at Grade 3 from the effective date of this award, and continue to be so paid whilst employed in the provision of recreational activities by their current employer. These employees may be required to perform the duties of a Level 3 Care Services Employee where they have the skill and competence to do so.

2.	Note:  Salary Band-Grade 5 - Employers and employees may negotiate a rate within the salary band as shown.  For the purposes of this award, the rate so negotiated shall be deemed to be the employee's award rate of pay.  Salaries in excess of the salary band may also be negotiated between the parties.

	
	2021 Rate
p/week from
08 October 2021
$
	Current Rate
p/week from
1 September 2022
$

	Maintenance Supervisors
	
	

	Maintenance Supervisor (Otherwise)
	1056.08
	1104.66

	Maintenance Supervisor (Otherwise)
	
	

	 - in charge of staff
	1078.92
	1128.55

	Maintenance Supervisor (Tradesperson)
	1145.04
	1197.71

	
	
	

	Catering Officer
	
	

	Trainee Catering Officer
	
	

	1st year
	934.27
	977.25

	2nd year
	951.06
	994.81

	3rdyear
	970.35
	1014.99

	Assistant Catering Officer
	
	

	80-120 beds
	979.94
	1025.02

	120-300 beds
	1043.67
	1091.68

	300-500 beds
	1120.01
	1171.53

	500-1000 beds
	1149.73
	1202.62

	

	2021 Rate
p/week from
08 October 2021
$
	Current Rate
p/week from
1 September 2022
$

	Catering Officer
	
	

	80-120 beds
	1089.66
	1139.78

	120-200 beds
	1120.01
	1171.53

	200-300 beds
	1149.73
	1202.62

	300-500 beds
	1207.09
	1262.62

	500-1000 beds
	1302.94
	1362.88

	
	 
	

	Diversional Therapist
	 
	

	1st year of experience
	974.73
	1019.57

	2nd year of experience
	1,023.23
	1070.30

	3rd year of experience
	1,071.20
	1120.48

	4th year of experience
	1,119.07
	1170.55

	5th year of experience and thereafter
	1,164.96
	1218.55

	
	
	

	Dieticians
	
	

	1st year of service
	1061.19
	1110.00

	2nd year of service
	1107.81
	1158.77

	3rd year of service
	1163.19
	1216.70

	4th year of service
	1223.15
	1279.41

	5th year of service
	1278.65
	1337.47

	6th year of service
	1322.87
	1383.72

	7th year of service
	1356.34
	1418.73

	
	
	

	Therapists and Social Workers (excluding Diversional Therapists)
	
	

	1st year of service
	1033.65
	1081.20

	2nd year of service
	1061.19
	1110.00

	3rd year of service
	1107.81
	1158.77

	4th year of service
	1163.19
	1216.70

	5th year of service
	1223.15
	1279.41

	6th year of service
	1278.65
	1337.47

	7th year of service
	1322.87
	1383.72

	8th year of service & thereafter
	1356.34
	1418.73

	
	
	

	Apprentices
	
	

	Apprentice Cook
	
	

	1st year
	606.47
	634.37

	2nd year
	833.93
	872.29

	3rd year
	         934.99
	978.00

	Apprentice Gardener
	 
	

	1st year
	505.41
	528.66

	2nd year
	606.47
	634.37

	3rd year
	808.69
	845.89

	4th year
	909.76
	951.61

	
	
	

	Homecare Employees
	
	

	Homecare Employee
	
	

	Grade 1
	902.67
	944.19

	Grade 2
	946.99
	990.55

	Grade 3
	1012.69
	1059.27

	
	2021 Rate
p/week from
08 October 2021
$
	Current Rate
p/week from 
1 September 2022
$

	Live-in Homecarers
	 
	

	Grade 1
	Daily Rate
	234.77
	245.57

	Grade 2
	[bookmark: RANGE!D98]Daily Rate
	265.12
	277.32

	Grade 3
	Daily Rate
	307.36
	321.50

	
	
	

	Clerical & Administrative Employees
	
	

	Juniors
	
	

	At 16 years of age and under
	491.02
	513.61

	At 17 years of age
	556.41
	582.00

	At 18 years of age
	637.96
	667.31

	At 19 years of age
	719.00
	752.07

	At 20 years of age
	792.74
	829.21

	Adults
	
	

	Grade 1
	968.68
	1013.24

	Grade 2
	1026.25
	1073.46

	Grade 3
	1075.89
	1125.38

	Grade 4
	1134.61
	1186.80

	Grade 5
	1185.82
	1240.37



Note 1:  Any employee paid on a classification/grade carrying a higher wage rate as at 10 November, 1998 shall have the difference between the higher rate and the new agreed grade/rate preserved whilst remaining to undertake the duties associated with the classification held prior to the date referred to above.

Note 2:  Clerks who are paid at a grade above that of Grade 5 as at 10 November, 1998 shall have the difference between that grade, inclusive of the 1998 State Wage Case Increase, and the new agreed grade preserved whilst employed in a clerical position with their current employer.

Table 2 - Allowances 

	Item No.
	Clause
No.
	Brief Description
	
	2021 Rate
from 08 October
[bookmark: _Hlk491987858]2021
$
	Current Rate from 
1 September
2022
$

	1
	6(xi)(c)
	Broken Shift
	per shift
	11.45
	11.98

	2
	8(iii)(a)
	Overtime - Breakfast *
	per meal
	14.08
	14.73

	3
	8(iii)(b)
	Overtime - Luncheon *
	per meal
	18.19
	19.03

	4
	8(iii)(c)
	Overtime - Evening Meal *
	per meal
	26.57
	27.79

	5
	9(iii)(b)
	Overtime - recall use of own vehicle 
	per km
	0.40
	0.42

	
	
	*
	
	
	

	6
	9(iii)(c)
	On Call Allowance
	per day
	18.66
	19.52

	
	13(i)
	 
	(24 hrs)
	
	

	7
	13(ii)
	Climatic & Isolation Allowance
	per/week
	7.42
	7.76

	8
	15(i)(a)
	Climatic & Isolation Allowance
	per week
	14.03
	14.68

	9
	15(i)(b)
	Cleaning/Scraping Work - Confined 
	per hour
	0.70
	0.73

	
	
	Space
	
	
	

	10
	9(iii)(c)
	Cleaning Scraping Work - 
	per hour
	1.12
	1.17

	
	
	Boiler/Flue
	
	
	

	11
	15(iii)
	Linen Handling - Nauseous Nature
	per hour
	0.36
	0.38

	12
	15(v)
	Use of own vehicle
	per week
	0.80
	0.84

	13
	15(ix)
	Laundry & Dry Cleaning certificate 
	per week
	12.34
	12.91

	
	
	Allowance
	
	
	

	14
	26(ii)
	Leading Hand Allowance - in charge 
	per week
	30.37
	31.77

	
	
	2-5 employees
	
	
	

	15
	26(ii)
	Leading Hand Allowance - in charge 
	per week
	43.44
	45.44

	
	
	6-10 employees
	
	
	

	26
	26(ii)
	Leading Hand Allowance - in charge 
	per week
	54.86
	57.38

	
	
	11-15 employees
	
	
	

	17
	26(ii)
	Leading Hand Allowance - in charge 
	per week
	66.98
	70.06

	
	
	16-19 employees
	
	
	

	18
	28(i)(c)
	Uniform Allowance *
	per week
	7.23
	7.56

	19
	28(i)(d)
	Special Type Shoes Allowance *
	per week
	2.22
	2.32

	20
	28(i)(e)
	Cardigan or Jumper Allowance *
	per week
	2.15
	2.25

	21
	28(i)(f)
	Laundry Allowance - Uniform *
	per week
	5.97
	6.24

	22
	29(ii)(d)
	Sleepover Allowance
	per shift
	54.23
	56.72

	23
	39(vi)
	Apprentice - TAFE Examination 
	per week
	11.45
	11.98

	
	
	Allowance
	
	
	



Note: Allowances marked * did not increase by CPI (June 2019 until June 2020 -0.3%) 

2.	Delete subclause A.4 of Schedule A, Training Wages and insert in lieu thereof the following:

A.4	Minimum Wages

A.4.1	Minimum wages for full-time traineeships

(a)	Wage Level A

Subject to clause A5.3 of this schedule, the minimum wages for a trainee undertaking a full-time AQF Certificate Level I-III traineeship whose training package and AQF certificate levels are allocated to Wage Level A by Schedule B are:

	
	Highest year of schooling completed

	
	Year 10
per week from 
08 October 2021
$
	Year 11
per week from 
08 October 2021
$
	Year 12
per week from 
08 October 2021
$

	School leaver
	357.62
	394.24
	473.28

	Plus 1 year out of school
	394.24
	473.28
	550.99

	Plus 2 years out of school
	473.28
	550.99
	640.37

	Plus 3 years out of school
	550.99
	640.37
	731.73

	Plus 4 years out of school
	640.37
	731.73
	731.73

	Plus 5 or more years out of school
	731.73
	731.73
	731.73



	
	Highest year of schooling completed

	
	Year 10
per week 
1 September 2022
$
	Year 11
per week
1 September 2022
$
	Year 12
per week
1 September 2022
$

	School leaver
	374.07
	412.38
	495.05

	Plus 1 year out of school
	412.38
	495.05
	576.34

	Plus 2 years out of school
	495.05
	576.34
	669.83

	Plus 3 years out of school
	576.34
	669.83
	765.39

	Plus 4 years out of school
	669.83
	765.39
	765.39

	Plus 5 or more years out of school
	765.39
	765.39
	765.39



A.4.2	Minimum wages for part-time traineeships

[bookmark: _Ref421525290](a)	Wage Level A

The minimum wages for a trainee undertaking a part-time AQF Certificate Level I-III traineeship whose training package and AQF certificate levels are allocated to Wage Level A by Appendix B are:

	
	Highest Year of Schooling completed

	
	Year 10
Per hour
from 08 October 2021
	Year 11
Per hour
from 08 October 2021
	Year 12
Per hour
from 08 October 2021

	
	$
	$
	$

	School Leaver
	11.78
	12.97
	15.56

	Plus 1 year out of school
	12.96
	15.56
	18.07

	Plus 2 years
	15.56
	18.07
	18.07

	Plus 3 years
	18.07
	21.08
	24.06

	Plus 4 years
	21.08
	24.06
	24.06

	Plus 5 years or more
	24.06
	24.06
	24.06



	

	Highest Year of Schooling completed

	
	Year 10
Per hour
1 September 2022
$
	Year 11
Per hour
1 September 2022
$
	Year 12
Per hour
1 September 2022
$

	School Leaver
	12.32
	13.57
	16.28

	Plus 1 year out of school
	13.56
	16.28
	18.90

	Plus 2 years
	16.28
	18.90
	18.90

	Plus 3 years
	18.90
	22.05
	25.17

	Plus 4 years
	22.05
	25.17
	25.17

	Plus 5 years or more
	25.17
	25.17
	25.17



(b)	School-based traineeships

The minimum wages for a trainee undertaking a school-based AQF Certificate Level I-III traineeship whose training package and AQF certificate levels are allocated to Wage A by Schedule B are as follows when the trainee works ordinary hours:
[bookmark: _Toc422464534]
	
	Year of Schooling

	
	Year 11
Rate from 
08 October 2021
$
	Year 12
Rate from 
08 October 2021
$
	Year 11
Rate from 
1 September 2022
$
	Year 12
Rate from 
1 September 2022
$

	School based Traineeships Wage Level A
	11.78
	12.97
	12.32

	13.57





Schedule B: Allocation of Traineeships to Wage Levels
The wage levels applying to training packages and their AQF certificate levels are:

	Wage Level A
	

	
	

	Training package
	AQF certificate level

	Business Services
	I

	
	II

	
	III

	
	IV

	
	

	Community Services
	II

	
	III

	
	IV



3.	This variation shall take effect from the first full pay period commencing on and from 1 September 2022.



N. CONSTANT, Chief Commissioner
D. SLOAN, Commissioner
J. WEBSTER, Commissioner


____________________


Printed by the authority of the Industrial Registrar.
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LOCAL GOVERNMENT (ELECTRICIANS) (STATE) AWARD

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES

Application by NSW Industrial Registrar.

(Case No. 241933 of 2022)

	Before Chief Commissioner Constant
	30 August 2022

	Commissioner Sloan
	

	Commissioner Webster
	



VARIATION

1.	Delete Part B, Monetary Rates, of the award published 27 July 2022 (Vol 392 I.G. 292) and insert in lieu thereof the following:

PART B

MONETARY RATES

The rates of pay and allowances in Part B, Monetary Rates take effect from the first pay period on or after 1 September 2022.

Note: The rates of pay and allowances in this award include the adjustments payable under the State Wage Case 2022. These adjustments may offset any or both of:

i.	Any equivalent over award payments, and/or

ii.	Award wage increases other than State Wage Case adjustments.

[bookmark: _Toc114302941]Table 1 - Wage Rates - Clause 5

	
	2021 Rate of Pay Per Week
	2022 Rate of Pay Per Week

	
	$
	$

	Technical/Trades Band Level 1
	977.24
	1022.19

	Technical/Trades Band Level 2
	1074.85
	1124.29

	Technical/Trades Band Level 3
	1229.62
	1286.18

	Professional Band Level 1
	1074.85
	1124.29

	Professional Band Level 2
	1229.62
	1286.18

	Professional Band Level 3
	1378.55
	1441.96

	Professional Band Level 4
	1611.03
	1685.14

	Apprentice 1st Year
	540.87
	565.75

	Apprentice 2nd Year
	638.69
	668.07

	Apprentice 3rd Year
	733.92
	767.68

	Apprentice 4th Year
	826.42
	864.44



[bookmark: _Toc114302942]Table 2 - Other Rates and Allowances

	Clause 7 – Special Allowances 

	
	2021 Rate of Pay Per Hour
$
	2022 Rate of Pay Per Hour
$

	(i)Wages
(a) Dirty work, etc.
	 0.41 per hour
	0.43 per hour

	(b) Wet places
	0.46 per hour
	0.48 per hour 

	(c) Confined spaces
	0.46 per hour
	0.48 per hour 

	(d) Working underground
	0.41 per hour
	0.43 per hour 

	(e)Working with raw sewerage
	9.12per day
	9.54 per day



	Clause 8 – Tool Allowances

	
	2021 Rate of Pay Per Week
$
	2022 Rate of Pay Per Week
$

	(i) Electrical Tradesperson
	37.65
	39.38

	(iv)(b) Amount payable by employee for each claim for compensation of loss of tools
	95.63
	100.03



	Clause 8 – Tool Allowances

	
	2021 Rate of Pay Per Week 
$
	2022 Rate of Pay Per Week
$

	(i) Electrical Tradesperson
	37.65
	39.38

	(iv)(b) Amount payable by employee for each claim for compensation of loss of tools
	95.63
	100.03



	Clause 14 - On Call

	
	$
	$

	(iii) On call allowance
	124.42
	130.14



	Clause 15 - Meal Breaks and Allowances for Overtime Work

	
	$
	$

	(i) Meal allowance
	16.58
	17.34

	(ii)(a) Meal allowance
	16.58
	17.34

	(ii)(b) Meal allowance working 4 hours overtime
	12.72
	13.31



	Clause 24 - Travelling Allowance

	Where the employee works at a distance from the depot greater than:
	2021 Rate of Pay Amount
$
	2022 Rate of Pay Per Week
$

	(ii)
	3-10 km
	5.84 per day
	6.11 per day

	
	10-20 km
	10.53 per day
	11.01 per day

	
	20-30 km
	15.02 per day
	15.71 per day

	
	30-40 km
	19.40 per day
	20.29 per day

	
	40-50 km
	24.09 per day
	25.20 per day

	For each additional kilometre
	0.45
	0.47



	Clause 27 - Driving of Motor Vehicles

	
	Amount
	Amount

	
	$
	$

	(ii)
	(a)
	Use of private vehicle (cents) per kilometre
	
	

	
	
	
	
	

	
	
	Under 2.5 litres
	0.71
	0.74

	
	
	2.5 litres and over
	0.81
	0.85

	
	(b)
	Minimum yearly allowance
	7881.06
	8243.59

	

	Clause 28 - Industry Allowance

	Industry Allowance
	 62.16 per week
	65.02 per week

	
	

	Clause 31 – Miscellaneous

	(ii)
	(a)
	West of the line allowance
	1.07 per day
	1.12 per day

	(iii)
	First-aid allowance
	3.62per day
	3.79 per day



2.	This variation shall take effect from the first full pay period commencing on and from the first pay period on or after 1 September 2022.



N. CONSTANT, Chief Commissioner
[bookmark: _Hlk124852835]D. SLOAN, Commissioner
J. WEBSTER, Commissioner


____________________


Printed by the authority of the Industrial Registrar.
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MISCELLANEOUS WORKERS' - KINDERGARTENS AND CHILD CARE CENTRES, &c. (STATE) AWARD

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES

Application by NSW Industrial Registrar.

(Case No. 242219 of 2022)

	Before Chief Commissioner Constant
	14 September 2022

	Commissioner Sloan
	

	Commissioner Webster
	



VARIATION

1.	Delete Part B, Monetary Rates, of the award published 17 June 2022 (392 I.G. 235) and insert in lieu thereof the following:

PART B

MONETARY RATES

TABLE 1B

WAGES - SUPPORT WORKER CLASSIFICATIONS

	Classification
	Rate at 16/12/2021
$
2.04%
	Rate at 16/12/2022
$
2.53%

	Support Worker
	807.2
	827.6

	Support Worker (Qualified Cook)
	825.3
	846.2



TABLE 1C

NEW WAGES - CHILD CARE CLASSIFICATIONS IN LONG DAY CARE
[bookmark: _Hlk86069087]
	Level
	Step
	Rate at 16/12/2021
$
2.04%
	Rate at 16/12/2022
$
2.53%

	CCW
	1
	921.9
	945.2

	
	2
	929.5
	953

	
	3
	936.8
	960.5

	
	4
	944.3
	968.2

	
	5
	953.3
	977.4

	
	
	
	

	ACCW
	1
	962.3
	986.6

	
	2
	981.1
	1005.9

	
	3
	1013.4
	1039

	
	
	
	

	ACCWQ
	1
	1030.2
	1056.3

	
	2
	1135.4
	1164.1

	
	3
	1190.5
	1220.6

	
	4
	1249.7
	1281.3

	
	
	
	

	Asst Co-ord
	
	1050.2
	1076.8

	
	
	
	

	Asst Co-ord Qual
	
	1277.3
	1209.6

	
	
	
	

	Co-Ord OOSH
	L1
	1125.3
	1153.8

	
	
	
	

	Co-Ord LDC
	L2
	1143.1
	1172

	
	L3
	1190.9
	1221

	
	L4
	1238.4
	1269.7

	
	
	
	

	Co-Ord Qual OOSH
	
	1374.9
	1409.7

	
	
	
	

	Co-Ord Qual LDC
	L2
	1402.3
	1437.8

	
	L3
	1440.3
	1476.7

	
	L4
	1487.9
	1525.5



TABLE 1D

NEW WAGES - CHILD CARE CLASSIFICATIONS IN PRE-SCHOOLS

	Level

	Step


	Rate at 16/12/2021
$
2.04%
	Rate at 16/12/2022
$
2.53%

	CCW
	1
	888.6
	911.1

	
	2
	895.9
	918.6

	
	3
	903
	925.8

	
	4
	910.1
	933.1

	
	5
	918.9
	942.1

	
	
	
	

	ACCW
	1
	927.4
	950.9

	
	2
	946.5
	970.4

	
	3
	975.5
	1000.2

	ACCWQ
	1
	994
	1019.1

	
	2
	1093.7
	1121.4

	
	3
	1146.6
	1175.6

	
	4
	1203.8
	1234.3

	
	
	 
	 

	Asst Co-ord
	
	1012.1
	1037.7

	
	
	
	

	Asst Co-ord Qual
	
	1230.4
	1261.5

	
	
	
	

	Co-ord OOSH
	L1
	1088.8
	1116.3

	
	
	
	

	Co-Ord Pre-School
	L2
	1116.6
	1144.8

	
	L3
	1154.5
	1183.7

	
	L4
	1202.1
	1232.5

	
	
	
	

	Co-Ord Qual OOSH
	
	1329.1
	1362.7

	
	
	
	

	Co-Ord Qual Pre-Sch
	L2
	1356.6
	1390.9

	
	L3
	1394.5
	1429.8

	
	L4
	1442
	1478.5








TABLE 2

Additional Rates and Allowances

	Item No.
	Clause No.
	Brief Description
	Amount 16/12/2021
$
	Amount 16/12/2022
$

	1
	10(ii)(a)
	Broken Shift
	81.40 Per week
	83.50 Per week

	
	
	
	16.30 Per day
	16.70 Per day

	2
	10(ii)(b)
	Excess Fares
	11.1
	11.4

	3
	10(iii)
	Uniform:
	
	

	
	
	Laundry Allowance
	5.8
	5.9

	4
	10(iv)
	Cooks Uniforms:
	
	

	
	
	Laundry Allowance
	9.4
	9.6

	5
	10(vi)(a)
	Qualification Allowance Commercial
	 
	 

	
	
	Cookery Basic Certificate
	 
	 

	6
	10(vi)(b)
	Hotel & Restaurant Cookery Certificate
	17
	17.4

	7
	12(iv)
	Meal Money
	9.1
	9.3

	8
	10(ix)
	Authorised Supervisor
	44.10 Weekly
	45.20 Weekly

	
	
	
	8.90 daily
	9.10 daily



2.	This variation shall take effect from the first full pay period to commence on or after 16 December 2022.



N. CONSTANT, Chief Commissioner
D. SLOAN, Commissioner
J. WEBSTER, Commissioner


____________________


Printed by the authority of the Industrial Registrar.
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NURSES' (LOCAL GOVERNMENT) RESIDENTIAL AGED CARE CONSOLIDATED (STATE) AWARD 2021

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES

Application by NSW Industrial Registrar.

(Case No. 241962 of 2022)

	Before Chief Commissioner Constant
	17 August 2022

	Commissioner Sloan
	

	Commissioner Webster
	



VARIATION

1.	Delete subclause (iii) of clause 53, Area Incidence and Duration, of the award published 11 February 2022 (391 I.G. 411) and insert in lieu thereof the following:

(iii)	The rates of pay in this award include the adjustments payable under the State Wage Case 2022.  These adjustments may be offset any or both:

(a)	any equivalent over award payments; and  

(b)	award wage increases other than State Wage Case adjustments.

The rates of pay and allowances in Part B, Monetary Rates, take effect from the first pay period on or after 1 September 2022.

2.	Delete Part B, Monetary Rates, and insert in lieu thereof the following:

PART B

MONETARY RATES

Table 1 – Salaries

	Classification
	SWC 2019 
	SWC 2020 1.75% 
	SWC 2021 2.5% 
	SWC 2022 4.6% 

	
	FFPP 28/09/2019
	FFPP 28/10/2020
	FFPP 8/10/2021
	FFPP 1/9/2022

	Assistant in nursing/trainee enrolled nurse
	
	
	
	

	Under 18 years
	
	
	
	

	First year of experience
	711.10
	723.50
	741.60
	775.70

	Second year of experience
	742.70
	755.70
	774.60
	810.20

	Thereafter
	772.20
	785.70
	805.30
	842.30

	
	
	
	
	

	18 years and over
	
	
	
	

	First year of experience
	835.70
	850.30
	871.60
	911.70

	Second year of experience
	861.50
	876.60
	898.50
	939.80

	Third year of experience
	887.70
	903.20
	925.80
	968.40

	Thereafter
	914.50
	930.50
	953.80
	997.70

	Enrolled nurse
	
	
	
	

	First year of experience
	1,019.90
	1,037.70
	1,063.60
	1,112.50

	Second year of experience
	1,040.70
	1,058.90
	1,085.40
	1,135.30

	Third year of experience
	1,063.00
	1,081.60
	1,108.60
	1,159.60

	Fourth year of experience
	1,084.80
	1,103.80
	1,131.40
	1,183.40

	Thereafter
	1,106.70
	1,126.10
	1,154.30
	1,207.40

	
	
	
	
	

	Registered nurse general, MR Psych., Infants, geriatric,
	
	
	
	

	midwifery
	
	
	
	

	First year of service
	1,151.80
	1,172.00
	1,201.30
	1,256.60

	Second year of service
	1,213.10
	1,234.30
	1,265.20
	1,323.40

	Third year of service
	1,274.10
	1,296.40
	1,328.80
	1,389.90

	Fourth year of service
	1,339.40
	1,362.80
	1,396.90
	1,461.20

	Fifth year of service
	1,404.40
	1,429.00
	1,464.70
	1,532.10

	Sixth year of service
	1,469.30
	1,495.00
	1,532.40
	1,602.90

	Seventh year of service
	1,543.70
	1,570.70
	1,610.00
	1,684.10

	Eighth year of service
	1,605.70
	1,633.80
	1,674.60
	1,751.60

	
	
	
	
	

	Nursing unit manager (personal to current occupants as at 1 March 1999).
	
	
	
	

	
	
	
	
	

	Level 1
	
	
	
	

	First year
	1,777.90
	1,809.00
	1,854.20
	1,939.50

	Second year
	1,827.20
	1,859.20
	1,905.70
	1,993.40

	Level 2
	1,874.90
	1,907.70
	1,955.40
	2,045.30

	Level 3
	1,920.00
	1,953.60
	2,002.40
	2,094.50

	 
	
	
	
	

	Nurse undergoing pre-registration Assessment
	997.00
	1,014.40
	1,039.80
	1,087.60

	Clinical nurse specialist
	1,670.50
	1,699.70
	1,742.20
	1,822.30

	Clinical nurse consultant
	1,967.80
	2,002.20
	2,052.30
	2,146.70

	Clinical nurse educator
	1,670.50
	1,699.70
	1,742.20
	1,822.30

	 
	
	
	
	

	Nurse educator
	
	
	
	

	First year
	1,777.80
	1,808.90
	1,854.10
	1,939.40

	Second year
	1,827.20
	1,859.20
	1,905.70
	1,993.40

	Third year
	1,871.20
	1,903.90
	1,951.50
	2,041.30

	Fourth year
	1,967.80
	2,002.20
	2,052.30
	2,146.70

	 
	
	
	
	

	Senior nurse educator
	
	
	
	

	First year
	2,014.70
	2,050.00
	2,101.30
	2,198.00

	Second year
	2,055.40
	2,091.40
	2,143.70
	2,242.30

	Third year
	2,122.90
	2,160.10
	2,214.10
	2,315.90

	 
	
	
	
	

	Assistant director of nursing
	
	
	
	

	Less than 150 beds
	1,827.20
	1,859.20
	1,905.70
	1,993.40

	150-250 beds
	1,967.80
	2,002.20
	2,052.30
	2,146.70

	250 beds and over
	2,014.70
	2,050.00
	2,101.30
	2,198.00

	 
	
	
	
	

	Deputy director of nursing
	
	
	
	

	Less than 20 beds
	1,863.70
	1,896.30
	1,943.70
	2,033.10

	20 beds, less than 75 beds
	1,911.00
	1,944.40
	1,993.00
	2,084.70

	75 beds, less than 100 beds
	1,954.60
	1,988.80
	2,038.50
	2,132.30

	100 beds, less than 150 beds
	1,995.50
	2,030.40
	2,081.20
	2,176.90

	150 beds, less than 200 beds
	2,055.30
	2,091.30
	2,143.60
	2,242.20

	200 beds, less than 250 beds
	2,122.90
	2,160.10
	2,214.10
	2,315.90

	250 beds, less than 350 beds
	2,201.40
	2,239.90
	2,295.90
	2,401.50

	350 beds, less than 450 beds
	2,278.80
	2,318.70
	2,376.70
	2,486.00

	450 beds, less than 750 beds
	2,362.50
	2,403.80
	2,463.90
	2,577.20

	750 beds and over
	2,452.70
	2,495.60
	2,558.00
	2,675.70

	Director of nursing
	
	
	
	

	Less than 25 beds
	2,080.50
	2,116.90
	2,169.80
	2,269.60

	25 beds, less than 50 beds
	2,201.40
	2,239.90
	2,295.90
	2,401.50

	50 beds, less than 75 beds
	2,247.90
	2,287.20
	2,344.40
	2,452.20

	75 beds, less than 100 beds
	2,294.00
	2,334.10
	2,392.50
	2,502.60

	100 beds, less than 150 beds
	2,359.30
	2,400.60
	2,460.60
	2,573.80

	150 beds, less than 200 beds
	2,437.30
	2,480.00
	2,542.00
	2,658.90

	200 beds, less than 250 beds
	2,514.80
	2,558.80
	2,622.80
	2,743.40

	250 beds, less than 350 beds
	2,608.30
	2,653.90
	2,720.20
	2,845.30

	350 beds, less than 450 beds
	2,764.00
	2,812.40
	2,882.70
	3,015.30

	450 beds, less than 750 beds
	2,922.80
	2,973.90
	3,048.20
	3,188.40

	750 beds and over
	3,104.40
	3,158.70
	3,237.70
	3,386.60



Table 2 - Other Rates and Allowances

	Item No.
	Brief Description
	Clause No.
	28/09/2019
	28/10/2020
	8/10/2021
	1/09/2022
	Period

	1
	In Charge of Nursing Home
	9(i)(a)
	
	
	
	
	

	
	(a) less than 100 beds
	
	28.56
	29.06
	29.79
	31.16
	per shift

	
	(b) 100 beds and less than 150 beds
	
	45.97
	46.77
	47.94
	50.15
	per shift

	2
	In Charge of ward/unit
	9(i)(b)
	28.56
	29.06
	29.79
	31.16
	per shift

	3
	On Call
	9(ii)(a)
	25.44
	25.89
	26.53
	27.75
	per 24 hours or part thereof

	4
	On Call on rostered days off
	9(ii)(b)
	50.88
	51.77
	53.06
	55.50
	per 24 hours or part thereof

	5
	On Call During Meal Break
	9(ii)(c)
	13.77
	14.01
	14.36
	15.02
	per shift

	6
	Travelling Allowance
	9(ii)(d)
	0.79
	0.79
	0.82
	0.86
	per km

	7
	Climatic Allowance
	11(i)
	5.27
	5.36
	5.50
	5.75
	per week

	8
	Isolation Allowance
	11(ii)
	10.20
	10.38
	10.64
	11.13
	per week

	9
	Expense Allowance for DON's
	13
	
	
	
	
	

	
	less 100 beds
	
	287.81
	287.81
	298.75
	312.49
	per annum

	
	100 - 299 beds
	
	574.41
	574.41
	596.24
	623.67
	per annum

	
	300 - 499 beds
	
	862.24
	862.24
	895.01
	936.18
	per annum

	
	over 500 beds
	
	1,150.44
	1,150.44
	1,194.16
	1249.09
	per annum

	10
	Uniforms
	16(iii)(a)
	7.72
	7.72
	8.01
	8.38
	per week

	11
	Shoes
	16(iii)(a)
	2.39
	2.39
	2.48
	2.59
	per week

	12
	Cardigan or Jacket
	16(iii)(b)
	2.32
	2.32
	2.41
	2.52
	per week

	13
	Stockings
	16(iii)(c)
	4.02
	4.02
	4.17
	4.36
	per week

	14
	Socks
	16(iii)(d)
	0.80
	0.80
	0.83
	0.87
	per week

	15
	Laundry
	16(iv)
	6.45
	6.45
	6.70
	7.01
	per week

	16
	Meal on Overtime
	18(vi)
	11.37
	11.37
	11.80
	12.34
	per week

	17
	Breakfast
	29(i)(c)
	4.26
	4.26
	4.42
	4.62
	per week

	18
	Other Meals
	29(i)(c)
	7.71
	7.71
	8.00
	8.37
	per week



Table 3, Continuing Education Allowances

	Item No.
	Brief Description
	Clause No.
	28/09/2019
	28/09/2020
	8/10/2021
	1/9/2022
	Period

	1
	RN - Post Graduate Certificate
	10(vii)
	23.96
	24.38
	24.99
	26.14
	per week

	2
	RN - Post Grad Diploma/Degree
	10(viii)
	39.92
	40.62
	41.63
	43.54
	per week

	3
	RN - asters/Doctorate
	10(ix)
	47.91
	48.75
	49.97
	52.27
	per week

	4
	EN - Cert IV
	10(x)
	15.97
	16.25
	16.66
	17.43
	per week



	Table 4 - Monetary Rate for Assistant in Nursing Trainees

	Highest Year of Schooling Completed
	FFPPOA 28/09/2019
	FFPPOA 28/10/2020
	FFPPOA 8/10/2021
	FFPPOA 1/9/2022

	 
	
	1.75%
	2.50%
	4.6%

	Skill Level A - Year 10
	
	
	
	

	School Leaver
	342.90
	348.90
	355.00
	371.33

	1 year out of school
	377.90
	384.50
	391.20
	409.20

	2 years out of school
	453.80
	461.70
	469.80
	491.41

	3 years out of school
	528.30
	537.50
	546.90
	572.06

	4 years out of school
	614.00
	624.70
	635.60
	664.84

	5 years out of school
	701.60
	713.90
	726.40
	759.81

	Highest Year of Schooling Completed
	
	
	
	

	Skill Level A - Year 11
	
	
	
	

	School Leaver
	378.00
	384.60
	391.30
	409.30

	1 year out of school
	453.80
	461.70
	469.80
	491.41

	2 years out of school
	528.30
	537.50
	546.90
	572.06

	3 years out of school
	614.00
	624.70
	635.60
	664.84

	4 years out of school
	701.70
	714.00
	726.50
	759.92

	5 years out of school
	701.70
	714.00
	726.50
	759.92

	Highest Year of Schooling Completed
	
	
	
	

	Skill Level A - Year 12
	
	
	
	

	School Leaver
	453.80
	461.70
	469.80
	491.41

	1 year out of school
	528.30
	537.50
	546.90
	572.06

	2 years out of school
	614.10
	624.80
	635.70
	664.94

	3 years out of school
	701.40
	713.70
	726.20
	759.61

	4 years out of school
	701.40
	713.70
	726.20
	759.61

	5 years out of school
	701.40
	713.70
	726.20
	759.61

	 
	
	
	
	

	Table 5 - Monetary Rates for School Based Traineeships

	Year of Schooling - Year 11
	FFPPOA 28/09/2019
	FFPPOA 28/10/2020
	FFPPOA 8/10/2021
	FFPPOA 1/9/2022

	Skill Level 1
	329.50
	335.30
	341.20
	356.90

	Year of Schooling - Year 12
	
	
	
	

	Skill Level 1
	378.00
	384.60
	391.30
	409.30

	 
	
	
	
	

	Table 6 - Wages - School Based Traineeships
	
	
	
	

	Year of Schooling - Year 11
	FFPPOA 28/09/2019
	FFPPOA 28/10/2020
	FFPPOA 8/10/2021
	FFPPOA 1/9/2022

	Skill Levels A, B, C.
	229.00
	233.00
	237.10
	248.01

	Year of Schooling - Year 12
	
	
	
	

	Skill Levels A, B, C.
	250.70
	255.10
	259.60
	271.54



3.	This variation shall take effect from the beginning of the first full pay period to commence on or after 1 September 2022. 

C. CONSTANT, Chief Commissioner
D. SLOAN, Commissioner
J. WEBSTER, Commissioner

____________________

Printed by the authority of the Industrial Registrar.
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SECURITY INDUSTRY (STATE) AWARD

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES

Application by Industrial Relations Secretary.

(Case No. 242209 of 2022)

	Before Chief Commissioner Constant
	14 September 2022

	Before Commissioner Sloan
	

	Before Commissioner Webster
	



VARIATION

1.	Delete Part B, Monetary Rates, of the award published 24 September 2021 (390 I.G. 515) and insert in lieu thereof the following:

PART B

MONETARY RATES

Table 1 - Rates of Pay Per 38-Hour Week

	Classification
	Former rate per week
	New rate per week

	
	SWC 2021
	SWC 2022

	
	$
	$

	Grade 1
	869.10
	891.10

	Grade 2
	895.50
	918.20

	Grade 3
	911.70
	934.80

	Grade 4
	936.90
	960.60

	Grade 5
	968.70
	993.20



Table 2 - Other Rates and Allowances

	Item No.
	Clause No.
	Brief Description
	Rate Per Week from the first pay period to commence on or after 
16-Apr-22
$
	Rate Per Shift from the first pay period to commence on or after 
16-Apr-22
$
	Rate Per Week from the first pay period to commence on or after
16-Apr-23
$
	Rate Per Shift from the first pay period to commence on or after
16-Apr-23
$

	
	12.1
	Leading Hand Allowance
	 
	Casuals only
	 
	Casuals only

	1
	
	up to 5 Employees
	38.4
	7.7
	39.4
	7.9

	2
	
	6 to 10 Employees
	43.5
	8.7
	44.6
	8.9

	3
	
	11 to 15 Employees
	56.9
	11.4
	58.3
	11.7

	4
	
	16 to 20 Employees
	65.6
	13.1
	67.3
	13.4

	5
	
	Over 20 Employees
	65.6
	13.1
	67.3
	13.4



	6
	
	for each Employee exceeding 20, extra
	1
	0.2
	1
	0.2

	7
	12.2
	Relieving Officer
	38.2
	
	39.2
	

	
	12.3
	First Aid Allowance
	 
	Casuals only
	
	Casuals only

	8
	
	Industrial
	21.6
	4.3
	22.1
	4.4

	9
	12.4
	Gun Allowance
	14.7
	3.2
	15.1
	3.3

	10
	12.5
	Locomotion Allowance
	
	
	
	

	11
	
	Motor Vehicle/cycle
	
	35.5
	
	36.4

	12
	
	Bicycle
	
	3.9
	
	4

	13
	12.6
	Meal Allowance
	
	11.3
	
	11.6

	14
	12.7
	Fares Allowance
	
	9.7
	
	9.9

	15
	12.8
	Overnight Meal Allowance
	
	92.4
	
	94.7

	
	
	
	Permanent Employees Rate Per Hour
	Casual Employees Rate Per Hour
	Permanent Employees Rate Per Hour
	Casual Employees Rate Per Hour

	16
	12.9
	Aviation Allowance
	1.6
	1.6
	1.6
	1.6



2.	This variation shall take effect from the first full pay period to commence on or after 16 April 2023.



N. CONSTANT, Chief Commissioner
D. SLOAN, Commissioner
J. WEBSTER, Commissioner


____________________


Printed by the authority of the Industrial Registrar.
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