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WHEREAS this is an application pursuant to s 41 of the Industrial Relations Act 1979 (WA) to 
register an industrial agreement; 
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COMMISSIONER T KUCERA 

cgardner
LS Stamp



 

  

 

 

 

 

 

 

 

 

 

PUBLIC TRANSPORT AUTHORITY/ARTBIU  

RAILWAY EMPLOYEES  

(NETWORK AND INFRASTRUCTURE)  

INDUSTRIAL AGREEMENT 2022 



 

1 

 

1. APPLICATION AND OPERATION 

1.1. Title 

This Agreement shall be known as the Public Transport Authority/ARTBIU Railway 

Employees (Network and Infrastructure) Industrial Agreement 2022. 

1.2. Arrangement 

1. APPLICATION AND OPERATION ........................................................................... 1 

1.1. Title .................................................................................................................... 1 

1.2. Arrangement ....................................................................................................... 1 

1.3. Area and Scope ................................................................................................... 6 

1.4. Term of Agreement ............................................................................................ 6 

1.5. Definitions .......................................................................................................... 6 

1.6. Network and Infrastructure Divisional Purpose ................................................. 9 

1.7. Public Sector Delivery of Public Services ......................................................... 9 

1.8. No Further Claims .............................................................................................. 9 

2. CONTRACT OF EMPLOYMENT ............................................................................ 10 

2.1. Direct and Permanent Employment ................................................................. 10 

2.2. Commencement ................................................................................................ 11 

2.3. Full Time Employee ......................................................................................... 11 

2.4. Part Time Employee ......................................................................................... 11 

2.5. Casual Employee .............................................................................................. 12 

2.6. Fixed Term Contract Employment ................................................................... 13 

2.7. Probation .......................................................................................................... 15 

2.8. Ordinary Duties ................................................................................................ 16 

2.9. Higher Duties ................................................................................................... 17 

2.10. Unsatisfactory performance ............................................................................. 18 

2.11. Discipline ......................................................................................................... 19 

2.12. Stand Down ...................................................................................................... 25 



 

2 

 

2.13. Termination ...................................................................................................... 25 

2.14. Redeployment and Redundancy ....................................................................... 26 

3. HOURS OF WORK ..................................................................................................... 27 

3.1. Relationship Between General and Special Provisions .................................... 27 

3.2. Hours of Work: General ................................................................................... 27 

3.3. Rostering Arrangements: General .................................................................... 28 

3.4. Introduction of Shift Work: General ................................................................ 29 

3.5. Overtime and Penalty Rates ............................................................................. 29 

3.6. Meal and Rest Breaks ....................................................................................... 30 

3.7. Minimum Time Off Duty ................................................................................. 31 

3.8. Guaranteed Week’s Work ................................................................................ 31 

3.9. Other Working Arrangements .......................................................................... 32 

3.10. Special Provisions: Signal Maintainers ............................................................ 32 

3.11. Special Provisions:  Linespersons and Authorised Persons ............................. 32 

3.12. Special Provisions: Perway Patrollers and Reserve Maintainers ..................... 34 

4. WAGES ......................................................................................................................... 34 

4.1. Wage Rates ....................................................................................................... 34 

4.2. Payment Of Wages ........................................................................................... 36 

4.3. Remuneration Packaging .................................................................................. 38 

4.4. Deferred Wages Arrangement .......................................................................... 39 

4.5. Classification Structure: Employees other than Linespersons and 

Authorised Persons ........................................................................................... 40 

4.6. Relationship Between Job Description Forms and Classification 

Definitions ........................................................................................................ 42 

4.7. Reclassification And Review ........................................................................... 42 

5. ALLOWANCES AND FACILITIES ......................................................................... 43 



 

3 

 

5.1. Shift Work Configurations and Allowances .................................................... 43 

5.2. Experience Allowance ...................................................................................... 45 

5.3. Enterprise Flexibility Allowance ..................................................................... 45 

5.4. On Call Allowance ........................................................................................... 46 

5.5. Travelling Time ................................................................................................ 47 

5.6. Away From Home and Meal Allowance .......................................................... 49 

5.7. Adjustments To Allowances ............................................................................ 51 

6. LEAVE .......................................................................................................................... 51 

6.1. Public Holidays ................................................................................................ 51 

6.2. Personal Leave ................................................................................................. 53 

6.3. Family and Domestic Violence Leave ............................................................. 58 

6.4. Bereavement Leave .......................................................................................... 61 

6.5. Employee Initiated Cash Out Of Accrued Annual Leave or Long Service 

Leave ................................................................................................................ 63 

6.6. Annual Leave and Annualisation Of Leave Loading ....................................... 64 

6.7. Additional Day for Easter Sunday ................................................................... 67 

6.8. Long Service Leave .......................................................................................... 67 

6.9. Cultural and Ceremonial Leave ........................................................................ 69 

6.10. Cultural leave for Aboriginal and Torres Strait Islanders ................................ 69 

6.11. Blood and/or Plasma Donors Leave ................................................................. 70 

6.12. Witness And Jury Service ................................................................................ 70 

6.13. Maternity Leave ............................................................................................... 72 

6.14. Adoption leave ................................................................................................. 84 

6.15. Other Parent Leave ........................................................................................... 89 

6.16. Partner Leave .................................................................................................... 95 

6.17. Superannuation on Unpaid Parental Leave ...................................................... 97 



 

4 

 

6.18. Purchased Leave ............................................................................................... 98 

6.19. Emergency Services Leave ............................................................................ 100 

6.20. Defence Force Reserves Leave ...................................................................... 100 

6.21. Study Leave .................................................................................................... 101 

6.22. Paid Leave For English Language Training ................................................... 106 

6.23. Leave Without Pay ......................................................................................... 107 

7. CONSULTATION ...................................................................................................... 107 

7.1. Consultation ................................................................................................... 107 

7.2. Introduction of Change ................................................................................... 108 

8. DISPUTE RESOLUTION ......................................................................................... 109 

8.1. Dispute Resolution Procedure ........................................................................ 109 

9. REGISTERED ORGANISATION MATTERS ...................................................... 110 

9.1. Facilities For Workplace Delegates ............................................................... 110 

9.2. Leave To Attend Union Business................................................................... 111 

9.3. Trade Union Training Leave .......................................................................... 112 

9.4. Right of Entry ................................................................................................. 113 

10. MISCELLANEOUS PROVISIONS ......................................................................... 114 

10.1. Principles and Programme of Change ............................................................ 114 

10.2. 115 

10.3. Training .......................................................................................................... 116 

10.4. Uniforms, Clothing and Protective Equipment .............................................. 117 

10.5. Fitness For Duty ............................................................................................. 118 

10.6. Workplace Health and Safety Representatives Records ................................ 118 

11. SIGNATURES OF PARTIES BOUND .................................................................... 119 

12. SCHEDULE A –WAGES TABLES (EXCLUDING LINESPERSONS) .............. 120 

13. SCHEDULE B – NINE DAY FORTNIGHT ARRANGEMENTS ........................ 122 



 

5 

 

14. SCHEDULE C – ALLOWANCES ........................................................................... 127 

15. SCHEDULE D – LINESPERSON CLASSIFICATION ........................................ 131 

16. SCHEDULE E – AUTHORISED PERSON CLASSIFICATION ......................... 136 

 



 

6 

 

1.3. Area and Scope 

1.3.1. This Agreement applies to and binds approximately 49 employees who are 

engaged by the Employer in the classifications listed at 12 Schedule A – Wages 

Tables and Schedule D – Linesperson Classifications of this Agreement and who 

are members of or are eligible to be members of the Union. 

1.3.2. This Agreement also applies to and binds the Employer and the Union. 

1.3.3. This Agreement is made in substitution for the Public Transport 

Authority/ARTBIU Railway Employees (Network and Infrastructure) Industrial 

Agreement 2020. 

1.3.4. This Agreement is a standalone agreement. The provisions of the Award will not 

apply while this Agreement remains in force. 

1.3.5. This Agreement shall operate throughout the State of Western Australia. 

1.4. Term of Agreement 

1.4.1. This Agreement shall apply from the date the Agreement is registered by the 

Commission (except where specifically provided) and will expire on 18 May 

2024.  

1.4.2. Upon expiry, the Agreement shall continue in force until replaced by a new 

Industrial Agreement. 

1.4.3. The parties to this Agreement agree to re-open negotiations for a replacement 

agreement at least six months prior to its expiry. 

1.5. Definitions 

1.5.1. “Aggregated Wage Rate” means a wage rate calculated by reference to the Base 

Wage Rate, applicable allowances and entitlements and the applicable Shift Work 

roster in accordance with the Aggregate Methodology described in Schedule D - 

Linesperson Classifications. 

1.5.2. “Award” means the Railways Employees Award No 18 of 1969.  

1.5.3. “Base Wage Rate” means the rate of pay for ordinary hours worked excluding 

any allowances (referred to in previous agreements as the “flat” rate) as set out in 

12 Schedule A - Wages Tables and Schedule D – Linesperson Classifications of 

this Agreement.  

1.5.4. “Casual Employee” means an employee engaged under sub clause 2.5. 

1.5.5. “Chief Executive Officer” means the Chief Executive Officer appointed under the 

Public Transport Authority Act 2003, or their nominee, or where the Chief 

Executive Officer has nominated the Managing Director, the Managing Director’s 

nominee.   

1.5.6. “Classification Definitions” means the Classification Definitions at sub clause 

4.11.1(b) of the Award. 
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1.5.7. “Commission” means the Western Australian Industrial Relations Commission. 

1.5.8. “Commuted Allowance” is an allowance paid in lieu of the relevant allowances 

which would otherwise be applicable under this Agreement where there is:  

(a) authorisation to do so from the Head of Division; and 

(b) agreement on the method for calculating that Commuted Allowance 

between the Employer and the Union. 

1.5.9. “Competency” means knowledge and skills and the application of the knowledge 

and skills to the standards of performance required in the workplace, consistent 

with any relevant criteria under the Australian Qualifications Framework (AQF) 

guidelines. 

1.5.10. “Double Time” is a 100% loading calculated on the hourly Ordinary Wage Rate.  

1.5.11. “Double Time and a Half” is a 150% loading calculated on the hourly Ordinary 

Wage Rate. 

1.5.12. “Employer” means the Public Transport Authority of Western Australia.  

1.5.13. “Full Time Employee” means an employee engaged under sub clause 2.3 of this 

Agreement. 

1.5.14. “Head of Division” means the General Manager, Network and Infrastructure 

Division position or, if that position ceases to exist, the nearest equivalent 

position.  

1.5.15. “Higher Position” means a position under this Agreement which attracts a higher 

Ordinary Wage Rate than an employee’s ordinary classification. 

1.5.16. “Job Description Form” means the current Job Description Form registered for a 

position by the Employer setting out the position’s title, role, responsibilities and 

selection criteria and replaces the Classification Definitions at sub clause 

4.11.1(b) of the Award. 

1.5.17.  “Ordinary Wage Rate” means the wage rate described in sub clause 4.1.4 of this 

Agreement. 

1.5.18. “Part Time Employee” means an employee engaged under sub clause 2.4 of this 

Agreement.  

1.5.19.  “Public Sector” means:  

(a) all agencies, ministerial offices and non-SES organisations as defined in 

section 3 of the Public Sector Management Act 1994; and   

(b) employing authorities as defined in section 5 of the Public Sector 

Management Act 1994. 

1.5.20. “Redeployment period” means the redeployment period as defined by regulation 

28 of the Public Sector Management (Redeployment and Redundancy) 

Regulations 2014. 
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1.5.21. “Registered employee” means a registered employee as defined by section 

94(1A) of the Public Sector Management Act 1994. 

1.5.22. “Registrable employee” means a registrable employee as defined by section 

94(1A) of the Public Sector Management Act 1994. 

1.5.23. “Rostered Shift(s)” means the shifts that have been rostered to make up the roster 

cycle.  

1.5.24. “Shift Work” means work to which sub-clauses 5.1 applies. 

1.5.25. “Suitability” means Suitable office, post or position or Suitable employment as 

defined by section 94(6) of the Public Sector Management Act 1994 as read with 

regulation 7 of the Public Sector Management (Redeployment and Redundancy) 

Regulations 2014.  

1.5.26. “Suitable office, post or position”, and “Suitable employment” have the meaning 

given in section 94(6) of the Public Sector Management Act 1994 as read with 

regulation 7 of the Public Sector Management (Redeployment and Redundancy) 

Regulations 2014. 

1.5.27. “Surplus employee” means either a Registrable employee or a Registered 

employee. 

1.5.28. “Suspend” means to suspend the continuance of an employee’s Redeployment 

period in accordance with regulation 29 of the Public Sector Management 

(Redeployment and Redundancy) Regulations 2014. 

1.5.29. “Time and a Half” is a 50% loading calculated on the sum of the hourly Ordinary 

Wage Rate plus any applicable Shift Work allowance, subject to special 

provisions for Linespersons and Authorised Persons. 

1.5.30. “Time and a Quarter” is a 25% loading calculated on the sum of the hourly 

Ordinary Wage Rate plus any applicable Shift Work allowance. 

1.5.31. “Total Wage Rate” means the wage rate described in sub clause 4.1.7 of this 

Agreement. 

1.5.32. “Union” means Australian Rail, Tram and Bus Industry Union of Employees, 

Western Australia Branch. 
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1.6. Network and Infrastructure Divisional Purpose 

1.6.1. The parties to this Agreement acknowledge that the Public Transport Authority 

seeks to encourage greater use by the Western Australian community of the 

public transport system, and that this aim will be furthered by the maintenance of 

a safe and reliable service.  Employees will make every reasonable endeavour to 

maintain and enhance the safe on-time running standard, reliability, and integrity 

of the service. 

1.7. Public Sector Delivery of Public Services 

1.7.1. The Government and Employers prefer the delivery of public services to be 

undertaken by employees. 

1.7.2. Only in exceptional circumstances, and following Government having considered 

the public interest, will work or functions currently undertaken by employees be 

privatised or outsourced. Meaningful consultation will occur with the Union and 

affected employees at the earliest possible opportunity.  

1.7.3. If Government identifies work carried out by persons external to the Public Sector 

which can be returned to the Public Sector in line with its stated preference the 

Union will be consulted at the earliest opportunity. 

1.8. No Further Claims 

1.8.1. The parties to this Agreement shall not, for the duration of the Agreement, make 

any claim for further wage increases except where expressly provided for in a 

State Wage Case decision. 

1.8.2. A work value claim for a higher classification for a position under this Agreement 

is not excluded by this sub clause, and for the avoidance of doubt, the parties will 

not be prevented by sub clause 1.8.1 from relying in such a work value claims on 

changes made to the work performed which may include claims of work value 

attached to construction tasks in a position prior to the commencement of the 

Agreement. 
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2.  CONTRACT OF EMPLOYMENT 

2.1. Direct and Permanent Employment  

Statements of Government Preference 

2.1.1. The Western Australian Government recognises that: 

(a) direct employment is the preferred form of engagement, noting this may not 

be practicable or financially achievable in all circumstances; and  

(b) permanent employment is the preferred mode of employment for employees 

covered by this Agreement.  

2.1.2. The Employer recognises that casual employment, labour hire, and other contract 

for service arrangements are not the preferred methods for delivery of services, 

and the Employer will work towards minimising the use of casual employment, 

labour hire and other contract for service arrangements. 

Union Access to Information 

2.1.3. Within 60 days of a request being made in writing, the Employer will provide to 

the Union:  

(a) the names of the labour hire businesses used;  

(b) the functions undertaken;  

(c) the headcount number of labour hire employees performing the work; and  

(d) the amount of money paid to each labour hire business. 

Surplus employees 

2.1.4. Prior to engaging, or extending the engagement of, a labour hire employee, or 

otherwise entering into a new or extended labour hire arrangement, the Employer 

must first consider whether any permanent Surplus employees can undertake the 

role or duties required. All duties undertaken by labour hire employees will be 

assessed every three months for the possibility of a Surplus employee instead 

undertaking the role or duties. If a permanent Surplus employee can undertake the 

role or duties, they will be offered the employment. 

2.1.5. Where more than one appropriate permanent Surplus employee exists, the 

following hierarchy shall apply for access to the role or duties: 

(a) internal Surplus employees are considered first; 

(b) if no internal Surplus employees are suitable, Registered employees from 

other employing authorities are considered; and 

(c) if no Registered employees are suitable, Registrable employees from other 

employing authorities are considered. 
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Contract of Employment 

2.2. Commencement 

2.2.1. The Employer shall advise each employee, prior to the time of engagement, if 

they are to be employed as a permanent full time, permanent part-time, fixed term 

or casual employee. 

2.2.2. The Employer shall advise such employee that employment will be subject to the 

provisions of statutory and Employer rules, regulations and policies, as amended 

from time to time. 

2.3. Full Time Employee 

2.3.1. A Full Time Employee is employed for the full ordinary hours nominated in sub 

clause 3.2 of this agreement. 

2.4. Part Time Employee 

2.4.1. Employees engaged in classifications covered by this Agreement may be 

employed on a part time basis. Part Time Employees may be rostered to work in 

any classification covered by this Agreement, notwithstanding express provisions 

made under this Agreement for full time Shift Work hours applicable in each 

section. 

2.4.2. Part Time Employees shall be rostered for a minimum of 15 hours per week up to 

a maximum of 38 hours per week and shall have the number of guaranteed hours 

of work between 15 and 38 stipulated in their letter of appointment. 

2.4.3. Part Time Employees shall be entitled to the same terms and conditions of 

employment as an equivalent Full Time Employee and such entitlements shall be 

calculated on a pro rata basis according to the ratio of agreed part time hours to 

equivalent full time hours in an equivalent position or classification. 

2.4.4. An existing employee nominated in sub clause 2.4 may request a temporary 

variation in the prescribed 15 hour minimum weekly part time hours for health or 

family reasons for a limited period of up to 18 months and on receipt of such a 

request the Employer shall: 

(a) provide details in writing to and consult with the Union in relation to any 

such proposed arrangements at least 14 days prior to implementation; and 

(b) make all reasonable efforts to accommodate the employee’s request. 
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2.5. Casual Employee 

Wage 

2.5.1. A Casual Employee is engaged by the hour for less than one week continuously 

provided that this shall not include an employee who, when work is available, 

leaves their employment before the expiry of one week. 

Casual Loading 

2.5.2. A Casual Employee shall be paid the hourly Base Wage Rate prescribed for that 

classification under Schedule A –Wages Tables and Schedule D – Linesperson 

Classifications of this Agreement (without annualised leave loading) with the 

addition of casual loading in lieu of annual leave, personal leave and payment for 

public holidays. The casual loading will be in accordance with 2.5.3. 

2.5.3. The casual loading payable is 25% on and from the date of registration of this 

Agreement. 

Conditions of Employment 

2.5.4. A Casual Employee shall have no entitlement to paid leave except for 

bereavement leave, long service leave, family and domestic violence leave, and 

shall be informed of these conditions before starting work on these terms. 

2.5.5. The minimum period of engagement of a Casual Employee will be three hours on 

each engagement. 

2.5.6. Nothing in this clause shall confer “permanent” or “fixed term contract” officer 

status within the meaning of section 64 of the Public Sector Management Act 

1994.  

2.5.7. The employment of a Casual Employee may be terminated at any time by the 

Casual Employee or the Employer giving to the other one hour’s prior notice. In 

the event of an Employer or casual Employee failing to give the required notice, 

one hour’s salary shall be paid or forfeited.  

2.5.8. Sub clauses 3.5.1 to 3.5.10 do not apply to Casual Employees. Additional hours 

are paid at the normal casual rate.   

Caring Responsibilities 

2.5.9. Subject to the evidentiary and notice requirements in clause 6.2 Personal Leave of 

this Agreement, a Casual Employee is entitled to not be available to attend work 

or to leave work if they need to care for members of their immediate family or 

household who are sick and require care and support, or who require care due to 

an unexpected emergency, or the birth of a child.  
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2.5.10. The Employer and the Casual Employee shall agree on the period for which the 

Casual 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.  

2.5.11. An Employer must not fail to re-engage a Casual Employee because the Casual 

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.  

2.6. Fixed Term Contract Employment 

2.6.1. Subject to this clause employees may be employed on contracts having fixed 

terms. 

2.6.2. Before employing a person as a fixed term contract employee or providing a new 

or extended fixed term contract to an employee, the Employer must first consider 

whether any permanent Surplus employees can undertake the role or duties 

required. If a permanent Surplus employee can undertake the role or duties, they 

will be offered the employment. 

2.6.3. Notwithstanding sub clause 2.6.2 the Employer will have discretion to renew an 

existing fixed term contract if the employee has been in the same or similar role 

for more than two years and the arrangements are being reviewed for possible 

conversion under a process referred to at sub clause 2.6.9. 

2.6.4. Where more than one appropriate permanent Surplus employee exists, the 

following hierarchy shall apply for access to the role or duties: 

(a) internal Surplus employees are considered first; 

(b) if no internal Surplus employees are suitable, Registered employees from 

other employing authorities are considered; and 

(c) if no Registered employees are suitable, Registrable employees from other 

employing authorities are considered. 

2.6.5. In exercising their employing authority, Employers may only employ a person as 

a fixed term contract employee in the following circumstances: 

(a) covering one-off periods of relief; 

(b) work on a project with a finite life; 

(i) where a project is substantially externally funded including multiple 

external funding sources, the Employer must present a business case 

supporting the use of fixed term contract employees in such positions 

to the Union; 
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(ii) where external funding has been consistent on an historical basis and 

it can be reasonably expected to continue the Employer shall assess 

the percentage of positions for which permanent appointment can be 

made; 

(c) work that is seasonal in nature; 

(d) where an employee with specific skills is not readily available in the Public 

Sector is required for a finite period; or 

(e) in any other situation as is agreed between the parties to this Agreement. 

2.6.6. Employees appointed for a fixed term shall be advised in writing of the terms of 

the appointment, including the circumstances of the appointment as provided 

under sub clause 2.6.5 and the dates of commencement and termination of 

employment. 

2.6.7. The Employer will provide the Union the names and work locations of all 

employees on fixed term contracts within 28 days of a request being made in 

writing. 

2.6.8. For the purposes of this clause:  

(a) an ‘eligible fixed term employee’ is a fixed term employee:  

(i) who has completed two or more years of service in the same or a 

similar role under one or more fixed term contracts with the same 

employer without a break in service; and 

(ii) has a documented record of satisfactory performance in their role;  

(b) a ‘break in service’ is a break between contracts of more than two weeks, 

attributable to fluctuating demand or business need, or taken at the request 

of the employee.   

(c) Any period between contracts for which payment in lieu of leave has been 

made by the employer does not count towards calculating the two-week 

period.   

(d) If a question arises in a dispute under this Agreement as to whether a break 

between contracts constitutes a break in service, it is the responsibility of 

the employer to demonstrate the break was attributable to fluctuating 

demand or business need, or in response to the employee’s request, and was 

not imposed to avoid an obligation to review or permanently appoint an 

employee.  

2.6.9. The Employer must, no later than three months after: 

(a) the date on which an employee became an eligible fixed term employee;  

(b) for an employee who is an eligible fixed term employee on the date of 

registration of this Agreement – that date; and  
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(c) for an employee who continues to be employed on a fixed term contract in 

the same or a similar role without a break in service – each second 

anniversary of the date referred to in paragraph (a) or (b) of this sub clause;  

review the contract and the circumstances of the work being performed by the 

employee at the time of the review to determine whether the fixed term 

employment meets a circumstance listed in sub clause 2.6.5. 

2.6.10. If, after carrying out a review referred to in sub clause 2.6.9, the employer 

determines the fixed term employment does not meet a circumstance listed in sub 

clause 2.6.5 the employer must appoint the employee permanently to the same 

position at their current FTE. 

2.6.11. The requirement at 2.6.10 does not apply if the CEO (or CEO’s delegate) of the 

relevant agency or organisation certifies in writing that the role performed by the 

fixed term employee can no longer be funded from within the agency or 

organisation’s approved salary expense limits. 

2.6.12. If, after carrying out a review referred to in sub clause 2.6.9, the employer 

determines the fixed term contract meets a circumstance listed in sub clause 2.6.5, 

the employer must give the employee in writing no later than two weeks after the 

date of completing the review: 

(a) a statement of the review outcome and the reasons for it; and 

(b) a plain-language summary of an employer’s obligations under this clause to 

appoint eligible fixed term employees to permanent employment, and the 

actions the employee can take if they disagree with the review outcome.  

2.6.13. For the purposes of 2.6.9, if an eligible fixed term employee is employed under 

multiple fixed term contracts with the same employer, each contract and the 

circumstances of the work being performed under it is to be reviewed 

individually. 

2.7. Probation 

2.7.1. Probation for new employees 

(a) A new employee’s appointment to a position in the Public Transport 

Authority will be subject to a probationary period of six months.   

(b) During the probationary period the employee’s work performance will be 

monitored and advice on performance will be provided to the employee as 

appropriate.   

(c) The probationary period may be extended at the Employer's discretion for a 

period of up to a further three months, subject to the approval of the 

Divisional General Manager or their delegate. 

(d) A further extension beyond that provided for at 2.7.1(c) may occur if agreed 

in writing between the Employer and the Union.  
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(e) Appointment will be confirmed at the conclusion of the probationary period 

subject to satisfactory performance and conduct during this period.  

(f) During the probationary period, where the employee’s performance or 

conduct is not satisfactory, the Employer may terminate the contract of 

employment by giving the employee one week’s notice or payment in lieu 

of notice. 

2.7.2. Probation for current employees 

(a) A current employee’s appointment or promotion to a position will be 

subject to a probationary period of three months.   

(b) During the probationary period the employee’s work performance will be 

monitored and advice on performance will be provided to the employee as 

appropriate.  Appointment will be confirmed at the conclusion of the 

probationary period subject to satisfactory performance and conduct during 

this period. 

(c) The probationary period may be extended at the Employer's discretion for a 

period of up to a further three months, subject to the approval of the 

Divisional General Manager or their delegate. 

(d) A further extension beyond that provided for at 2.7.2(c) may occur if agreed 

in writing between the Employer and the Union.  

(e) If an existing employee's appointment is not confirmed, the employee will 

revert to the substantive position or to a position at an equivalent level to 

the one the employee held prior to appointment. 

(f) During the probationary period the employee may request a return to their 

previous substantive level. 

(g) Where an employee returns to a position at an equivalent level under sub 

clause 2.7.2(e) they will be given preference to transfer to their original 

position should a vacancy occur. 

2.7.3. Preliminary Training 

(a) Where initial mandatory off the job training is necessary prior to 

commencing actual duties on the job at the designated classification level 

and pay rate, the relevant period of probation will include and will be 

automatically extended by the length of time required to be spent by the 

employee in preliminary training courses provided by the Employer. 

2.8. Ordinary Duties 

2.8.1. The Employer may direct an employee to carry out such duties as are within the 

limits of the employee’s skill, competency and training, including work which is 

incidental or peripheral to the employee’s main tasks or functions, provided that 

such duties are not designed to promote deskilling. 
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2.8.2. 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 in the use of such tools and equipment. 

2.8.3. Any direction issued by an Employer pursuant to sub clauses 2.8.1 and 2.8.2 shall 

be consistent with the Employer’s responsibilities to provide a safe and healthy 

working environment. 

2.9. Higher Duties 

2.9.1. An employee who is required by the Employer on a temporary basis to undertake 

duties attracting a higher rate of pay than the employee’s ordinary classification, 

shall be paid the higher rate on the following basis: 

(a) If an employee undertakes the substantial responsibilities of a Higher 

Position from the commencement of the first shift and the responsibilities of 

the Higher Position are not shared with other employees, then the employee 

shall be paid the higher rate of pay for the position from the commencement 

of the first shift. 

(b) If sub clause (a) does not apply, then the employee shall be paid the higher 

rate for the time the employee is required to undertake the higher duties, but 

(i) if the higher duties are performed for more than two hours of one 

shift, the employee shall be paid the higher rate for the whole shift; 

and 

(ii) if the higher duties are performed for less than 20 minutes of one 

shift, the higher rate shall not be paid for that time. 

(c) An employee who is not ordinarily in receipt of an Aggregated Wage Rate 

that undertakes the duties of a Higher Position for periods of up to one 

week shall be paid the Ordinary Wage Rate plus any applicable penalties 

relevant to the Higher Position – not the Aggregated Wage Rate (if 

applicable). 

(d) If an employee undertakes the duties of a Higher Position for a continuous 

period of one week or more then the employee shall be paid the Ordinary 

Wage Rate plus any applicable penalties (if the wage of acting position is 

non aggregated), or the Aggregated Wage Rate for the Higher Position.  

(e) While acting in a Higher Position for a period of one week or more, an 

employee shall not be paid less in any week in that period than the total 

weekly wage payable in that employee’s ordinary classification. 

2.9.2. If an employee is required by the Employer on a temporary basis to undertake 

duties attracting a lower rate of pay than the employee’s ordinary classification, 

the employee’s total weekly wage rate shall not be reduced whilst employed in 

such capacity. 
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2.9.3. If an employee is required by the Employer on a temporary basis to undertake 

higher duties continuously for a period of three months or more then the 

conditions of employment for that Higher Position, including accrued leave 

entitlements, shall apply to the employee. 

2.9.4. If within two weeks before a period of annual leave is taken an employee is 

acting in a higher capacity and has been so acting for a period of not less than two 

months the annual leave shall be paid for at the rate applicable to such higher 

capacity position.  

2.9.5. An employee who acts at the higher level for a continuous period of 12 months or 

more and proceeds on leave other than annual leave for a period of five weeks or 

more shall be entitled to receive payment of such allowance on a pro rata basis 

during the period of leave, except for seven day or 24 hour rostered employees 

who shall receive payment of such allowance on a pro rata basis where the 

employee proceeds on leave other than annual leave for a period six weeks or 

more. 

2.10. Unsatisfactory performance  

2.10.1. Where an employee engages in an employment related act or omission so that it 

appears to the Employer that the employee is unable or unwilling to utilise 

appropriate skills to carry out tasks associated with a particular job competently 

and in a manner that meets the reasonable expectations and service needs of the 

Employer, then the matter may be dealt with by the Employer under its 

Performance Management Policy and Procedure as amended from time to time or 

under any more specific procedure established by the Employer for unsatisfactory 

performance of that nature. 

2.10.2. The outcome of a performance management process may include a transfer, a 

demotion or a dismissal. Where the Employer applies such an outcome for 

reasons of unsatisfactory performance, that outcome will not be a disciplinary 

penalty unless it is expressed to be so by the Employer, and may be reviewed by 

means of the Dispute Resolution Procedure, including by making an application 

to the Commission to deal with the matter. 
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2.11. Discipline 

2.11.1. Definitions 

(a) “Breach of Discipline” includes: 

(i) an act of misconduct; 

(ii) negligence or carelessness of an employee in the performance of their 

functions; or 

(iii) a conviction for an offence listed at sub clause 2.11.19;  

(b) “Chief Executive Officer” means the Chief Executive Officer or their 

nominated representative, and for the purpose of sub clause 2.11.18 or 

2.11.21 the Chief Executive Officer may only nominate the Managing 

Director of the Public Transport Authority or the General Manager. 

(c) “First Notification” means a notification given under sub clause 2.11.4. 

(d) “General Manager” means the General Manager, Network and 

Infrastructure. 

(e) “Investigator” will be the person given responsibility to investigate on 

behalf of the Employer an alleged breach or breaches of discipline by an 

employee. 

(f) “Misconduct” shall have its ordinary meaning. 

2.11.2. This sub clause describes the Employer’s disciplinary procedure for dealing with 

an employee’s unacceptable behaviour. The procedure will enable appropriate 

disciplinary action to be taken to deal with and prevent further unacceptable 

behaviour. The principles of procedural fairness apply to the Employer’s 

disciplinary procedure.  

2.11.3. Notwithstanding sub clause 2.11.5, an employee will, if called upon, provide any 

report or statement required by the Employer in relation to an investigation into 

any incident occurring in the course of the employee’s duties. Such a report or 

statement may be required and provided prior to the Employer determining that it 

reasonably suspects a breach of discipline and that further action is required.  

2.11.4. Step One: First Notification: Where the Employer reasonably suspects that an 

employee has committed a breach of discipline, and the Chief Executive Officer 

decides that further action is required, the Chief Executive Officer must notify the 

employee of the nature of the suspicion. This first notification: 

(a) will be in writing; 

(b) will record the date on which the employee’s act came to the attention of 

the Employer, being the date on which a nominee of the Chief Executive 

Officer had first knowledge of the act or received a substantive complaint 

or report; 
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(c) will be issued to the employee within 28 calendar days (exclusive of public 

holidays) of the date on which the act came to the attention of the 

Employer, failing which, subject to sub clause 2.11.26, formal disciplinary 

action cannot be taken;   

(d) will record the nature of the Employer’s suspicion sufficiently to give the 

employee a reasonable opportunity to submit a written statement of events, 

an explanation or otherwise respond but need not be a formal allegation and 

is not required to include or refer to all evidence upon which the suspicion 

is based; 

(e) will nominate a date by which the employee may provide any response 

which allows a reasonable opportunity to respond in all the circumstances, 

provided that a period of 14 calendar days will usually be sufficient; A 

longer time may be agreed by the Employer on the employee’s request 

provided that the Employer will not refuse a reasonable request; 

(f) will nominate the date by which any disciplinary process must be 

completed, if formal disciplinary action is pursued, calculated by reference 

to this date of first notification in accordance with sub clause 2.11.25; and 

(g) may also be a formal allegation of breach of discipline, where the Chief 

Executive Officer considers there are already sufficient grounds to make 

such an allegation and where it complies with sub clause 2.11.8. 

2.11.5. After receiving a first notification, the employee may either respond or advise the 

Employer that they do not propose to respond. Any response provided by the 

employee will be treated as a preliminary response, taking into account the 

circumstances in which that response is given. An employee’s choice whether to 

respond to the notification and the nature of the response may be a relevant 

consideration in any later disciplinary decision. 

2.11.6. The Chief Executive Officer will consider whether there are sufficient grounds to 

make a formal allegation of a breach of discipline against the employee and 

whether the matter warrants being dealt with as a disciplinary matter, taking into 

account any first notification and any response, and will decide to:  

(a) Initiate formal disciplinary action; 

(b) Refer the matter to be managed by the Employer under its Performance 

Management Policy and Procedure as amended from time to time; 

(c) Issue a warning to the employee that certain conduct is not acceptable 

(which will not be a finding that such conduct has occurred); 

(d) Refer the employee for counselling or for training and development; or  

(e) Take no further action. 
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2.11.7. The Employer will inform the employee in writing of the Chief Executive 

Officer’s decision, including where relevant any finding by the Chief Executive 

Officer that there had not been a breach of discipline. 

2.11.8. Step Two: Formal Allegation of Breach Of Discipline: Where the Chief 

Executive Officer decides to initiate formal disciplinary action, the Employer will 

notify the employee of the formal allegation of a breach of discipline against the 

employee and the notification will: 

(a) be in writing; 

(b) record the nature of the allegation against the employee; 

(c) nominate the date by which any disciplinary process must be completed, 

recalculated in accordance with sub clause 2.11.26; and either: 

(d) advise the employee that the allegation will be the subject of further 

investigation; or 

(e) where the employee’s response to the first notification was an admission, 

advise the employee of any proposed adverse finding in relation to that 

allegation, which advice will comply with sub clause 2.11.17.  

2.11.9. Step Three: Formal Disciplinary Investigation: An Investigator conducting any 

disciplinary investigation may determine the procedure followed and will conduct 

the investigation with as little formality and technicality as the principles of 

procedural fairness, substantial compliance with the Employer’s applicable 

policies and procedures and the circumstances of the matter permit.  

2.11.10. An employee will, if called upon, provide any report or statement and/or attend 

an interview with the Investigator in relation to an investigation into a breach of 

discipline and will follow any lawful and reasonable instructions given by the 

Chief Executive Officer for the purposes of investigating the suspected breach. 

2.11.11. An employee who is believed to be a witness to a suspected breach of discipline 

will, if called upon, follow any lawful and reasonable instructions given by the 

Chief Executive Officer for the purposes of investigating the suspected breach. 

2.11.12. During a discipline process an employee may have an independent support person 

present at any meeting. However that person is only to provide support and 

advice and is not to engage in the discussion unless the person conducting the 

investigation deems it appropriate to do so.  The support person must be 

reasonably available and cannot be a person involved in the matter under 

investigation. 
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2.11.13. If during the course of an investigation it comes to the attention of the Employer 

that the employee may have committed other breaches of discipline which are not 

the subject of the investigation and which had not previously come to the 

attention of the Employer, then the Employer may investigate those matters. If the 

allegation or allegations are investigated as part of the investigation already being 

conducted, then the disciplinary process into the additional allegation or 

allegations will not be invalid for non-compliance with sub clauses 2.11.4 to 

2.11.8 but the Employer must inform the employee of any additional allegation in 

writing, the employee must be given a proper opportunity to the respond to the 

allegation and procedural fairness must be accorded to the employee in relation to 

any additional allegation. Where sub clauses 2.11.4 to 2.11.8 are not complied 

with, the time for completion of the discipline process in relation to any 

additional allegation will be calculated from the date of the first notification of 

the initial allegation being investigated. Where sub clauses 2.11.4 to 2.11.8 are 

complied with, the time for completion of the discipline process in relation to any 

additional allegation will be calculated from the date of the first notification of 

the additional allegation. 

2.11.14. The Investigator will at the conclusion of the investigation report to the Chief 

Executive Officer on the investigation and on the findings open to the Chief 

Executive Officer. 

2.11.15. At any time during or at the conclusion of the investigation, the Chief Executive 

Officer may decide to: 

(a) refer the matter to be managed by the Employer under its Performance 

Management Policy and Procedure as amended from time to time; 

(b) issue a warning to the employee that certain conduct is not acceptable 

(which will not be a finding that such conduct has occurred); 

(c) refer the employee for counselling or for training and development; or  

(d) take no further action. 

2.11.16. The Employer will inform the employee in writing of any such decision and the 

reasons for the decision, including where relevant any finding by the Chief 

Executive Officer that there had not been a breach of discipline. 

2.11.17. Step Four: Opportunity to Respond to Proposed Adverse Finding and any 

Proposed Penalty: The Chief Executive Officer will advise the employee of: 

(a) any proposed adverse finding in relation to the allegation of breach of 

discipline made against the employee or any other breaches of discipline 

which came to the attention of the Employer in the course of the 

investigation; 

(b) the results of the investigation and the evidence relied upon by the Chief 

Executive Officer in support of the proposed finding; 
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(c) the range of penalties the Chief Executive Officer is considering applying if 

the finding is confirmed;  

(d) the time within which the employee is required to provide any written 

response as to the finding and as to the appropriate penalty, which will be 

not less than 14 days. A longer time may be agreed by the Employer on the 

Employee’s request provided that the Employer will not refuse a reasonable 

request; and 

(e) the date by which any disciplinary process must be completed, recalculated 

in accordance with sub clause 2.11.26. 

2.11.18. Step Five: Final Determination: After receiving any response from the employee 

to the advice of proposed adverse findings, or after the nominated date by which 

the employee was required to provide any response, the Chief Executive Officer 

will review the evidence, including the employee’s response, and make a final 

determination on the allegation of breach of discipline and decide which if any 

penalty from the list of penalties in sub clause 2.11.21 should be applied. 

2.11.19. Criminal Conviction of an Employee: The Chief Executive Officer is able to take 

disciplinary action against employees who have been convicted of: 

(a) offences which involve: 

(i) fraud or dishonesty; 

(ii) wilful damage to or destruction of the property of others;  

(b) offences which are committed against the persons of others; or 

(c) offences which are punishable on conviction by imprisonment for two years 

or more. 

2.11.20. An employee who has been convicted of such an offence shall notify the 

Employer and such a conviction may be taken as if a breach of discipline has 

been found to have been committed so that no further disciplinary investigation or 

finding is required.   The Chief Executive Officer may choose to apply any of the 

penalties listed at sub clause 2.11.21, subject to sub clause 2.11.22. The Chief 

Executive Officer shall write to the employee and advise if they propose to apply 

any penalty and the employee is to be provided with an opportunity to respond 

prior to a final determination as to penalty being made. 
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2.11.21. Penalties: Where a breach of discipline has been found to have been committed, 

the Chief Executive Officer may apply any of the following penalties: 

(a) no penalty; 

(b) a reprimand (which may include a final reprimand); 

(c) a permanent or temporary transfer to another location within the 

Employer’s business or to another employment position within the 

Employer’s business, including to a position to which this Agreement does 

not apply; 

(d) a permanent or temporary demotion or reduction to a lower increment or to 

a lower grade or position to which this Agreement applies; 

(e) a permanent or temporary demotion to another position to which this 

Agreement does not apply; and/or  

(f) dismissal. 

2.11.22. The type of penalty applied must be proportionate to the conduct which gave rise 

to the breach of discipline or must be reasonably suitable in consideration of all of 

the circumstances of the case.   

2.11.23. Appeal: Where a breach of discipline has been found to have been committed, the 

employee found guilty of the breach of discipline, shall have a right to appeal the 

decision of the Chief Executive Officer and any associated penalty, by 

notification and direct referral of a dispute to the Commission by a party on the 

employee’s behalf under sub clause 8.1.5 or 8.1.8 of this Agreement. 

2.11.24. Stand Down from Operational Duties: During the course of an investigation, an 

employee may be stood down from operational duties.  The Chief Executive 

Officer may provide alternative duties or allow the employee not to attend the 

workplace. Where the employee is a shift employee, the employee will be paid a 

wage equivalent to weekly Base Wage Rate plus afternoon shift penalties until a 

final determination is made. If a finding of breach of discipline is not made 

against the employee, the employee will be paid the difference between the 

weekly Base Wage Rate plus afternoon shift penalties and the average of the 

employee’s weekly pay in the three months prior to date the employee was stood 

down from operational duties. 

2.11.25. Time Frames: The discipline process shall be completed within six months from 

the date of the first notification, or within such other extended period of time as is 

provided for in this Agreement. 
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2.11.26. The minimum periods specified in sub clause 2.11  in which a notification is to be 

given or a determination is to be made will be extended: 

(a) by reason of a delay caused by the employee or their support person, to the 

extent of the delay; 

(b) by reason of the absence from duty of the affected employee through illness 

or injury or other authorised leave, to the extent of that absence; 

(c) by reason of the suspension of the Employer’s disciplinary process during 

an investigation of the allegation by Police or by the Corruption and Crime 

Commission, or awaiting the outcome after being criminally charged to the 

extent of the duration of that investigation; 

(d) by reason of any extension granted under sub clause 2.11.4(e) or 2.11.17(d); 

or 

(e) by mutual agreement between the parties. 

2.12. Stand Down 

2.12.1. The Employer is entitled to stand down the employee and not pay the employee 

for the day or part of a day where the Employer is unable to provide useful work 

for the employee on that day or for that part of the day as a result of: 

(a) industrial action, whether or not on the part of the Employer’s employees; 

or 

(b) any cause outside of the Employer’s control. 

2.12.2. Subject to the Employer’s approval the employee may elect to have the day or 

part of a day paid as annual leave provided the employee has such leave 

entitlement. 

2.13. Termination  

2.13.1. Subject to sub clause 2.13, the employment of an employee may be terminated by 

the Employer or employee giving notice as provided in the following table: 

Employee’s period of continuous 

service with the Employer 

Minimum Period of notice 

Not more than 1 year At least 1 week 

More than 1 year but not more than 

3 years 

At least 2 weeks 

More than 3 years but not more 

than 5 years 

At least 3 weeks 

More than 5 years At least 4 weeks 
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2.13.2. Where the employee is aged over 45 years and has more than two years 

continuous service, the period of notice shall be five weeks. 

2.13.3. Where mutually agreed a shorter period of notice may be given without payment, 

or forfeiture of payment in lieu. 

2.13.4. If the appropriate notice period is not given, payment or forfeiture of payment in 

lieu of the notice prescribed above shall be made.  Employment may be 

terminated by part of the period of notice specified and providing part payment in 

lieu thereof.  Wages so forfeited by the employee may be deducted from any 

wages due to such employee up to the time of the employee leaving the service of 

the Employer. 

2.13.5. In calculating any payment or forfeiture of payment in lieu of notice, the wages 

an employee would have received in respect of the ordinary time they would have 

worked during the period of notice had their employment not been terminated 

shall be used. 

2.13.6. Summary Dismissal: The Employer has the right to dismiss any employee 

without notice for serious misconduct and in such cases any entitlements 

(including wages and any accrued leave) under this Agreement are to be paid up 

to the time of dismissal only.  

2.13.7. Sub clauses 2.13.1 and 2.13.2 do not apply to Casual Employees, fixed term 

employees, or trainees. 

2.13.8. The employment of a Casual Employee may be terminated in accordance with 

sub clause 2.5.7. 

2.14. Redeployment and Redundancy 

2.14.1. The parties acknowledge that the Public Sector Management Act 1994 (PSMA) 

and the Public Sector Management (Redeployment and Redundancy) Regulations 

2014 (Regulations) provide the legislative framework for redeployment and 

redundancy for all employees covered by this Agreement.  If the provisions of 

this Agreement and the Regulations are inconsistent, the provision of the 

Regulations shall prevail. 

2.14.2. The Employer and prospective Employer will assess the Suitability of a Surplus 

employee broadly which includes, but is not limited to: 

(a) acknowledging that the employee’s classification level illustrates core 

competencies for that classification level; 

(b) providing sufficient weight to the employee’s knowledge, skills and 

experience; and 

(c) recognising the transferability of skills to roles where a direct fit may not 

exist. 
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2.14.3. The Employer and prospective Employer will seek to place Surplus employees in 

suitable positions in accordance with sub clause 2.14.2. 

2.14.4. The Employer will provide Surplus employees with direct access to priority 

vacancies through the online Recruitment Advertising Management System. 

2.14.5. The Employer will provide Surplus employees with case management in line with 

the Public Sector Commission’s Redeployment and Redundancy Guidelines and 

the Public Sector Commission’s Redeployment and Redundancy Guidelines 

Appendix A – Case Management or any revised arrangement subsequent to the 

review of the redeployment and redundancy provisions.  The Employer will 

ensure that Surplus employees are provided with an appropriately skilled case 

manager/s, a skills audit and continual support to find Suitable employment. 

2.14.6. Upon notification of registration, the Employer shall provide an employee who is 

notified of the Employer’s intention to register them under regulation 18 of the 

Regulations with the written reason/s for the intended registration and the 

possible employment, placement and training options available to them. 

2.14.7. Where the Employer is able to do so consistent with Commissioner’s Instruction 

No. 12 – Redeployment and Redundancy, the Employer may Suspend the 

Redeployment period of a Registered employee for the duration that the 

employee is participating in retraining, a secondment or other employment 

placement arrangement.  Where suspension of the total duration would exceed the 

allowable duration under Commissioner’s Instruction No. 12 – Redeployment and 

Redundancy, the Employer may Suspend the Redeployment period for the 

portion allowable. 

2.14.8. The Employer will notify the Union prior to a Registered employee entering the 

last three months of their Redeployment period. 

3.  HOURS OF WORK 

3.1. Relationship Between General and Special Provisions 

3.1.1. The following general provisions of this sub clause shall apply in conjunction 

with special provisions for designated occupational groups under sub clauses 3.10 

to 3.12 and, to the extent of any inconsistency, the special provisions shall 

prevail. 

3.2. Hours of Work: General 

3.2.1. The ordinary hours of work for Full Time Employees shall be an average of 38 

hours per week, excluding meal breaks, averaged across a fortnight from the 

beginning of the roster cycle. 

3.2.2. For full time day shift employees, ordinary hours are worked continuously except 

for unpaid meal breaks between 6am and 6pm on any day Monday to Friday. 
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3.2.3. Shift Work: Where employees are required to work Shift Work as defined under 

this Agreement, ordinary hours shall be worked as nominated in the Shift Work 

provisions. 

3.2.4. The maximum spread of hours shall be 12 hours, but the Employer shall arrange 

so far as practicable that shifts not exceed 10 hours, except in cases of emergency 

when relief cannot be provided. 

3.2.5. Minimum Call Out: An employee recalled to work shall be paid at the appropriate 

rate for all time worked and shall at least receive payment for the minimum call 

out period: that period shall be three hours for work done Monday to Friday and 

four hours for work done on Saturday, Sunday or a Public Holiday. The employee 

shall not be obliged to work for the full minimum call out period if the work for 

which the employee is brought on duty does not last for that period, but if the 

employee is again called out for duty within the same call out period the 

employee shall not receive further payment until the expiration of that period. 

3.2.6. Nine Day Fortnight: 

(a) The Employer may roster ordinary hours as nine shifts in a fortnight, with a 

rostered day off.  

(b) Under this provision, an employee on a rostered day off will not be entitled 

to claim Personal Leave for that day. 

(c) Under this provision, where a public holiday falls on a rostered day off, the 

preceding or following working day as determined by the Employer shall be 

observed in lieu of the rostered day off and sub clause 6.1.7 shall not apply. 

3.2.7. 40 Hour Week: The Employer may introduce a 40 hour week, averaged over a 

fortnight during the life of this Agreement where the Employer has consulted 

with the Union in compliance with sub clause 7.2 - Introduction of Change and 

where there is an agreement to do so between management and the majority of 

the affected employees. 

3.3. Rostering Arrangements: General 

3.3.1. The roster cycle may be varied by the Employer, after consultation with the 

employees affected and the Union. 

3.3.2. The Employer may permanently alter rosters, following consultation in 

accordance with clause 7 with affected employees and the Union after giving 14 

days’ notice of the proposed change.  

3.3.3. Employees may elect to form a Rostering Committee. Where formed, the 

Employer will consult with the Committee to develop and modify rosters 

consistent with operational requirements of the business and the reasonable needs 

of employees. The Employer will continue to consult with the Union before 

permanently altering to rosters as per sub clause 3.3.2 if a Rostering Committee is 

formed. 
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3.3.4. Roster construction shall be subject to the Employer’s fatigue management 

principles and policies from time to time. 

3.3.5. The roster may be temporarily altered by the Employer after it is posted, during 

the roster cycle, for operational reasons such as replacing staff on Personal Leave 

and scheduling training. 

3.4. Introduction of Shift Work: General 

3.4.1. The Employer may introduce Shift Work for any group of employees, provided 

the Employer shall: 

(a) consult the affected employees about the proposal to introduce Shift Work; 

(b) notify the Union of the intention to introduce Shift Work; and 

(c) post that new Shift Work roster at least 14 days in advance of the start date.  

3.5. Overtime and Penalty Rates 

3.5.1. Additional hours overtime are those hours worked by an employee at the 

request or direction of the Employer beyond their posted rostered hours for the 

day. An employee may be requested to work one additional overtime shift per 

fortnight. 

3.5.2. Rostered overtime is rostered time worked by an employee: 

(a) outside the ordinary hours nominated by sub clause 3.2 or by any applicable 

shift provisions or special provisions for the employee (calculated daily); or 

(b) in excess of the employee’s ordinary hours nominated by sub clause 3.2 or 

by any applicable special provisions (calculated fortnightly). 

3.5.3. Reasonable Overtime: Subject to the provisions of this Agreement, the Employer 

may require any employee to work reasonable overtime at overtime rates and 

such employee shall work overtime in accordance with such requirement. 

3.5.4. Neither the Union nor any employee or employees to whom this Agreement 

applies shall in any way whether directly or indirectly be a party to or concerned 

in any ban, limitation or restriction upon the working of overtime in accordance 

with the requirements set out in 3.5.3. 

3.5.5. The following overtime rates are calculated on the sum of the Ordinary Wage 

Rate plus any applicable Shift Work allowance. Otherwise, in the absence of 

express provision to the contrary, where more than one penalty applies to time 

worked, the highest penalty only will be paid.  

3.5.6. Double Time shall be the maximum penalty rate applicable under this Agreement 

except for Public Holiday penalties where expressly stipulated otherwise under 

sub clause 3.5.12 of this Agreement.  

3.5.7. Each day’s overtime calculations shall stand alone, but where hours worked are 

paid as daily overtime, the same hours shall not be paid as fortnightly overtime.  
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3.5.8. Additional hours worked from midnight Sunday to midnight Friday shall be paid 

at overtime rates of Time and a Half for the first two hours and Double Time 

thereafter.   

3.5.9. Rostered Overtime worked from midnight Sunday to midnight Friday shall be 

paid at overtime rates of Time and a Half for the first two hours and Double Time 

thereafter. 

3.5.10. Applicable Shift Allowances are nominated at sub clause 5.1 and do not apply to 

Saturdays or Sundays.  

3.5.11. Weekend Penalties: all time worked on a Sunday shall be paid at the rate of 

Double Time, calculated on hourly Ordinary Wage Rates. 

(a) Time worked on a Saturday shall be paid at the rate of: 

(i) Time and a Half, calculated on hourly Ordinary Wage Rates for 

rostered ordinary hours worked by seven day Shift Work employees; 

or 

(ii) Double Time, calculated on hourly Ordinary Wage Rates for all other 

Saturday work. 

3.5.12. Public Holiday Rates: employees required to work on a Public Holiday shall 

receive: 

(a) a minimum payment of four hours; 

(b) payment at the rate of Time and a Half for the rostered ordinary hours 

worked on that day; 

(c) at the rate of Double Time and a Half calculated at hourly Ordinary Wage 

Rates for all time worked on that day in excess of rostered ordinary hours, 

in lieu of all other penalties; and 

(d) Either additional payment for the number of rostered ordinary hours worked 

on that day calculated at hourly Ordinary Wage Rates, or if the employee so 

elects, that number of hours’ paid leave which may be cleared with annual 

leave or taken at some subsequent date when the employee so agrees. 

3.6. Meal and Rest Breaks 

3.6.1. Subject to this sub clause, an employee shall not be permitted to continue to work 

longer than five hours without taking a meal break of at least 30 minutes, 

provided that such break is not taken before the third hour of duty. 

3.6.2. Where the Employer determines that it is necessary for operational reasons to do 

so, the Employer may direct an Employee to work longer than five hours without 

a meal break.  In such circumstances, the employee shall be paid at overtime rates 

from the conclusion of the fifth hour until the conclusion of the employee’s 

rostered hours for the day or until such meal break time is made available to the 

employee concerned, whichever is sooner. 
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3.6.3. Shift Breaks outside ordinary hours: An employee shall be allowed a second meal 

break of 20 minutes without loss of pay where it is expected that the employee 

will work beyond 10 hours in any one shift or has worked such hours extending 

beyond ten. The Employer shall make suitable arrangements for the employee to 

take the second meal break. 

3.7. Minimum Time Off Duty 

3.7.1. Subject to this sub clause, an employee shall be allowed off duty for a minimum 

of 10 hours. 

3.7.2. No employee shall be called or booked up for duty without having been allowed 

the minimum period off duty while there is another qualified employee available 

who has had the minimum period off duty. 

3.7.3. When an employee is brought back on duty without having been allowed the 

minimum period off duty, such employee shall: 

(a) be paid at Double Time rates for all time worked from the commencement 

of his previous shift until released from duty; and 

(b) then be entitled to be absent until the employee has had the minimum 

period off duty without loss of pay for any time the employee had been 

rostered to work during such absence. 

3.8. Guaranteed Week’s Work 

3.8.1. Full Time Employees: the Employer shall guarantee each Full Time Employee a 

full week’s work of no less the ordinary hours nominated in sub clause 3.2, or any 

applicable special provision, averaged across the employee’s roster. If the 

ordinary hours vary across a roster, but remain an average of the nominated 

ordinary hours, then those hours constitute the guaranteed full week’s work and 

there is no obligation on the Employer to add extra “make up time” to the weekly 

wage rate for the purposes of bringing one week’s total up to the nominated 

ordinary hours. 

3.8.2. Part Time Employees: the Employer shall guarantee each Part Time Employee a 

week’s work of: 

(a) 15 ordinary hours; or 

(b) the higher number of hours per week expressly agreed in writing with the 

employee or the hours rostered for that employee, whichever is greater. 
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3.8.3. Exceptions: the guaranteed week may be reduced as follows: 

(a) Any period where the Employer is wholly or partially unable to carry on the 

running of the trains by reason of any actions on the part of any employee 

or group of employees or for any other cause which is beyond the 

Employer’s control; 

(b) Any period that an employee’s hours are varied or not worked due to 

workers compensation, other authorised leave of absence for disciplinary 

reasons. 

3.9. Other Working Arrangements 

3.9.1. Should the provisions of this Agreement restrict or impact upon the terms of 

working arrangements that have been or can be agreed to by the parties, those 

working arrangements can be given effect without the need to formally vary this 

Agreement provided that the terms of those working arrangements are agreed in 

writing by the parties and any new arrangements agreed shall be implied into the 

terms of this Agreement. 

3.10. Special Provisions: Signal Maintainers 

3.10.1. Signal Maintainers have an existing agreed roster arrangement to work a nine day 

fortnight. 

3.11. Special Provisions:  Linespersons and Authorised Persons 

3.11.1. The ordinary hours of employment for full time Linespersons and Authorised 

Persons shall be an average of 40 ordinary hours per week averaged across a six 

week roster cycle. 

3.11.2. New Linespersons or Authorised Persons employed on or after 1 January 2006, 

may be engaged on an average of 38 ordinary hours per week, Monday to Friday. 

3.11.3. Ordinary hours may be worked by Linespersons or Authorised Persons in shifts 

over a 24 hour period each day, Monday to Friday, and are paid at Shift Work 

rates for five day Shift Work as provided in sub clause 5.1.2 of this Agreement. 

Any proposal by the Employer to change these arrangements will comply with 

sub clause 7.1 of this Agreement.  

3.11.4. The maximum length of a Rostered Shift for Linespersons or Authorised Persons 

is 10 ordinary hours, which may be extended by two additional hours to a 

maximum spread of hours of 12 hours. The minimum length of a Rostered Shift 

for Linespersons is five and a half (5.5) ordinary hours. 

3.11.5. The minimum payment for call outs shall apply for Linespersons and Authorised 

Persons, pursuant to sub clause 3.2.5. 
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3.11.6.  Linespersons and Authorised Persons shall be rostered six protected days off in 

each six week roster cycle (i.e. an average of one per week across the roster 

cycle), and shall work a maximum of nine consecutive shifts (including rostered 

additional overtime shifts) without a day off. For the purpose of this sub clause, a 

protected day off in a roster cycle may include weekend days where employees 

are not rostered “on call”.   

3.11.7. Stand By Arrangements  

(a) Linespersons and Authorised Persons are rostered for standby periods 

during some weekends over the roster cycle.  

(b) Where a Linesperson or Authorised Person is required to work to rectify a 

fault or faults during a weekend stand-by period that employee shall be 

entitled to at least one break for a minimum of eight continuous hours 

between completing any work done during the stand-by period and the start 

of the next shift, rather than the 10 hour period nominated by sub clause 

3.7.1. 

(c) In recognition of weekend stand by arrangements and regular rostered night 

shifts, Linespersons and Authorised Persons are entitled to five weeks 

annual leave per year and 1.9% annualised leave loading. 

3.11.8. Overtime  

(a) Where gaps occur in rostered working due to absence, illness or injury, or 

any other type of approved leave, or when necessary to cover maintenance, 

faults and scheduled construction work, a Linesperson or Authorised Person 

may either be required to work additional hours immediately before or 

immediately after the rostered ordinary hours or, may be required to work 

additional shifts. All weekend hours worked by a Linesperson or 

Authorised Person are additional hours. 

(b) A Linesperson or Authorised Person may be called out to work to rectify a 

fault in which case the employee shall be paid the applicable call out rate 

for overtime under this Agreement. 

(c) Additional Hours Overtime worked by a Linesperson or Authorised Person 

from midnight Friday to midnight Sunday, shall be paid at the rate of 

double the hourly Total Wage Rate. 

(d) Additional Hours Overtime worked by a Linesperson or Authorised Person 

from midnight Sunday to midnight Friday shall be paid at the rate of Time 

and a Half on the hourly Total Wage Rate. 
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3.11.9. Shift Breaks 

(a) A Linesperson or Authorised Person shall be permitted to take a paid meal 

break at an appropriate time to suit the operational requirements of the 

service during any shift which exceeds five and one half hours.  Meal 

breaks will have a nominal length of 30 minutes.  

3.12. Special Provisions: Perway Patrollers and Reserve Maintainers  

3.12.1. The ordinary hours of employment for full time Perway Patrollers and Reserve 

Maintainers shall be an average of 38 ordinary hours per week averaged across a 

fortnight from the beginning of the roster cycle. 

3.12.2. Ordinary hours are worked by Perway Patrollers and Reserve Maintainers in day, 

afternoon or night shifts, Monday to Friday, and are paid at Shift Work rates for 

five day Shift Work as provided by sub clause 5.1.2 of this Agreement, read with 

these special provisions which will prevail to the extent of any inconsistency. 

Any proposal by the Employer to change these arrangements will comply with 

sub clause 7.1 of this Agreement. 

3.12.3. Rostered time off on a weekday shall be deemed not to break the run of 

consecutive afternoon or night shifts for the purposes of sub clause 3.12.2, and 

ordinary time worked by Perway Patrollers and Reserve Maintainers in afternoon 

or night shifts that week shall be paid at the applicable Shift Work rates. 

3.12.4. All ordinary time worked by Perway Patrollers and Reserve Maintainers on 

afternoon and night Shift Work shall be paid at the rate of Time and a Quarter 

calculated on the hourly Ordinary Wage Rates.  

3.12.5. If Perway Patrollers or Reserve Maintainers continuously work a roster which 

regularly rosters them to work night shifts then after 12 months they shall accrue 

five weeks annual leave per annum and shall become entitled to receive 1.9% 

annualised leave loading. 

4.  WAGES 

4.1. Wage Rates 

4.1.1. The Base Wage Rates (rounded to one decimal point) applying to positions 

covered by this Agreement are shown in 12 Schedule A- Wages Tables, 16 

Schedule E – Wages Table (Authorised Person) and Schedule D – Linesperson 

Classifications of this Agreement. 

4.1.2. Trainees: The wage rate applicable to Trainees shall be 85% of the Base Wage 

Rate applicable to the base classification of the calling for which the employee is 

being trained.  This rate will apply to a Trainee for the duration of the training 

period.  Where a Trainee is required to work such hours and/or shifts that 

ordinarily would attract penalty payments, the Trainee shall be paid the penalty 

rates calculated on the Trainee rate in this sub clause. 
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4.1.3. Wage increases in this Agreement as shown in 12 Schedule A – Wages Tables 

and Schedule D – Linesperson Classifications. 

(a) An employee who is employed by the Employer on the date of registration 

of this Agreement will receive a payment equivalent to the $60 per week 

additional wages that would have been paid had the Base Wage Rates set 

out in 12 Schedule A – Wages Tables been paid on and from 19 May 2022. 

4.1.4. In this agreement the Ordinary Wage Rates comprise the Base Wage Rates 

referred to in 12 Schedule A –Wages Tables plus the following allowances: 

(a) Experience allowance, paid in accordance with sub clause 5.2; 

(b) Annualised leave loading, calculated in accordance with sub clause 

6.6.10(a) by multiplying the Base Wage Rate (with any relevant experience 

allowance) by 1.013 or 1.019 as the case may be; and 

(c) Enterprise Flexibility Allowance, paid in accordance with sub clause 5.3. 

4.1.5. Aggregation Of Wages 

(a) Shift penalties and other allowances may be aggregated. The aggregate 

component is added to the Base Wage Rate and other relevant allowances 

to establish an Aggregated Wage Rate.  On registration of this Agreement, 

Aggregated Wage Rates are in place for all Linesperson Classifications. 

(b) Where an Aggregated Wage Rate is established, disaggregation may occur 

where there is agreement between the parties to do so.   

(c) Aggregated shift and weekend penalties are the total allowances and 

penalties for a Shift Work roster, averaged across all employees working 

over a full roster cycle, with annual leave discounted to enable Aggregated 

Wage Rates to be paid to employees on annual leave. 

(d) The methodology relating to the Aggregated Wage Rate calculations is 

described in Schedule D - Linesperson Classifications of this Agreement.  

(e) Where shift penalties and other allowances are not aggregated, penalties 

and allowances for ordinary shifts will be calculated and paid for individual 

employees based on the shifts actually worked by those employees. 
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4.1.6. Changes to Aggregated Wage Rates 

(a) Where, while this Agreement is in force, a permanent change is made to the 

Shift Work roster for an occupational group which receives an aggregated 

rate of pay, a new Aggregated Wage Rate will be determined in 

consultation with the Union using the methodology described in Schedule 

D - Linesperson Classifications. Any adjustments to Aggregated Wage 

Rates shall be documented by the Employer by way of an Industrial 

Circular, a copy of which will be supplied to the Union. The amended 

Aggregated Wage Rate shall apply from the first pay period on or after the 

date of the permanent roster change. Two weeks’ notice is required of any 

reduction in Aggregated Wage Rates. 

4.1.7. Total Wage Rates  

(a) Subject to this sub clause, the Total Wage Rate for employees is the 

Ordinary Wage Rate. 

(b) For Shift Work employees on aggregated rates, the Total Wage Rate is the 

Aggregated Wage Rate. 

4.1.8. Casual Wage Rates 

(a) The ordinary hourly rate for a Casual Employee does not include annualised 

leave loading, penalties or other allowances, but does include a loading in 

accordance with and 2.5.3.  

4.2. Payment Of Wages 

4.2.1. Wages shall be paid fortnightly. On pay week, payment of wages is to be made 

no later than the Friday. 

4.2.2. All wages shall be paid into accounts nominated by the employee with a bank, 

building society or credit union. 

4.2.3. Wage shortfalls: Where the Employer is informed by an employee that the 

employee has not been paid the full amount of remuneration due to the employee 

in a fortnightly pay the Employer shall quickly investigate the matter.  Where an 

underpayment is confirmed and determined to be the fault of the Employer, the 

Employer shall pay the shortfall to the employee in the next fortnightly pay. 

4.2.4. Where an employee can demonstrate that the employee has incurred a financial 

penalty due to the non-remittance of remuneration by the day provided for in sub 

clause 4.2.1 to the nominated financial institution, as provided for in sub clause 

4.2.2, the employee may recoup the penalty from the Employer unless the late 

remittance was: 
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(a) Due to actions (or inactions) of the employee such as the late or non-

submission of banking information or of applicable timekeeping or other 

information evidencing the employee’s entitlement to the remuneration; or 

(b) Due to no fault of or events outside the control of the Employer, such as 

bank funds transfer errors. 

4.2.5. For the purpose of this sub clause, the Employer will not be responsible for any 

penalty incurred by an employee for non-remittance of funds into a Trust Account 

operated by the administrator, where the employee has entered into remuneration 

packaging arrangement. 

4.2.6. Recovery of Overpayments 

(a) The Employer has an obligation under the Financial Management Act 2006 

to account for public monies.  This requires the Employer to recover 

overpayments made to an employee.  

(b) Any overpayment identified and proven to an employee will be repaid to 

the Employer within a reasonable period of time.   

(c) Where an overpayment is identified and proven, the Employer will provide 

the employee with the written details of the overpayment and notify the 

employee of their intent to recover the overpayment.  

(d) Where the employee accepts that there has been an overpayment, 

arrangements for the recovery of the overpayment will be negotiated 

between the Employer and employee.  

(e) Any negotiated agreement between the Employer and the employee will be 

evidenced in writing stating the amount to be deducted and the time period 

for the deductions to occur with a signed copy provided to both Employer 

and employee for their records.   

(f) If an amount of repayment cannot be agreed to between the Employer and 

employee as per sub clause 4.2.6(e), the Employer may not deduct or 

require an employee to repay an amount exceeding 10% of the employee's 

net pay in any one pay period without the employee's agreement. This will 

be confirmed in writing with the employee.  

(g) If the employee disputes the existence of an overpayment and the matter is 

not resolved within a reasonable period of time, the matter should be dealt 

with in accordance with clause 8.1.  No deductions relating to the 

overpayment shall be made from the Employee's pay while the matter is 

being dealt with in accordance with clause 8.1.    

(h) Nothing in this provision shall be taken as precluding the Employer's legal 

right to pursue recovery of overpayments. 
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(i) Where the Employer alters the pay cycle or pay day, any consequential 

variations to an employee's fortnightly wages and/or payments to 

compensate shall not be considered an overpayment for the purposes of this 

clause. 

4.3. Remuneration Packaging 

4.3.1. An employee may, by agreement with the Employer, enter into a remuneration 

packaging arrangement in accordance with the Employer’s Salary Packaging 

Guidelines and Agreement or any similar remuneration packaging arrangement 

offered by the Employer. 

4.3.2. Remuneration packaging is an arrangement whereby the entitlements under this 

agreement, contributing toward the Total Employment Cost (as defined) of an 

employee, can be reduced by and substituted with another, or other benefits. 

4.3.3. For the purposes of this sub clause, Total Employment Cost (TEC) is defined as 

the cost of salary and other benefits aggregated to a total figure or TEC, less the 

cost of Compulsory Employer Superannuation Guarantee Contributions. 

4.3.4. The TEC for the purpose of remuneration packaging, is calculated by adding: 

(a) The base salary; 

(b) other cash allowances; e.g. annual leave loading 

(c) non cash benefits; e.g. Superannuation, motor vehicle etc. 

(d) any Fringe Benefit tax liabilities currently paid; and 

(e) any variable components, where commuted or annualised. 

4.3.5. Where an employee enters into a remuneration packaging arrangement the 

employee will be required to enter into a separate written agreement with the 

Employer that sets out the terms and conditions of the arrangement, including an 

irrevocable signed agreement to allow the Employer to deduct from the 

employee’s wages any outstanding liabilities to be paid. 

4.3.6. Notwithstanding any remuneration packaging arrangement, the wage rates 

specified in 12 Schedule A –Wages Tables and Schedule D – Linesperson 

Classifications are the basis for calculating related entitlements specified in this 

Agreement. 

4.3.7. The remuneration packaging arrangement must be cost neutral in relation to the 

total cost to the Employer. 

4.3.8. The remuneration packaging arrangement must also comply with relevant 

taxation laws and the Employer will not be liable for any additional tax, penalties 

or other costs payable or which may become payable by the employee.  
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4.3.9. In the event of any increase or additional payments of tax or penalties associated 

with the employment of the employee or the provision of Employer benefits 

under the remuneration packaging arrangement, such tax, penalties and any other 

costs shall be borne by the employee. 

4.3.10. In the event of significant increases in Fringe Benefit Tax liability or 

administrative costs relating to arrangements under this sub clause, the employee 

may vary or cancel a remuneration packaging arrangement. 

4.3.11. The cancellation of a remuneration packaging arrangement will not cancel or 

otherwise affect the operation of this Agreement. 

4.3.12. The Employer shall not unreasonably withhold agreement to remuneration 

packaging on request from an employee. 

4.3.13. The Dispute Resolution Procedure contained in this Agreement shall be used to 

resolve any dispute arising from the operations of this sub clause.   

4.4. Deferred Wages Arrangement 

4.4.1. With the written agreement of the Employer, an employee may elect to receive, 

over a four-year period, 80% of the wage the employee would otherwise be 

entitled to receive in accordance with the relevant Agreement. 

4.4.2. The Employer will assess each application for deferred salary on its merits and 

give consideration to the personal circumstances of the employee seeking the 

leave. 

4.4.3. On completion of the fourth year, an employee will be entitled to 12 months leave 

and will receive an amount equal to 80% of the wage they were otherwise entitled 

to in the fourth year of deferment. 

4.4.4. Where an employee completes four years of deferred wage service and is not 

required to attend duty in the following year, the period of non-attendance shall 

not constitute a break in service and shall count as service on a pro-rata basis for 

all purposes. 

4.4.5. An employee may withdraw from this arrangement prior to completing a four 

year period by written notice.  An employee will receive a lump sum payment of 

wages forgone to that time but will not be entitled to equivalent absence from 

duty. 

4.4.6. The Employer will ensure that superannuation arrangements and taxation effects 

are fully explained to the employee by the relevant authority.  The Employer will 

put any necessary arrangements into place. 
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4.5. Classification Structure: Employees other than Linespersons and Authorised 

Persons 

4.5.1. The classifications of employees covered by this Agreement are based on the 

following criteria: 

(a) Job requirements defined by the role, responsibilities, indicative tasks and 

qualifications; 

(b) AQF training and Competency Levels which are essential to perform the 

position, and 

(c) Relativities with Metal Trades Award classifications. 

4.5.2. The Wages Tables at 12 Schedule A –Wages Tables lists the classifications 

covered by sub clause 4.5. 

4.5.3. The Award refers to Classification Descriptions and Levels which are 

summarised in the following table 

Level  Relativity Positions as Currently Classified 

Level 10 135%  

Level 9 130%  

Level 8 125%  

Level 7 115% Perway Patroller 

Level 6 110% 
Advanced Maintainer Systems; Perway 

Patroller 

Level 5 105% 
Senior Maintainer, Systems; Senior 

Maintainer, Civil 

Level 4 100% 
Maintainer, Systems; Maintainer, Civil; 

Perway Patroller;  

Level 3A 96.9% Maintainer, Signals 

Level 3 93.6% 
Maintainer, Systems; Maintainer, Civil; 

Network/Track Maintainer 

Level 2 89.01% 
Maintainer, Systems; Maintainer, Civil; 

Comms Maintainer Trainee 

Level 1  

(non-trade 

entry) 

84.2% 

 

Maintainer (Systems)*;Maintainer (Civil)** 
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(a) *Maintainer (Systems) includes Signalling and/or Communications unless 

otherwise specified. 

(b) **Maintainer (Civil) includes Reserve, Track and/or Landscape unless 

otherwise specified, and may include Perway if specified. 

4.5.4. If a new position is created a relevant Award Classification Definition may 

provide guidance as to the classification of that position.  The creation of a new 

Classification Definition will require consultation between the Employer and the 

Union. 

4.5.5. Competency Based Classifications 

(a) Units of Competency: Units of Competency for any particular position will 

reflect the skills and knowledge required in order to perform the job.  

(b) Classification Determination: AQF levels have been used in the past in the 

Award to assist in determining classification levels under this Agreement 

and refer to the skills and competencies required of employees to perform 

the core functions of the job.  

(c) Employee obligations: employees shall be required to maintain currency in 

their qualifications and competencies they possess. Currency may be 

maintained by regular performance of tasks requiring the specified skills. 

Employees who fail to maintain currency of their qualifications or who 

choose not to carry out duties within their level may be reduced to a lower 

level. Employees undergoing training for advancement or promotion to a 

higher level will not be eligible for payment of higher duties allowance 

when carrying out work at the higher level in connection with their training. 

(d) As a consequence of the Competency based classification structure, 

employees will be expected to undertake a wider range of tasks provided 

that such duties are within the limits of the employee’s competence and 

training including work which is incidental and peripheral to the 

employee’s main tasks and without reference to traditional demarcations. 

4.5.6. Criteria Progression 

(a) Employees will have the opportunity to move progressively from Level 1 to 

4 through acquisition of stipulated competencies gained by on the job and 

off the job training and assessments. Progression beyond REA L4 is subject 

to a vacancy arising or through reclassification.  

(b) An integral part of this structure is that whilst there is the opportunity to 

automatically progress to a higher level, it will be expected that employees 

will still continue to undertake lower level tasks that are associated with 

that area of operation.  
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(c) For criteria progression, appointment to the higher level is subject to the 

employee satisfactorily completing all of the required training and 

achieving the competencies essential at the higher level.  

(d) Regression to a lower classification level may occur if an employee is not 

qualified or competent to perform work, for reasons which may include 

inability to meet licensing or certification requirements, failure to 

demonstrate required competencies or physical incapacity.  Should an 

employee be unable to perform tasks at that lower level, the Employer may 

review the employee’s contract of employment.  

4.6. Relationship Between Job Description Forms and Classification Definitions  

4.6.1. The role, responsibilities, duties and qualifications required in a position shall be 

defined by the Job Description Form (JDF) for the position, which will prevail 

over the Classification Definitions to the extent of any inconsistency in relation to 

the position’s role, responsibilities, duties and qualifications.  

4.6.2. The title of a position nominated in its JDF may vary slightly from the job titles 

used in the Award or this Agreement for purposes such as marketing and 

advertising, but shall refer to the relevant job title listed in the Award or this 

Agreement. 

4.7. Reclassification And Review 

4.7.1. An existing position classified under the Award or this Agreement may be 

reclassified to a different level if there is a significant change in the work value 

after considering the role, skills and knowledge required in the position as would 

warrant a change in classification level. Any application for reclassification will 

be determined consistent with the State Wage Fixing Principles and having regard 

to the Classification Definitions. 

4.7.2. To be eligible to be reclassified into a position, an employee must be the 

substantive occupant of the position and satisfy training and assessment 

requirements for the reclassified position. 

4.7.3. Upward Reclassification – temporary allowance. If positions are reclassified 

upwards, the substantive incumbents of those positions shall be reclassified with 

the position if, for at least 12 months prior to the date the position was 

reclassified, they have performed the higher level duties of the reclassified 

position, and RTO assessments verify that the employees have already acquired 

the higher level skills and competencies the Employer stipulates as necessary for 

the reclassified job.  If an employee is not competent to perform the reclassified 

position, or is not eligible for reclassification, then the reclassified position will 

be declared vacant and filled by advertising and selection on merit.  The 

substantive occupant need not be assigned acting opportunities in the position. 
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4.7.4. Downward Reclassification – wage maintenance.  If Competency profiles and 

tasks indicate the position should be classified at a lower level, the substantive 

incumbents shall continue to be paid the wage rate for their original level for the 

purpose of income maintenance, consistent with the arrangements applied to 

redeployees.  This will continue until such time as the employee can be 

transferred into an alternative position equivalent in classification level. Income 

maintenance allowance will be adjusted in line with movements to the Agreement 

rates. 

5. ALLOWANCES AND FACILITIES 

5.1. Shift Work Configurations and Allowances 

5.1.1. Seven Day Shift Work (24/7) 

The Employer may, if the Employer so desires, work any part of its business on 

shifts in accordance with the following provisions; 

(a) Afternoon shift: an afternoon shift, which commences before 1800 hours 

and the ordinary time of which concludes at or after 1830 hours will be paid 

an allowance of $3.58 per hour on all time not paid at overtime rates. 

(b) Night shift: a night shift, which commences at or between 1800 hours and 

0359 hours, will be paid an allowance of $4.26 per hour on all time not paid 

at overtime rates. 

(c) Early morning shift: an early morning shift, which commences at or 

between 0400 hours and 0530 hours, will be paid an allowance of $3.58 an 

hour for all time not paid at overtime rates. 

(d) Early/Late shift: in addition to the hourly Shift Work allowance an 

employee will be paid an allowance of $4.26 for any shift where the 

ordinary time commences or finishes at or between 0101 hours and 0359 

hours. 

(e) The allowances in sub clauses 5.1.1(a) to 5.1.1(d) shall not apply to 

employees continuously on night shifts which start and finish between 1800 

and 0600 hours.  Instead, these employees will be paid a Shift Work 

allowance on ordinary time worked between 1800 and 0600 at the rate of 

$8.08 per hour. 

(f) Employees paid under this sub clause and working an average 40 hour 

week on continuous night shift or continuous Shift Work across a 24 hour/7 

day roster are entitled to five weeks of annual leave with 1.9% annualised 

leave loading. 
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(g) Provided that shift penalties specified above do not apply to ordinary Shift 

Work hours on Saturday and Sunday, midnight to midnight, which is paid 

as follows: ordinary hours on Saturday are paid with a 50% loading and 

ordinary hours on Sunday are paid with a 100% loading, calculated on 

Ordinary Wage Rates. 

(h) In calculating the allowance under this sub clause, broken parts of an hour 

less than 30 minutes on any shift shall be disregarded and 30 minutes to 59 

minutes paid as one hour.  

5.1.2. Five Day Shift Work (Monday to Friday) 

(a) The Employer may, if the Employer so desires, work any part of the 

establishment on Shift Work as part of the 38 or 40 ordinary hours per 

week, Monday to Friday.  The Employer shall consult affected employees 

beforehand and notify the Union of the intention to introduce Shift Work. 

The Employer shall post the new Shift Work roster at least 14 days in 

advance of the start date and thereafter post the roster with 48 hours’ notice.  

(b) An employee shall be rostered to work no less than five consecutive 

afternoon or night shifts, for the roster to constitute Shift Work for the 

purposes of this sub clause. 

(c) An employee who is not rostered to work five consecutive afternoon or 

night shifts, is not considered to be working shifts pursuant to this sub 

clause.  In which case, all time worked outside the ordinary spread of hours 

between 0600 to 1800 Monday to Friday, shall be paid at overtime rates of 

Time and a Half for the first two hours, and Double Time thereafter, with 

each day to stand alone. Providing that the five consecutive night shifts per 

roster cycle may be varied by agreement between the parties, in accordance 

with Fatigue Management Principles. 

(d) Day shift: means an ordinary working shift commencing after 0600 hours 

and ending at or before 1800 hours, Mondays to Fridays. 

(e) Afternoon shift: means a shift which commences before 1800 hours and the 

ordinary time of which concludes at or after 1830 hours. 

(f) Night shift: means a shift where ordinary time commences at or between 

1800 hours and 0359 hours. 

(g) All time worked on shifts except the day shift shall be paid at the rate of 

Time and a Quarter the hourly Ordinary Wage Rate, for the first eight hours 

of the shift, and at the rate of Time and a Half thereafter. 
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(h) Unless prescribed otherwise elsewhere in this Agreement, when working 

additional hours outside rostered ordinary hours after (weekday) afternoon 

or night shifts, overtime rates are calculated on the ordinary hourly Shift 

Work rate inclusive of the 25% loading for afternoon or night shift, 

provided that in no circumstances shall the maximum payment exceed 

Double Time. 

(i) Any time worked on Saturday and Sunday is considered additional hours 

for the purposes of this sub clause and is paid at weekend overtime rates of 

double the hourly Ordinary Wage Rate from midnight Friday to midnight 

Sunday. 

(j) Employees working Monday to Friday on day or afternoon shifts are 

entitled to four weeks annual leave with 1.3% annualised leave loading. 

5.2. Experience Allowance 

5.2.1. Employees classified at levels 4 to 7 inclusive shall be paid the following 

allowance as part of the Ordinary Wage Rate for all purposes:  

 Amount applied to the 

38 hour weekly Base 

Wage Rate 

Amount applied to the 

40 hour weekly Base 

Wage Rate 

After 12 months’ 

service with the 

Employer 

$7.40 $7.80 

After 24 months’ 

service with the 

Employer 

$15.50 $16.30 

5.2.2. To determine the equivalent Experience Allowance applied to the 40 hour Base 

Wage Rate, the Experience Allowance applied to the 38 hour weekly Base Wage 

Rate is divided by 38 to determine the hourly rate, multiplied by 40 and rounded 

to one decimal point. 

5.2.3. Experience Allowance has already been added to and shown with the Ordinary 

Wage Rates in 12 Schedule A – Wages Tables and Schedule D – Linesperson 

Classifications. 

5.3. Enterprise Flexibility Allowance  

5.3.1. The Enterprise Flexibility Allowance (EFA) was granted for operational 

flexibility concessions identified in previous agreements and is calculated as 3% 

of the sum of the Base Wage Rate plus any experience allowance and annualised 

leave loading. 
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5.4. On Call Allowance 

5.4.1. Definitions 

(a) On call – shall mean a written instruction or other authorised direction by 

the Employer or a duly authorised officer to an employee rostered to remain 

at the employee’s residence or to otherwise be immediately contactable by 

telephone or other means, outside the employee’s normal hours of duty in 

case of a call out requiring an immediate return to duty. 

(b) Availability – shall mean a written instruction or other authorised direction 

by the Employer or a duly authorised officer to remain contactable, but not 

necessarily immediately contactable by telephone or other means, outside 

the employee’s ordinary hours of duty and be available and in a fit state at 

all such times for recall to duty. 

(c) Availability will not include situations in which employees carry telephones 

or make their telephone numbers or other contact details available only in 

the event that they may be needed for casual contact or recall to work.   

5.4.2. Except where provided in sub clause 5.4.9, employees directed by a duly 

authorised officer to be on call outside the ordinary hours of duty will be paid an 

allowance of $6.15 per hour for all time on call.  This allowance will not be paid 

during the time the employee is paid following recall to duty, when the applicable 

overtime or additional hour’s rates of pay will apply. 

5.4.3. On call allowance referred to in sub clause 5.4.2 shall be adjusted in line with 

adjustments made in Schedule H – Overtime of the Public Service Award 1992 as 

amended from time to time and advised by Public Transport Authority Industrial 

Circular. 

5.4.4. Employees who are required to maintain a telephone or incur other costs as a 

direct result of being on call or available, shall be entitled to reimbursement of 

reasonable expenses on the production of receipts. 

5.4.5. To be eligible for payment of on call allowances and any associated 

reimbursement, the employee must be contactable and available for return to 

duty.  An employee who is not contactable or who fails to respond will not be 

paid the allowance for the period the employee was required to be on call. 

5.4.6. After Hours Contact 

(a) On call allowances are not paid during periods when overtime is paid 

following after hours contact and subsequent return to duty.  Overtime rates 

are paid for all hours from the time that the employee is recalled to duty and 

include any time travelling to and from the work location or site required. 

5.4.7. Recall to Duty 
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(a) On call allowance shall not be paid for the time when the employee is 

travelling to and from work or for the time after commencing work where 

this is paid at the applicable overtime rate. 

(b) Unless specified otherwise under this Agreement: 

(i) the minimum call out payment is for three hours work, with payment 

at Time and a Half for the first two hours, and then Double Time 

thereafter calculated on the hourly Ordinary Wage Rates. 

(ii) the minimum call out payment is four hours on weekends, with 

payment at Time and a Half for the first two hours and then Double 

Time thereafter calculated on the hourly Ordinary Wage Rates. 

(iii) the minimum call out payment for public holidays is four hours paid 

at the rate of Double Time and a Half, within provisions for payment 

on Public Holidays under this Agreement. 

5.4.8. Availability  

(a) Employees not rostered on call may be directed to make themselves 

reasonably available for overtime work and attend after hours call outs if 

required. The availability allowance payable in such cases is two hours pay 

per week at the hourly Ordinary Wage Rates under this Agreement. 

(b) Nothing in this sub clause shall be interpreted as providing an entitlement to 

1.9% annualised leave loading or an extra week of annual leave. 

5.4.9.  Aggregation and Commuted Allowances 

(a) Where employees are rostered to be on call or for availability, the above 

allowances may be commuted or aggregated by agreement where there is 

authorisation to do so from the Head of Division, providing commuted or 

aggregated rates are based on component rates under this Agreement and 

provided further that there is agreement on the method of calculation of that 

allowance between the Employer and the Union.  Where this sub clause 

applies it negates the provisions of sub clause 5.4.2. 

5.4.10. The provisions of sub clause 5.4.9 apply to Linespersons as outlined in Schedule 

D - Linesperson Classifications.        

5.5. Travelling Time 

5.5.1. Work Location 

(a) Employees are required to work as rostered to and from any location, and 

this may include travelling as a passenger or driving himself or herself in a 

motor vehicle at any time during a shift. 

(b) An employee shall be required to work at any designated location.  The 

Employer reserves the right to change the home base, station line or depot 

of an employee. 
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(c) Travelling from home to work and return shall be in the employee’s own 

time and at the employee’s own expense unless expressly provided 

otherwise under this Agreement. 

5.5.2. Travelling Time 

5.5.3. Travelling time shall not be construed as overtime worked and is not payable at 

overtime rates.  An employee shall be paid at the Total Wage Rate for travelling 

time. 

5.5.4. Temporary Changes to Location (Suburban Travelling) 

(a) Where an employee is temporarily required to start/finish work at a location 

other than the employee’s usual workplace or home depot, and the distance 

is further than ordinarily required from usual residence to work, the 

following provisions may apply to an employee stationed in the suburban 

area who is required to start work at some place other than the employee’s 

home base, station line or depot within the suburban area shall: 

(i) if the time taken in travelling from the employee’s usual place of 

residence to the temporary work place and return exceeds the time 

normally taken in travelling from the usual place of residence to the 

home station or depot and return, be paid for such excess travelling 

time at Total Wage Rates, calculated on the basis of the mode of 

transport used on the day concerned. 

(ii) if the fares actually and reasonably incurred in such travelling exceed 

the fares normally paid by the employee in travelling from the usual 

place of residence and return, the employee will be reimburse the 

amount by which such fares exceed those usually paid for travelling 

to and from the home station or depot; provided that if suburban rail 

travel is used to travel to the temporary workplace, free rail travel 

shall be allowed. 

(iii) subject to the prior approval of the Head of Division, where an 

employee uses the employee’s own means of transport and the 

distance the employee is required to travel from the usual place of 

residence to the station or depot where the employee is temporarily 

working is greater than the distance the employee is required to travel 

from the usual place of residence to the station or depot where the 

employee is usually stationed will be paid the rate per kilometre as 

prescribed by the Public Service Award 1992 Schedule F and G for 

any additional distance travelled. The rates payable in this sub clause 

shall be adjusted in accordance with adjustments to Public Service 

Award 1992 Schedule F and G.  
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(iv) if an employee of the Network and Infrastructure Division is required 

to attend the depot and is transported to and from the work site by 

departmental vehicle, travel both ways between the depot and the 

work site shall be in the Employer’s time. 

(b) Providing nothing in this provision prevents the Employer from 

permanently transferring an employee to another location or relocating a 

workplace or home depot, in which case temporary travelling time 

provisions do not apply.  The provisions of this sub clause apply only to 

temporary changes in the usual travel requirements. 

(c) The provisions of this provision do not apply to an employee whose regular 

roster includes shifts that start or finish at stations or lines other than the 

usual home base, depot, station or location.  Provided that if such an 

employee is not working in their usual job, the only applicable payment for 

which the employee is eligible for travelling would be any applicable 

payment due under this sub clause. 

5.6. Away From Home and Meal Allowance  

5.6.1. This sub clause shall apply to any employee required by the Employer to carry 

out work at a location and remain away from home overnight, as the location 

does not reasonably allow the employee to return home on any such day.  

5.6.2. Where the Employer has accommodation of a reasonable standard available at the 

location or within reasonable proximity to it, the Employer may require the 

employee to use such accommodation.  

5.6.3. Where 5.6.2 above applies, the employee shall be paid an allowance of $53.60 

per day, except when the accommodation available includes dining facilities and 

meals provided by an on site cook in which case the an allowance of $40.70 per 

day shall be paid. The rates payable in this sub clause shall be adjusted in 

accordance with sub clause 5.7 - Adjustments to Allowances based on movement 

from the most recent March quarter index value of the ABS Consumer Price 

Index - 6401.0 Food and non-alcoholic beverages (Perth) and the March index 

value 12 months preceding. 

5.6.4. Where accommodation is not provided by the Employer, the employee shall be 

entitled to an allowance as  provided in sub clause 5.6.5to cover accommodation, 

meals and incidental expenses unless otherwise reimbursed or subject to other 

provisions agreed between the parties for claiming such expenses. The rates in 

sub clause 5.6.5 shall be adjusted in accordance with variations to Schedule I - 

Travelling, Transfer and Relieving Allowances in the Public Service Award 1992 

and as notified by Department of Mines, Industry Regulation and Safety, 

Government Sector Labour Relations Circular.   
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5.6.5. For hotel or motel occupied: 

Overnight Stay at: Employees 

Up to 42 days 

Employees with 

dependents 

After 42 days 

Employees without 

dependents 

After 42 days 

Hotel/Motel Perth 

Suburban Area 

$305.45 $152.70 $101.80 

Hotel/Motel  WA South 

of 26° Latitude  

$208.55 $104.30 $69.50 

Other than hotel/motel $93.65   

 

5.6.6. An employee in receipt of the reduced rate of allowance provided for above and 

required to be absent from the accommodation overnight and involving staying at 

a hotel/motel, shall be paid at the higher rate of allowance in that sub clause for 

the period away from that accommodation to which the reduced rate is being 

applied.  

5.6.7. An employee claiming the allowance provided for in the above sub clause shall 

provide the Employer with details of the accommodation occupied and 

certification of the occupancy.  

5.6.8. When an employee is required by the Employer to attend a training course, 

seminar or other such meetings, which involve an overnight stay away from the 

employee’s home, or lodging, the employee, at the discretion of the Employer, 

may be provided with accommodation and meals and if so provided shall be paid 

incidental allowance of $15.30 per day. The rates payable in this sub clause shall 

be adjusted in accordance with sub clause 5.7 - Adjustments to Allowances based 

on movement from the most recent March quarter index value of the ABS 

Consumer Price Index - 6401.0 All Groups CPI (Perth) and the March index 

value 12 months preceding. 

5.6.9. Any employee other than an employee absent from the employee’s home station 

on duty not being, an employee temporarily lodging away from the employee’s 

home station, shall be entitled to $13.00 for the second and succeeding meal.  

5.6.10. If such an employee in fact incurs expense additional to that which the employee 

would have incurred at the home station in procuring the employee’s first meal 

and submits proof satisfactory to the Employer of such additional expense, the 

employee shall be reimbursed the actual additional expense incurred up to a 

maximum of $13.00.  
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5.6.11. Where an employee, who is entitled to payment under the foregoing provisions of 

this sub clause, without being notified on the previous day, is required to continue 

working after the employee’s usual finishing time or rostered finishing time the 

employee shall be provided with any meal required or be paid $13.00 in lieu 

thereof, if the employee is required to so work for more than 1.75 hours or until 

after 1800 hours.  

5.6.12. The rates payable in sub clauses 5.6.9 to 5.6.11 shall be adjusted based on 

movement from the most recent March quarter index value of the ABS Consumer 

Price Index - 6401.0 Food and non-alcoholic beverages (Perth) and the March 

index value 12 months preceding. 

5.6.13. No away from home, meals, incidentals or travelling allowances shall be granted 

to any employee stationed in the suburban area in respect of any absence from the 

employee’s home station within the suburban area. Unless in special 

circumstances upon the approval of the Chief Executive Officer.   

5.6.14. Away from home and meal allowances will not be paid:  

(a) during any period of absence from duty unless such absence is due to illness 

or injury of the employee, and does not exceed one week; or   

(b) during any period of annual or long service leave. 

5.7. Adjustments To Allowances 

5.7.1. Allowances contained within relevant provisions of this Agreement and as 

summarised in 1 Schedule C – Allowances, are effective from the date of 

registration of the Agreement and shall be reviewed and adjusted in line with the 

methodology described in each sub clause and updated administratively during 

the life of the Agreement by an Industrial Circular issued by the Employer. 

6.  LEAVE  

6.1. Public Holidays  

6.1.1. The following days shall be observed as public holidays: New Year’s Day, 

Australia Day, Labour Day, Good Friday, Easter Sunday, Easter Monday, Anzac 

Day, Western Australia Day, Queen’s Birthday, Christmas Day, Boxing Day, and 

any other day proclaimed as a general public holiday. 

6.1.2. When any of the above mentioned days fall on a Saturday or Sunday, excluding 

Easter Sunday, the holiday shall be observed on the next succeeding Monday. 

Easter Sunday shall be observed as a holiday only on the proclaimed Sunday. 

When Boxing Day falls on a Sunday or a Monday the holiday shall be observed 

on the next succeeding Tuesday.   

6.1.3. In each case the substituted day shall be a holiday without deduction of pay and 

the day for which it is substituted shall not be a holiday. 
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6.1.4. Any hours worked on a public holiday from midnight to midnight, shall be paid at 

Double Time and a Half unless the Rostered Shift commenced before midnight 

and finished prior to 0300 hours, in which case time after midnight shall not be 

counted as time worked on a public holiday. 

6.1.5. Employees may elect to accrue a portion of the time worked on a public holiday 

and take this as time off in lieu of payment prescribed in sub clause 6.1.4, where 

this arrangement is requested and agreed by the Employer before working that 

public holiday.  Where this arrangement applies, payment for hours worked on 

the public holiday will exclude payment for time nominated for accrual. 

6.1.6. An employee who would have been rostered but is not required to work an 

ordinary shift because that shift falls on a public holiday, will be paid at the Total 

Wage Rate for the time the employee would have worked on that day had it not 

been a holiday. 

6.1.7. If a public holiday falls on a day on which an employee is not rostered for work, 

the employee will be paid an additional 7.6 or 8 hours pay at the employee’s 

Total Wage Rate.  

6.1.8. All time worked in excess of or outside of the usual working hours in any one day 

on a public holiday shall be paid at the rate of Double Time and a Half and it shall 

be the maximum penalty payable.   

6.1.9. When a public holiday falls within a period of approved paid leave, except long 

service leave and parental leave, such day shall be paid as a public holiday 

consistent with the above provisions of this sub clause. All holidays to be 

computed at 7.6 or 8 hours per day, (for a 38 or 40 hour week, respectively) at the 

Total Wage Rate. 

6.1.10. An employee who finishes a shift no later than 0400 hours on any holiday and is 

not again booked for duty for that day shall be treated as having had a paid 

holiday pursuant to sub clause 6.1.6. 

6.1.11. When an employee is off duty owing to leave without pay, illness or injury, 

including accidents on or off duty, except time for which the employee is entitled 

to claim personal leave, any holiday falling during such absence shall not be 

treated as a paid holiday. 

6.1.12. Where the employee, however, is on or is available for duty on the working day 

immediately preceding a paid holiday or resumes or is available for duty on the 

working day immediately following a holiday, the employee shall be entitled to a 

paid holiday on such holiday. 

6.1.13. In accordance with the long service leave conditions for State Government wages 

employees any holiday occurring during the period in which an employee is on 

long service leave shall be calculated as portion of the long service leave and 

extra days in lieu shall not be granted. 
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6.1.14. A Part Time Employee is entitled to the provisions of this clause provided that 

such holidays occur on a day which the employee is ordinarily contracted to 

work. 

6.2. Personal Leave 

6.2.1. There is no entitlement to authorised personal leave other than in accordance with 

this clause. 

6.2.2. Personal leave, in relation to an employee, means leave taken by the employee 

(a) because of personal circumstances affecting the employee; or 

(b) to provide care or support to a member of the employee’s family or 

household because of personal circumstances affecting the member. 

6.2.3. Personal circumstances means –  

(a) personal illness or injury affecting –  

(b) the employee; or 

(c) a member of the employee’s family or household; 

(d) an unexpected emergency affecting a member of the employee’s family or 

household. 

6.2.4. “Member of the employee’s family or household” means any of the following 

persons: 

(a) the employee’s spouse or de facto partner; 

(b) a child, step child or grandchild of the employee (including an adult child, 

step child or grandchild); 

(c) a sibling of the employee; 

(d) any other person who, at or immediately before the relevant time for 

assessing the employee’s eligibility to take leave, lived with the employee 

as a member of the employee’s household. 

6.2.5. Personal leave is not to be used for circumstances normally met by other forms of 

leave. 

Entitlement 

6.2.6. For each completed year of service, an employee shall be entitled to personal 

leave to the amount of: 

(a) 76 hours for employees working a 38 hour week; or 

(b) 80 hours for employees working a 40 hour week; or 

(c) 100 hours for signal maintainers.  
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6.2.7. Personal leave shall be paid for at the employee’s classified rate of pay (including 

any applicable shift penalties or established aggregation). 

(a) Paid personal leave will be debited for the actual number of rostered hours 

lost due to personal circumstances that the employee would have otherwise 

worked had they not been absent. 

6.2.8. Provided that if the employee was engaged on duties carrying a higher rate and 

was entitled to payment at that higher rate for the whole of the day or shift 

immediately prior to the employee ceasing duty the employee shall be paid for 

personal leave at that higher rate for the period the employee would have 

continued to work in the higher position had the employee not ceased duty 

because of personal circumstances. 

6.2.9. Personal leave entitlements due under this sub clause will accrue pro rata on a 

weekly basis. In sub clause 6.2.6, “year” does not include any period of unpaid 

leave. 

6.2.10. Part Time Employees accrue personal leave pro rata according to ordinary hours 

worked. 

6.2.11. Unused personal leave entitlements will accumulate from year to year and may be 

availed of in the next or succeeding years. 

6.2.12. Leave of absence due to personal circumstances is not authorised personal leave 

unless taken as entitlement under the terms and provisions of  sub clause 6.2.  

Unauthorised absence shall be unpaid time.  Unauthorised absence shall be 

discussed between an Employer and employee and where no reasonable 

explanation is provided to the Employer, the absence may be construed as 

misconduct warranting institution of disciplinary procedures, which may include 

termination of contract for serious or chronic instances. 

6.2.13. The employee is not entitled to be paid for any period of absence from work 

resulting from Personal Circumstances involving personal illness or injury 

affecting the employee if the circumstances are attributable to either of the 

following in the course of the employee’s employment –  

(a) The employee’s serious and wilful misconduct; or  

(b) The employee's gross and wilful neglect. 

6.2.14. Continuity of service and the accrual of leave will not be affected by an 

Employee taking paid personal leave. 
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Duty to Notify 

6.2.15. An employee unable to attend work as required due to personal circumstances 

must notify the Employer at least three hours before the required start time, or as 

soon as possible and in sufficient time as is reasonable to allow alternative relief 

arrangements to be made. Where there is no such notification, or where there are 

no reasonable grounds for not providing the notice, the employee my not be paid 

for the absence and the absence may be considered unauthorised in accordance 

with sub clause 6.2.12. 

Evidence 

6.2.16. An employee who claims to be entitled to paid or unpaid personal leave must 

provide the Employer evidence that would satisfy a reasonable person of the 

entitlement for any absence due to personal circumstances: 

(a) which occurs after four (4) separate absences without evidence in any one 

accruing year; 

(b) which exceed two (2) consecutive days. 

6.2.17. The following provides guidance as to the minimum requirement under 6.2.16 to 

constitute evidence that would satisfy a reasonable person: 

(a) a medical certificate from a medical practitioner confirming the employee is 

unfit for work; or  

(b) certificate from a pharmacist or registered health care provider; or  

(c) other evidence of the personal circumstances acceptable to a reasonable 

person. 

6.2.18. An employee who claims to be entitled to paid or unpaid personal leave under sub 

clause 6.2.2(b) for the provision of care or support to a member of the employee’s 

family or household because of personal circumstances affecting the member 

must: 

(a) provide evidence that would satisfy a reasonable person of the Employer of 

the personal circumstances of the member if requested by the employer to 

do so; and 

(b) provide evidence of the employee’s relationship and the nature of the 

support required to be provided to the member acceptable to a reasonable 

person if requested by the Employer to do so. 

6.2.19. The following provides guidance as to the minimum requirement under 6.2.18 to 

constitute evidence that would satisfy a reasonable person; 

(a) a medical certificate which refers to the illness or injury of the member of 

the employee’s family or household; 

(b) other certificate from a pharmacist or registered health care provider; 
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(c) a carer’s certificate from a hospital, health care service or registered health 

care provider; or 

(d) other evidence of the personal circumstances acceptable to a reasonable 

person. 

(e) Where an employee is ill or injured during a period of annual leave and 

produces at the time, or as soon as practicable thereafter, satisfactory 

medical evidence that the employee was confined to their place of residence 

or a hospital for a period of at least seven (7) consecutive calendar days, the 

Employer may grant, at a time convenient to the Employer, additional leave 

equivalent to the period of illness or injury falling within the rostered period 

of annual leave. 

6.2.20. Where an employee is ill or injured during a period of long service leave and 

produces at the time, or as soon as practicable thereafter, satisfactory medical 

evidence that the employee was confined to their place of residence or at hospital 

for a period of at least fourteen (14) consecutive calendar days, the Employer may 

grant, at a time convenient to the Employer, additional leave equivalent to the 

period of illness or injury falling within the rostered period of long service leave. 

Personal Leave Without Pay Whilst Ill or Injured 

6.2.21. Employees who have exhausted all of their personal leave entitlements and are ill 

or injured may apply for personal leave without pay. Employees are required to 

complete the necessary application and provide evidence to satisfy a reasonable 

person. The Employer shall not unreasonably withhold this leave. 

6.2.22. Personal leave without pay not exceeding a period of three months in a 

continuous absence does not affect salary increment dates, anniversary date of 

personal leave credits, long service leave entitlements or annual leave 

entitlements. Where a period of personal leave without pay exceeds three months 

in a continuous absence, the period in excess of three months is excised from 

qualifying service. 

6.2.23. Personal leave without pay is not available to employees who have exhausted all 

of their paid personal leave entitlements and are seeking leave for circumstances 

outlined in sub clause 6.2.2(b). However, other forms of leave, including unpaid 

carer’s leave and leave without pay, may be available. 
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Worker’s Compensation 

6.2.24. Where an employee suffers an “injury” within the meaning of section 5 of the 

Workers’ Compensation and Injury Management Act 1981, which necessitates 

that employee being absent from duty, personal leave with pay must be granted to 

the extent of personal leave credits. In accordance with section 80 (2) of the 

Workers’ Compensation and Injury Management Act 1981 where the claim for 

workers’ compensation is decided in favour of the employee, personal leave 

credit is to be reinstated and the period of absence shall be granted as personal 

leave without pay. 

6.2.25. Since January 1, 1953, a period of personal leave without pay granted to an 

employee on account of an illness compensable under the provisions of the 

Workers' Compensation Act, does not affect the anniversary date of personal 

leave credits, long service leave entitlements or annual leave entitlements 

provided the period of leave granted does not exceed six months in a continuous 

absence. Where the period of personal leave granted does not exceed six months 

in a continuous absence, only the period in excess of six months is excised from 

qualifying service. 

Unpaid Carer’s Leave 

6.2.26. Subject to the provisions of paragraph (b) of this sub clause, an employee is 

entitled to unpaid carer’s leave of up to two (2) days for each occasion (a 

“permissible occasion”) on which a member of the employee’s family or 

household requires care or support because of: 

(a) personal circumstances affecting the member; or 

(b) the birth of a child of the member. 

6.2.27. An employee is entitled to unpaid carer’s leave for a particular permissible 

occasion only if the Employee cannot take paid personal leave during the period. 

6.2.28. The definition of a member of the employee’s family or household is the same as 

provided in sub clause 6.2.4. 

6.2.29. The Employer may grant an employee unpaid carer’s leave in excess of two (2) 

days. 

6.2.30. Unpaid carer’s leave may be taken on an hourly basis. 

War-Caused Illness 

6.2.31. An employee who produces evidence from the Department of Veterans’ Affairs 

stating that the employee has a war-caused illness will be credited special paid 

leave of 15 working days per annum. 
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6.2.32. Paid leave under this sub clause: 

(a) may accumulate up to a maximum of 45 working days; 

(b) is to be recorded separately to the employee’s normal personal leave 

entitlement; 

(c) is only to be accessed for sickness related to the war-caused illness; and 

(d) may be accessed despite normal personal leave credits being available. 

6.2.33. An application for paid leave under this clause is to be supported by evidence that 

would satisfy a reasonable person of the entitlement.  

6.3. Family and Domestic Violence Leave 

6.3.1. In recognition that employees sometimes face situations of violence or abuse in 

their personal life that may affect their attendance or performance at work the 

Employer has agreed to the leave which is the subject of this clause.  The 

Employer is committed to providing support to employees that experience family 

and domestic violence.  

6.3.2. An employee will not be discriminated against or have adverse action taken 

against them because of their disclosure of, experience of, or perceived 

experience of, family and domestic violence. 

6.3.3. The Employer does not tolerate employees perpetrating family and domestic 

violence in or from the workplace.  Employees must not use work facilities to 

perpetrate family and domestic violence.  Any such conduct is a breach of 

employment obligations and any employees who do so will face disciplinary 

action. 

Definition of Family and Domestic Violence 

6.3.4. The meaning of family and domestic violence is in accordance with the definition 

of “family violence” in the Restraining Orders Act 1997 (Section 5A). To avoid 

doubt, this definition includes behaviour that: 

(a) is physically or sexually abusive; 

(b) is emotionally or psychologically abusive; 

(c) is economically abusive; 

(d) is threatening; 

(e) is coercive; 

(f) in any other way controls or dominates the family or household member 

and causes that person to feel fear for their safety or wellbeing or that of 

another person; or 

(g) causes a child to hear or witness, or otherwise be exposed to the effects of, 

such behaviour. 
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Access to Family and Domestic Violence Leave 

6.3.5. In accordance with the following sub clauses, an employee, including a Casual 

Employee, may make application for leave to deal with activities related to family 

and domestic violence.  The Employer will assess each application and give 

consideration to the personal circumstances of the employee seeking the leave. 

6.3.6. Such activities related to family and domestic violence may include attendance at 

medical appointments, legal proceedings; counselling; appointments with a 

medical or legal practitioner; relocation or making other safety arrangements; and 

other matters of a compassionate or pressing nature related to the family and 

domestic violence which arise without notice and require immediate attention. 

6.3.7. Subject to sub clauses 6.3.5 and 6.3.6, an employee experiencing family and 

domestic violence will have access to 10 non-cumulative days per year of paid 

family and domestic violence leave, in addition to their existing leave 

entitlements. 

6.3.8. Upon exhaustion of the leave entitlement in sub clause 6.3.7, Employees will be 

entitled to up to two days unpaid family and domestic violence leave on each 

occasion. 

6.3.9. Family and domestic violence leave does not affect salary increment dates, long 

service leave entitlements or annual leave entitlements.  

6.3.10. Subject to the Employer’s approval of the application, family and domestic 

violence leave may be taken as whole or part days off. 

6.3.11. Application of the leave entitlement for Casual Employees will apply to the 

extent of their agreed working arrangements. 

Notice and Evidentiary Requirements  

6.3.12. The employee shall give their Employer notice as soon as reasonably practicable 

of their request to take leave under this clause. 

6.3.13. Supporting evidence of family and domestic violence may be required to access 

paid leave entitlements however this should not be onerous on the employee.  

Leave can be granted without supporting documentation when the manager/ 

supervisor is satisfied that it is not required. 

6.3.14. Evidence may include a document issued by the police, a court, a legal service, a 

health professional, or a counsellor, a financial institution, a family violence 

support service or a refuge service.  A statutory declaration may also be provided. 

6.3.15. Such evidence will be dealt with in accordance with the confidentiality provisions 

in this clause.  Only the employee will retain a copy of the evidence and 

information will not be kept on an employee's personnel file, unless otherwise 

agreed. 
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Access to Other Forms of Leave 

6.3.16. Subject to the leave provisions of this Agreement, an employee experiencing 

family and domestic violence may use other leave entitlements. 

6.3.17. Subject to the Employer’s approval of the application, and sufficient leave credits 

being available, leave may be taken as whole or part days off. 

6.3.18. Forms of other paid leave include: 

(a) personal leave entitlements; 

(b)  annual leave; 

(c) accrued long service leave; and/or 

(d) purchased leave. 

6.3.19. Approval of leave without pay is subject to the provisions of this Agreement. 

Confidentiality 

6.3.20. The Employer will take all reasonable steps to ensure any information disclosed 

by employees regarding family and domestic violence is kept strictly confidential.  

Disclosure will be on a need-to-know basis only and only to maintain safety. 

Where possible, disclosure will only occur with the express consent of the 

Employee. 

6.3.21.  Employers will take reasonable steps to ensure any information or 

documentation provided by an employee regarding family and domestic violence 

is kept confidential.  Generally speaking, only the employee will retain a copy of 

evidence for accessing family and domestic violence leave and information will 

not be kept on an employee’s personnel file. 

6.3.22. Subsequent disclosure within an organisation should be on a need-to-know basis, 

for example if there is a potential for workplace safety to be impacted and 

generally with the consent of the employee. 

6.3.23. This clause does not override any legal obligations to disclose information. 

Contact Person  

6.3.24. The Employer will identify contact/s within the workplace who will be trained in 

family and domestic violence and associated privacy issues.  The Employer will 

advertise the name of any family and domestic violence contacts within the 

workplace. 
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Individual Support 

6.3.25. Where there is a risk to the personal health or safety of an employee who is 

experiencing or has experienced family and domestic violence, the Employer, 

where appropriate, may: 

(a) facilitate flexible working arrangements, such as changes to hours/days 

worked, working different days or length of days, changed shift/rostering 

arrangements, in accordance with the provisions of this Agreement; and/or 

(b) make workplace modifications including changes to the employee’s 

telephone number and email address and, where appropriate/practicable, the 

employee’s work location. 

(c) An employee who is experiencing or has experienced family and domestic 

violence may access confidential counselling support via the Employer’s 

EAP. 

(d) Workplace Safety 

6.3.26. Where an employee raises issues of family and domestic violence the Employer 

should establish with the employee the level of risk and seek advice from their 

human resource/safety specialist to review and implement specific safety and 

emergency management systems and plans. 

6.3.27. With the exception of access to the Employer’s EAP which is available to all 

employees, the provisions of this clause are only applicable to employees who are 

victims of family and domestic violence. 

6.4. Bereavement Leave 

6.4.1. Employees shall, on the death of: 

(a) the spouse or de-facto partner of the employee; 

(b) a former spouse or former de-facto partner of the employee; 

(c) a child, step-child, foster child or grandchild of the Employee (including an 

adult child, step-child or grandchild); 

(d) a parent, step-parent, foster parent or grandparent of the employee; 

(e) a parent in law or former parent in law of the employee; 

(f) a brother, sister, step brother or step sister of the employee; or 

(g) any other person who, immediately before that person's death, lived with 

the employee as a member of the employee’s household; 

be eligible for up to three days’ paid bereavement leave. 
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6.4.2. The Employer will not unreasonably withhold approval to grant bereavement 

leave to an employee in respect of some other person with whom the employee 

had a special relationship, on the request of the employee.  

6.4.3. The three days need not be consecutive. 

6.4.4. Bereavement leave is not to be taken during any other period of leave, including 

periods of unpaid leave. 

6.4.5. Payment of such leave may be subject to the employee providing evidence, if so 

requested by the Employer, of the death or relationship to the deceased that would 

satisfy a reasonable person. 

6.4.6. An employee requiring more than three days’ bereavement leave in order to travel 

interstate or overseas in the event of a death of a person referred to in sub clause 

6.4.1 or 6.4.2 may, upon providing adequate proof, in addition to any 

bereavement leave to which the employee is eligible, have immediate access to 

annual leave and/or accrued long service leave or leave without pay provided all 

accrued leave is exhausted. 

6.4.7. Travelling time for Regional Employees  

(a) Subject to prior approval from the Employer, an employee entitled to 

bereavement leave and who, as a result of such bereavement, travels to a 

location within Western Australia that is more than 240 km from their 

workplace will be granted paid time off for the travel period undertaken in 

the employee’s ordinary working hours up to a maximum of 15 hours per 

bereavement. The Employer will not unreasonably withhold approval. 

(b) The Employer may approve additional paid travel time within Western 

Australia where the employee can demonstrate to the satisfaction of the 

Employer that more than two days travel time is warranted. 

6.4.8. The provisions of clauses 6.4.7(a) and 6.4.7(b) apply as follows. 

(a) An employee employed on a fixed term contract for a period greater than 12 

months, shall be credited with the same entitlement as a permanent 

employee for each full year of service and pro rata for any residual portion 

of employment.   

(b) An employee employed on a fixed term contract for a period less than 12 

months shall be credited with the same entitlement on a pro rata basis for 

the period of employment. 

(c) A Part Time Employee shall be entitled to the same entitlement as a full 

time employee for the period of employment, but on a pro rata basis 

according to the number of ordinary hours worked each fortnight. 

(d) For Casual Employees, the provisions apply to the extent of their agreed 

working arrangements. 
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6.5. Employee Initiated Cash Out Of Accrued Annual Leave or Long Service 

Leave 

6.5.1. The parties agree on the importance of employees taking annual leave and long 

service leave for the purposes of rest and recreation.   

6.5.2. This sub clause, however, recognises that notwithstanding the importance of 

leave referred to in sub clause 6.5.1, some employees may have excess annual 

leave or long service leave.  This sub clause at the initiative of the employee 

provides for employees to receive payment in lieu of some of their unutilised 

accrued annual leave and long service leave.  

6.5.3. Subject to sub clause 6.5.4, the Employer and employee may agree that the 

employee forego part of the employee’s entitlement to accrued annual leave in 

exchange for equivalent payment at the rate which would have applied had the 

leave been taken at the time the agreement is made. 

6.5.4. The following criteria shall apply to the cashing out of accrued annual leave: 

(a) the employee initiates a written request, to their Employer, to cash out 

accrued annual leave; 

(b) the Employer agrees in writing to the request by the employee; 

(c) there is an annual leave entitlement that has accrued in previous years; 

(d) no more than 50% of the employee’s total accrued annual leave entitlement 

can be cashed out; 

(e) the remaining entitlements are not less than two weeks accrued annual 

leave, which the employee agrees to take in that year; 

(f) each instance of cashing out of annual leave must be a separate written 

agreement between the Employer and employee; and 

(g) annual leave accruing in the year the request for cashing out is made cannot 

be cashed out in that year. 

6.5.5. Subject to sub clause 6.5.5, the Employer and employee may agree that the 

employee forego part or all of the employee’s entitlement to accrued long service 

leave in exchange for equivalent payment at the rate which would have applied 

had the leave been taken at the time the agreement is made. 

6.5.6. The following criteria shall apply to the cashing out of accrued long service 

leave: 

(a) there is an existing accrued long service leave entitlement; 

(b) the employee initiates a written request, to their Employer, to cash out any 

portion of accrued long service leave; 

(c) the Employer agrees in writing to the request by the employee; and 
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(d) each instance of cashing out of long service leave must be a separate written 

agreement between the Employer and employee. 

6.5.7. It is the employee’s responsibility to seek information on any taxation 

implications arising from the payout of annual leave or long service leave. 

6.6. Annual Leave and Annualisation Of Leave Loading  

6.6.1. Employees, other than those required to work over the seven days of the week or 

the 24 hours of the day, shall, depending on their classification, be entitled to 

either 152 (38 hour week employees) or 160 hours (40 hour week employees) of 

annual leave per year after 12 months of continuous service. 

6.6.2. Continuity of service and the accrual of leave will not be affected by an employee 

taking annual leave. 

6.6.3. Additional Week of Annual Leave  

(a) Employees working 24 hour/7 day continuous Shift Work rosters, or 

continuously rostered on consecutive night shifts, shall be allowed an 

additional week’s annual leave each year on full pay in addition to the leave 

prescribed under sub clause 6.6.1 above (i.e. five times the average weekly 

ordinary hours. 

(b) This provision of this sub clause shall also apply to any other employee 

whose ordinary hours of work can be extended over Saturdays, Sundays 

and holidays and whose hours of duty vary throughout the 24 hours of the 

day. 

(c) Notwithstanding anything elsewhere contained in this Agreement, this sub 

clause shall not apply to any employee whose ordinary hours of work must 

be completed between Monday to Friday inclusive, except where expressly 

provided for in a term of this Agreement 

6.6.4. Annual leave entitlements shall accrue pro rata on a weekly basis as hours, as 

prescribed under the Minimum Conditions of Employment Act 1993. 

6.6.5. Employees shall be paid for annual leave at their classified rate of pay when such 

annual leave is taken: Provided that if within two weeks before such annual leave 

is taken the employee is acting in a higher capacity and has been so acting for a 

period of not less than two months the annual leave shall be paid for at the rate 

applicable to such higher capacity position.  

6.6.6. No deduction shall be made from annual leave for the period any employee is off 

duty on paid personal leave.  In the case of personal leave without pay for which 

a medical certificate has been provided only that period in excess of three months 

shall be deducted from qualifying service for annual leave. 
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6.6.7. Part Time Employees 

(a) Part Time Employees will be granted annual leave in the proportion that the 

number of ordinary hours worked bear to Full Time Employees and:  

(b) for employees who consistently worked a regular number of ordinary hours 

during the whole of their qualifying service, they will continue to be paid 

on that basis during their leave;  

(c) for employees who worked a varying number of weekly hours during their 

qualifying service, they will be paid on the basis of the average ordinary 

hours worked during their  qualifying service;  

(d) For the purposes of this sub clause ‘qualifying service’ means:   

(i) the 52 weeks immediately prior to the taking of the annual leave; or   

(ii) where the employee has been employed in a part time capacity for 

less than 52  weeks, the period of part time employment.  

6.6.8. Clearing Leave Entitlements 

(a) Unless otherwise agreed between the Employer and the employee, annual 

leave is to be taken each year by the employee. 

(b) Notwithstanding, sub clause 6.6.8(a) above, annual leave may be cleared in 

more than one part, consistent with the following conditions: 

(i) an employee may, with the consent of the Employer, take short-term 

annual leave, not exceeding five days in any leave year; and 

(ii) with the consent of the Employer, annual leave may be deferred and 

accrue beyond one year’s entitlement. 

6.6.9. Annual Leave Roster 

(a) The Employer shall post a roster showing the planned dates for clearance of 

annual leave by Shift Work employees.  The leave rostering arrangements 

shall provide for employees to share equitably the opportunity for clearance 

of a leave at particular seasons and periods of demand. 

(b) For purposes of constructing this roster, each employee will be required to 

nominate a preferred commencement date or dates for the clearance of the 

accrued leave.  Such dates are to be within 12 months from the date at 

which the annual leave became due.  During the Royal Show period, annual 

leave clearance will be minimised to meet increased service requirements. 

(c) Where an employee does not nominate dates for the clearance of leave the 

Employer may designate a date for clearance of the leave within 12 months 

of that leave falling due.  Where directed, the Employer shall give 30 days 

notice to employees of the day on which the annual leave is to commence. 
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(d) The provisions of this sub clause are subject to Section 25 of the Minimum 

Conditions of Employment Act 1993 which provides that an employee may 

give the Employer two weeks’ notice of the employee’s intention to take 

annual leave, the entitlement to which accrued more than 12 months before 

that time, where the Employer and the employee have not agreed when the 

employee is to take their annual leave. 

6.6.10. Annualised Leave Loading 

(a) For the purpose of annualising leave loading, a value of 1.3% is added to 

the Base Wage Rate and factored into the Ordinary Wage Rates for 

employees on four weeks annual leave and 1.9% is added to the Base Wage 

Rate and factored into the Ordinary Wage Rate for employees required to 

work over the seven days and/or 24 hours of the day  

(b) The amount of annual leave loading for employees entitled to four weeks’ 

annual leave for each completed year of service shall not exceed a rate 

equivalent to 17.5% of four weeks’ salary of a General Division Level 8.1 

employee as per Schedule 2 – General Division Salaries under the Public 

Sector CSA Agreement 2022 (or its replacement agreement) as at 1 January 

in the calendar year in which the leave commences. The rates applicable 

until the end of calendar year 2023 are shown in the following table. 

Maximum Leave Loading for annual leave: Maximum  

Commencing on or after 1 January 2022 $1,828.90 

Commencing on or after 1 January 2023 $1,883.76 

(c) The amount of annual leave loading for employees entitled to five weeks’ 

annual leave for each completed year of service shall not exceed an amount 

of 5/4th of a rate equivalent to 17.5% of four weeks’ salary of a General 

Division Level 8.1 employee as per Schedule 2 – General Division Salaries 

under the Public Sector and CSA Agreement 2022 (or its replacement 

agreement) as at 1 January in the calendar year in which the leave 

commences. The rates applicable until the end of calendar year 2023 are 

shown in the following table. 

Maximum Leave Loading for annual leave: Maximum  

Commencing on or after 1 January 2022 $2,286.13 

Commencing on or after 1 January 2023 $2,354.70 
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6.7. Additional Day for Easter Sunday 

6.7.1. Permanent and fixed term contract employees will be provided an additional day 

of paid leave for Easter Sunday.  

6.7.2. The day of paid leave will be made available to the employee regardless of 

whether the employee would normally be expected to work on that date. 

6.7.3. The day of paid leave accrues on the date that Easter Sunday falls each calendar 

year. 

6.7.4. The day of leave:  

(a) is not available to an employee who is on any period of leave without pay; 

(b) is paid at the Total Wage Rate; 

(c) can be added to annual leave or taken individually; 

(d) must be taken in the calendar year in which it occurs; 

(e) will be forfeited if not taken in the year in which it occurs; and 

(f) is not to be paid out on termination of employment. 

6.8. Long Service Leave 

6.8.1. An employee shall be entitled to 13 weeks paid long service leave on the 

completion of 10 years continuous service and an additional 13 weeks paid long 

service leave for each subsequent period of seven years of continuous service 

completed by the employee.  

6.8.2. Where a public holiday falls within an employee’s period of long service leave 

such day shall be deemed to be a portion of the long service leave and no other 

payment or benefit shall apply.  

6.8.3. Long service leave may be taken in periods one day or more, at a mutually agreed 

time.   

6.8.4. By agreement with the Employer, the entitlement can be taken as follows: 

(a) 13 weeks on full pay; 

(b) 26 weeks on half pay; or 

(c) 6.5 weeks on double pay. 

6.8.5. Subject to sub clause 6.8.4, an employee can take their long service leave 

entitlement in any combination of full, half, and double pay. 

6.8.6. Long service leave shall be paid at the employee’s rate of pay as prescribed in the 

wages clause or as specified for rostered employees.  
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6.8.7. An employee will only be entitled to pro rata long service leave if their 

employment is terminated:  

(a) by the Employer for other than disciplinary reasons;  

(b) due to the retirement of the employee on the grounds of ill health;  

(c) due to the death of the employee, in which case the payment would be made 

to the employee’s estate;  

(d) due to employee’s retirement at the age of 55 years or over, provided 12 

months continuous service has been completed prior to the day from which 

the retirement takes effect;  

(e) for the purpose of entering an Invitro Fertilisation Programme, provided the 

employee has completed three years service and produces written 

confirmation from an appropriate medical authority of the dates of 

involvement in the programme; or  

(f) due to employees resignation for pregnancy, provided the employee has 

completed more than three years and produces certification of such 

pregnancy and the expected date of birth from a legally qualified medical 

practitioner.   

6.8.8. For the purposes of determining long service leave entitlement, the expression 

“continuous service” includes any period during which the employee is absent on 

paid leave but does not include any period exceeding two continuous weeks 

during which the employee is absent on leave without pay.  

6.8.9. Continuity of service shall not be broken by the absence of the employee on any 

form of approved paid leave or by the standing down of an employee under the 

terms of this Agreement.  

6.8.10. The Employer may direct an employee to take a long service entitlement that has 

been accrued for more than three years.  

6.8.11. Where an employee is directed to take long service leave entitlement, it will be 

taken within 12 months of the direction, at a time agreed between the Employer 

and the employee.  

6.8.12. Where a time cannot be agreed within the 12 month period, the Employer will 

determine the date on which the employee will be required to start long service 

leave. Provided that the Employer shall give at least 30 days notice to the 

employee of the day on which the long service leave is to commence.  
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6.9. Cultural and Ceremonial Leave 

6.9.1. Cultural and or ceremonial leave shall be available to all employees. 

6.9.2. Such leave shall include leave to meet the employee’s customs, traditional law 

and to participate in cultural and ceremonial activities.  

6.9.3. Employees are entitled to time off without loss of pay for cultural or ceremonial 

purposes, subject to agreement between the Employer and employee and 

sufficient leave credits being available.  

6.9.4. The Employer will assess each application for ceremonial or cultural leave on its 

merits and give consideration to the personal circumstances of the employee 

seeking the leave.  

6.9.5. The Employer may request reasonable evidence of the legitimate need for the 

employee to be allowed time off.  

6.9.6. Cultural or ceremonial leave may be taken as whole or part days off.  Each day, 

or part thereof, shall be deducted from:  

(a) the employee’s annual leave entitlements (where applicable);  

(b) the officer’s accrued long service leave entitlements, but in full days only, 

or  

(c) accrued days off.  

6.9.7. Time off without pay may be granted by arrangement between the Employer and 

the employee for cultural or ceremonial purposes. 

6.10. Cultural leave for Aboriginal and Torres Strait Islanders 

6.10.1. Employees who identify as Aboriginal or Torres Strait Islanders (ATSI) are 

entitled to paid cultural leave which can be accessed to participate in any of the 

following: 

(a) cultural and ceremonial obligations under ATSI lore, customs or traditional 

law; and 

(b) community cultural events such as NAIDOC Week activities, 

Reconciliation Week or Coming of the Light festivals.  

6.10.2. Up to five days of paid cultural leave per calendar year will be available under 

this clause. The leave need not be taken in one continuous period. Paid cultural 

leave will not accrue from year to year and will not be paid out on termination. 

6.10.3. The Employer will assess each application for cultural leave on its merits and 

give consideration to the personal circumstances of the employee seeking the 

leave.  

6.10.4. The Employer may request reasonable evidence of the legitimate need for the 

employee to be allowed time off.  
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6.10.5. If an Employer requires an employee to attend to business associated with an 

ATSI organisation, or an organisation that works to facilitate ATSI interests, the 

attendance is considered to be a part of the employee’s normal duties and the 

employee need not access leave under this or any other clause to enable it.  

6.10.6. Cultural leave granted under this clause is in addition to the leave provided by sub 

clause 6.4– Bereavement Leave and sub clause 6.9 – Cultural and Ceremonial 

Leave of this Agreement.  

6.11. Blood and/or Plasma Donors Leave 

6.11.1. Subject to operational requirements, employees shall be entitled to absent 

themselves from the workplace in order to donate blood and or plasma in 

accordance with the following general conditions:  

(a) prior arrangements with the supervisor has been made and at least two 

days’ notice has been provided; or  

(b) the employee is called upon by the Red Cross Blood Centre.  

6.11.2. The notification period shall be waived or reduced where the line manager is 

satisfied that operations would not be unduly affected by an employee’s absence.  

6.11.3. Employees shall be required to provide proof of attendance at the Red Cross 

Blood Centre upon return to work.  

6.11.4. Employees shall be entitled to two hours of paid leave per donation for the 

purpose of donating blood or plasma to the Red Cross Blood Centre. 

6.12. Witness And Jury Service 

Witness Service 

6.12.1. An employee subpoenaed or called as a witness to give evidence in any 

proceeding shall:  

(a) notify the Employer as soon as practicable; and  

(b) Provide to the Employer on request evidence that would satisfy a 

reasonable person of any entitlement claimed in relation to giving that 

evidence under this provision. 

6.12.2. Where an employee is subpoenaed or called as a witness to give evidence in an 

official capacity, that employee shall be granted by the Employer leave of 

absence with pay, but only for such period as is required to enable the employee 

to carry out duties related to being a witness.  If the employee is on any form of 

paid leave, the leave involved in being a witness will be reinstated.  If the 

employee is on a rostered day off and has complied with sub clause 6.12.1, the 

Employer shall on request roster an alternative rostered day off. The employee is 

not entitled to accept any witness fee.  
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6.12.3. An employee subpoenaed or called as a witness to give evidence in an official 

capacity shall, in the event of non-payment of the proper witness fee or travelling 

expenses as soon as practicable after the default, notify the Employer. 

6.12.4. An employee subpoenaed or called, as a witness on behalf of the Crown and/or 

the State, not in an official capacity shall be granted leave with full pay 

entitlements.  If the employee is on any form of paid leave, this leave shall not be 

reinstated as such witness service is deemed to be part of the employee's civic 

duty.  The employee is not entitled to accept any witness fees. 

6.12.5. An employee subpoenaed or called as a witness under any other circumstances 

other than specified in sub clauses 6.12.2 and 6.12.4 of this provision shall be 

granted leave of absence without pay except when the employee makes an 

application to clear accrued leave in accordance with the provisions of this 

Agreement. 

Jury Service 

6.12.6. An employee required to serve on a jury shall as soon as practicable after being 

summoned to serve, notify the supervisor/manager who shall notify the 

Employer. 

6.12.7. An employee required to serve on a jury shall be granted paid leave of absence by 

the Employer, but only for such period as is required to enable the employee to 

carry out duties as a juror.   

6.12.8. The parties acknowledge that as at the date of registration of this agreement the 

Employer is required under the Juries Act 1975 to pay an employee the earnings 

that the employee could reasonably expect to have been paid while doing jury 

service. Where an employee would otherwise have been allocated to relief work 

while doing jury service, payment of the Base Wage Rate plus a 20% loading will 

reflect the employee’s reasonable expectation of payment during that period.   

6.12.9. An employee granted leave of absence as prescribed in sub clause 6.12.7 of this 

provision is not entitled to accept any juror's fees. 
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6.13. Maternity Leave 

6.13.1. Eligibility 

(a)  

(i) A pregnant permanent, fixed term contract or eligible Casual 

Employee 

is entitled to unpaid maternity leave on the birth of a child. 

(ii) The period of leave for a fixed term contract employee shall not 

extend beyond the term of that contract. 

(iii) An employee is eligible, without concluding their maternity leave and 

resuming duty, for subsequent periods of maternity leave, including 

paid maternity leave, in accordance with the provisions of this sub 

clause. 

(b) A pregnant permanent or fixed term employee must have completed 12 

months continuous service in the Public Sector immediately preceding the 

maternity leave in order to receive the forms of paid leave as provided for 

by this sub clause. 

(c) An employee on a period of leave without pay unrelated to maternity leave, 

adoption leave or other parent leave must resume duties prior to being 

entitled to paid maternity leave in accordance with the eligibility 

requirements. 

6.13.2.  

(a) A pregnant eligible Casual Employee is entitled to unpaid maternity leave 

only. 

(b) For the purposes of this sub clause an eligible Casual Employee means a 

Casual Employee employed by the Employer: 

(i) on a regular and systematic basis for several periods of employment 

with a break of no more than three months between each period of 

employment and where the combined length of the periods of 

employment are at least 12 months and the breaks of employment 

were the result of the Employer’s initiative; or 

(ii) on a regular and systematic basis for a sequence of periods of 

employment during a period of at least 12 months; and, but for the 

birth or adoption of a child the employee has a reasonable expectation 

of continuing engagement on a regular and systematic basis. 

(c) Service performed by an eligible Casual Employee for a Public Sector 

Employer shall count as service for the purposes of determining 12 months 

continuous service as per sub clause 6.13.1 and 6.13.2 where: 
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(i) the eligible Casual Employee has become a permanent or fixed term 

contract employee with the same Employer; and 

(ii) the break between the period of eligible casual employment and 

permanent or fixed term contract employment is no more than three 

months. 

6.13.3. Notice Requirements 

(a) An eligible employee shall give at least eight weeks written notice of: 

(i) their intention to proceed on paid or unpaid maternity leave; 

(ii) the date the employee proposes to commence paid or unpaid 

maternity leave; and 

(iii) the period of leave to be taken. 

(b) An employee who has given their Employer notice of their intention to take 

maternity leave shall provide the Employer with a medical certificate from 

a registered medical practitioner naming the employee, confirming the 

pregnancy and the estimated date of birth. 

(c) An employee is not in breach of sub clause 6.13.3(a) by failing to give the 

required period of notice if such failure is due to the birth of the child taking 

place prior to the date the employee had intended to proceed on maternity 

leave. 

(d) An employee proceeding on maternity leave may elect to take a shorter 

period of maternity leave to that provided by this sub clause and may at any 

time during that period elect to reduce or seek to extend the period stated in 

the original application, provided four weeks written notice is provided. 

6.13.4. General Entitlement to Maternity Leave 

(a) Subject to the requirements of this sub clause an eligible employee is 

entitled to 52 weeks unpaid maternity leave. 

(b)  

(i) Subject to the requirements of this sub clause an eligible employee is 

entitled to 14 weeks paid maternity leave that will form part of the 52 

week unpaid entitlement; 

(ii) The 14 week period of paid maternity leave is inclusive of any public 

holidays falling within that time; 

(iii) The period of paid maternity leave can be extended by the employee 

taking double the leave on a half-pay basis and its effect is in 

accordance with sub clause 6.13.15. 

(c)  
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(i) An employee must take maternity leave in one continuous period with 

the exception of Special Temporary Employment or Special Casual 

Employment pursuant to sub clause 6.13.12(a); and 

(ii) Unpaid Special Maternity Leave pursuant to sub clause 6.13.8 

(d) Except for leave provided under sub clause 6.15.3(f) and 6.16 - Partner 

Leave of this Agreement, only one parent can proceed on Maternity, 

Adoption or other parent leave at any one time. 

(e) Where less than the 52 weeks maternity leave is taken paid or unpaid, the 

unused portion of the leave cannot be banked or preserved in any way. 

(f)  

(i) Notwithstanding sub clause 6.13.4(d) above, paid maternity leave 

may be taken in more than one period by an employee who meets the 

requirements of sub clause 6.13.5(d). 

(ii) Unpaid maternity leave may be taken in more than one continuous 

period where the employee undertakes special temporary employment 

or special casual employment in accordance with sub clause 

6.13.12(a) – Employment During Unpaid Maternity Leave.  In these 

circumstances, the provisions of sub clause 6.13.12(a) – Employment 

During Unpaid Maternity Leave, shall apply. 

(g)  

(i) Where both parents are employed in the Public Sector an entitlement 

to paid or unpaid maternity leave, adoption leave or other parent leave 

or parental leave provided for by another industrial agreement can be 

shared; 

(ii) the entitlement provided to the employees shall not exceed the paid 

Maternity, Adoption or other parent leave quantum for one employee 

or its half pay equivalent; and 

(iii) the employees may only proceed on paid and/or unpaid Maternity, 

Adoption or other parent leave at the same time in exceptional 

circumstances with the approval of the Employer or as provided for 

under sub clause 6.13.4(d).  This does not prevent an employee from 

taking paid or unpaid partner leave as prescribed by sub clause 6.13.4 

– Partner Leave of this Agreement. 
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6.13.5. Payment for Paid Maternity Leave 

(a)  

(i) Subject to sub clause 6.13.5(c), a Full Time Employee proceeding on 

paid maternity leave is to be paid according to their ordinary working 

hours at the time of commencement of maternity leave.  Shift and 

weekend penalty payments are not payable during paid maternity 

leave. 

(ii) Subject to sub clause 6.13.5(c), payment for a Part Time Employee is 

to be determined according to an average of the hours worked by the 

employee over the preceding 12 months; or their ordinary working 

hours at the time of commencement of maternity leave, exclusive of 

shift and weekend penalties, whichever is greater. 

(b) An employee may elect to receive pay in advance for the period of paid 

maternity leave at the time the maternity leave commences or, may elect to 

be paid the entitlement on a fortnightly basis over the period of the paid 

maternity leave. 

(c)  

(i) An employee in receipt of a higher duties allowance for a continuous 

period of 12 months immediately prior to commencing paid maternity 

leave, is to continue to receive the higher duties allowance for the first 

four weeks of paid maternity leave. 

(ii) An employee who is entitled to be paid higher duties allowance in 

accordance with sub clause 6.13.5(c) and elects to take paid maternity 

leave at half pay will be paid the higher duties allowance at the full 

rate for the first four weeks only. 

(d) An employee is entitled to remain on paid maternity leave if the pregnancy 

results in other than a live child; or the employee is incapacitated following 

the birth of the child; or the child dies or is hospitalised such that the 

employee or the employee’s partner is not providing principal care to the 

child. 

(e) Where an employee is on a period of half pay maternity leave and their 

employment is terminated through no fault of the employee, the employee 

shall be paid out any period of unused paid maternity leave equivalent to 

the period of leave the employee would have accessed had they been on full 

pay maternity leave when their termination occurred. 

(f) An employee eligible for a subsequent period of paid maternity leave as 

provided for under sub clause 6.13.1(a)(iii) shall be paid the maternity leave 

as follows: 
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(i) According to the employee’s status, classification and ordinary 

working hours at the time of commencing the original period of paid 

maternity leave; and 

(ii) Not affected by any period of special temporary employment or 

special casual employment undertaken in accordance with sub clause 

6.13.12(a) – Employment During Unpaid Maternity Leave. 

6.13.6. Commencement of Maternity Leave 

(a) The period of paid leave can commence up to six weeks prior to the 

expected date of birth of the child. 

(b) The period of unpaid leave can commence up to six weeks prior to the 

expected date of birth of the child or earlier if the Employer and employee 

so agree, but must not start later than the birth of the child. 

(c)  

(i) If the Employer has reason to believe that the continued performance 

of duties by a pregnant employee renders danger to herself, fellow 

employees or the public, the employee may be required to obtain and 

provide a medical certificate stating that the employee is fit to work in 

her present position for a stated period. 

(ii) The Employer shall pay the fee for any such examination. 

(iii) Where an employee is deemed to be unfit to work in her present 

position, the provisions of sub clause 6.13.7 – Modification of Duties 

and Transfer to a Safe Job, may apply. 

(d)  

(i) Where the pregnancy of an employee terminates other than by the 

birth of a living child, not earlier than 20 weeks before the expected 

date of the birth, the entitlement to paid maternity leave remains intact 

and subject to the eligibility requirements of this sub clause. 

(ii) Such paid maternity leave cannot be taken concurrently with any paid 

personal leave taken in this circumstance. 

(e) The period of paid maternity leave must be concluded within 12 months of 

the birth of the child. 

(f)  

(i) The Employer may, in exceptional circumstances, allow an employee 

to take paid maternity leave that will result in the Employee being on 

paid maternity leave more than 12 months after the birth of the child. 
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(ii) An Employer may require evidence that would satisfy a reasonable 

person that the circumstances warrant allowing the employee to take 

their period of paid maternity leave such that it would result in the 

employee being on paid maternity leave more than 12 months after 

the birth of the child. 

6.13.7. Modification of Duties and Transfer to a Safe Job 

(a)  

(i) A pregnant employee may work part time in one or more periods 

whilst she is pregnant where she provides her Employer with a 

medical certificate from a medical practitioner advising that part time 

employment is, because of her pregnancy, necessary or preferable. 

(ii) The terms of part time employment undertaken in accordance with 

sub clause 6.13.7(a)(i) shall be in writing. 

(iii) Such employment shall be in accordance with sub clause 2.4 – Part 

Time Employee of this Agreement. 

(b) In the absence of an alternative requirement, and unless otherwise agreed 

between an Employer and employee, an employee shall provide their 

Employer with four weeks written notice of an intention to: 

(i) vary part time work arrangements made under sub clause 6.13.7(a); or 

(ii) revert to full time employment during the employee’s pregnancy. 

(c) An employee reverting to full time employment in accordance with sub 

clause 6.13.7(b)(ii) will be entitled to the same position or a position 

equivalent in pay, conditions and status and commensurate with the 

employee’s skill and abilities as the substantive position held immediately 

prior to undertaking part time employment. 

(d) If an employee gives her Employer a medical certificate from a medical 

practitioner, or some other form of evidence that would satisfy a reasonable 

person, and it contains a statement to the effect that the employee is fit to 

work, but that it is inadvisable for her to continue in her present position for 

a stated period because of: 

(i) illness, or risks, arising out of her pregnancy; or 

(ii) hazards connected with that position 

then the Employer must modify the duties of the position or alternatively 

transfer the employee to a safe job at the same classification level for the period 

during which she is unable to continue in her present position. 

(e) If the Employer does not think it to be reasonably practicable to modify the 

duties of the position or transfer the Employee to a safe job: 
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(i) the employee is entitled to be absent from the workplace on full pay 

for the period during which she is unable to continue in their present 

position; 

(ii) an entitlement to be absent from the workplace on full pay as at sub 

clause 6.13.7(e)(i) applies to an eligible Casual Employee; and 

(iii) an Employee who is absent from work pursuant to this sub clause 

shall be paid the amount she would reasonably have expected to be 

paid if they had worked during that period. 

(f) An entitlement to be absent from the workplace on full pay is in addition to 

any leave entitlement the employee has. 

(g) An entitlement to be absent from the workplace on full pay ends at the 

earliest of whichever of the following times is applicable: 

(i) the end of the period stated in the medical certificate; 

(ii) if the employee’s pregnancy results in the birth of a living child – the 

end of the day before the date of birth; or 

(iii) if the employee’s pregnancy ends otherwise than with the birth of a 

living child – the end of the day before the end of the pregnancy. 

6.13.8. Unpaid Special Maternity Leave  

(a) A pregnant employee is entitled to a period of unpaid special maternity 

leave if the employee is not fit for work during that period because the 

employee: 

(i) has a pregnancy related illness; or 

(ii) has been pregnant and the pregnancy ends within 28 weeks of the 

expected date of birth of the child otherwise than by a living child; 

and 

(iii) has not utilised personal leave for that period. 

(b) An employee must give the Employer notice of the taking of unpaid special 

maternity leave by the employee. 

(c) The notice must: 

(i) be given to the Employer as soon as practicable (which may be at a 

time after the leave has started); and  

(ii) advise the Employer of the period, or expected period, of the leave. 

(d) An employee who has given notice of the taking of unpaid special 

maternity leave must, if required by the Employer, give the employer 

evidence that would satisfy a reasonable person that the leave is taken for a 

reason specified in 6.13.8(a). 
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(e) Without limiting 6.13.8(d), the Employer may require the evidence referred 

to in that sub clause to be a medical certificate. 

(f) An employee’s entitlement to 52 weeks of unpaid maternity leave provided 

at 6.13.4 is not reduced by the amount of any unpaid special maternity leave 

taken by the employee while the employee was pregnant. 

6.13.9. Interaction with Other Leave Entitlements 

(a) An employee proceeding on unpaid maternity leave may elect to substitute 

any part of that leave with accrued Annual and/or accrued long service 

leave. 

(b) Where annual and/or long service leave is substituted that leave shall form 

part of the 52 weeks maternity leave entitlement. 

(c) Personal leave is not payable on a period of paid or unpaid maternity leave. 

6.13.10. Extended Unpaid Maternity Leave 

(a) An employee is entitled to apply for leave without pay following maternity 

leave (‘extended unpaid maternity leave’) to extend their leave by up to two 

years. 

(b) Approval for an extension to unpaid maternity leave will be subject to all 

other available leave entitlements being exhausted. 

(c) Where both parents work for the Public Sector the total combined period of 

extended unpaid maternity, adoption or other parent leave shall not exceed 

two years. 

(d) The Employer is to agree to a request for extended unpaid maternity leave 

unless: 

(i) the Employer is not satisfied that the request is genuinely based on the 

employee’s parental responsibilities; or 

(ii) agreeing to the request would have an adverse impact on the conduct 

of operations or business of the Employer and those grounds would 

satisfy a reasonable person. 

(e) The Employer is to give the employee written notice of the Employer’s 

decision on a request for extended unpaid maternity leave under sub clause 

6.13.10(a). If the request is refused, the notice is to set out the reasons for 

the refusal. 

(f) An employee who believes their request for extended unpaid maternity 

leave under sub clause 6.13.10 has been unreasonably refused may seek to 

enforce it as a minimum condition of employment and the onus will be on 

the Employer to demonstrate that the refusal was justified in the 

circumstances. 
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6.13.11. Communication during Maternity Leave 

(a) If the Employer makes a decision that will have a significant effect on the 

status, responsibility level, pay or location of an employee’s position whilst 

on maternity leave, the Employer must take all reasonable steps to give the 

employee information about, and an opportunity to discuss, the effect of the 

decision on that position. 

(b) An employee shall also notify the Employer of changes of address or other 

contact details that might affect the Employer’s capacity to comply with sub 

clause 6.13.11(a) 

6.13.12. Replacement Employee 

(a) Should a replacement employee be engaged, the replacement employee is to 

be informed prior to engagement of the fixed-term nature of the 

employment and of the rights of the employee, who is being replaced, 

including that the engagement may be subject to variation according to 

6.13.3(d) and ability to extend unpaid maternity leave as provided for under 

sub clause 6.13.10. 

6.13.13. Employment During Unpaid Maternity Leave 

(a) Special Temporary Employment 

(i) For the purposes of this sub clause, “temporary” means employment 

of an intermittent nature; for a limited, specified period; and 

undertaken during unpaid maternity leave or extended unpaid 

maternity leave. 

(ii) Notwithstanding any other provision of the maternity leave sub 

clause, an employee may be employed by their Employer on a 

temporary basis provided that: 

• both parties agree in writing to the special temporary employment; 

• employees are only employed on a temporary basis in connection 

with their substantive office, post or position;  

• any such period of service shall not change the Employee’s 

employment status in regard to their substantive employment; and  

• any period of special temporary employment shall count as 

qualifying service for all purposes under the Agreement. 

(b) Special Casual Employment 

(i) For the purposes of sub clause 6.13.12(a), ‘casual’ means 

employment on an hourly basis for a period not exceeding four weeks 

in any period of engagement for which a casual loading is paid.  It 

excludes employment undertaken in accordance with sub clause 

6.13.13(a) – Special Temporary Employment. 
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(ii) An employee can be engaged on special casual employment provided 

that: 

• both parties agree in writing to the special casual employment; 

• employees are employed at the level commensurate to the level of 

the available position under the Agreement; 

• in the case of a fixed term contract employee, the period of the 

casual employment is within the period of the current fixed term 

contract; 

• any such period of service shall not break the employee’s continuity 

of service nor change the employee’s employment status in regard 

to their substantive employment; and 

• any period of special casual employment shall not count as 

qualifying service other than with respect to entitlements a Casual 

Employee would ordinarily be entitled to for any other purpose 

under any relevant award, agreement or industrial instrument. 

(c) The provisions of this sub clause only apply to employment during unpaid 

maternity leave and extended unpaid maternity leave taken in conjunction 

with maternity leave as provided for in sub clause 6.13.10 – Extended 

Unpaid Maternity Leave. 

(d) An Employer cannot engage an employee in special temporary employment 

or special casual employment whilst the employee is on a period of paid 

maternity leave, annual leave or long service leave taken concurrently with 

a period of unpaid maternity leave. 

(e) Effect of special temporary employment and special casual employment on 

unpaid maternity leave: 

(i) Subject to sub clause 6.13.13(b)(ii), a period of special temporary 

employment or special casual employment shall be deemed to be part 

of the employee’s period of unpaid maternity leave or extended 

unpaid maternity leave as originally agreed to by the parties. 

(ii) An employee who immediately resumes unpaid maternity leave or 

extended unpaid maternity leave following the conclusion of a period 

of special temporary employment or special casual employment. 

• is entitled, on written notice, to extend their period of unpaid 

maternity leave or extended unpaid maternity leave by the period of 

time in which they were engaged in special temporary employment 

or special casual employment; and 

• shall give not less than four weeks’ notice in writing to their 

Employer of the new date they intend to return to work and so 

conclude their period of maternity leave or extended unpaid 

maternity leave. 
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(iii) An employee who does not immediately resume their period of 

unpaid maternity leave or extended unpaid maternity leave at the 

conclusion of a period of special temporary employment or special 

casual employment cannot preserve the unused portion of leave for 

use at a later date. 

6.13.14. Return to Work on Conclusion of Maternity Leave 

(a)  

(i) An employee shall confirm their intention in writing to conclude their 

maternity leave not less than four weeks prior to the expiration of 

maternity leave or extended unpaid maternity leave. 

(ii) An employee who intends to return to work on a modified basis in 

accordance with sub clause 6.13.14(d) shall advise their Employer of 

this intention by notice in writing not less than four weeks prior to the 

expiration of maternity leave or extended unpaid maternity leave. 

(b) An employee on return to work following the conclusion of maternity leave 

or extended unpaid maternity leave will be entitled to the same position or a 

position equivalent in pay, conditions and status and commensurate with the 

employee’s skill and abilities as the substantive position held immediately 

prior to proceeding on maternity leave. 

(c) Where an employee was transferred to a safe job or was absent from the 

workplace on full pay as provided for in sub clause 6.13.7 – Modification of 

Duties or Transfer to a Safe Job, the employee is entitled to return to the 

position occupied immediately prior to the transfer or their absence from 

the workplace on full pay. 

(d) Right to Return to Work on a Modified Basis 

(i) An employee may return on a part time basis to the substantive 

position occupied prior to the commencement of leave or to a 

different position as determined by the Employer at the same 

classification level in accordance with the part time employment 

provisions this Agreement. 

(ii) An employee may return on a modified basis that involves the 

employee working on different days or at different times, or both; or 

on fewer days or for fewer hours or both, than the employee worked 

immediately before starting maternity leave. 
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(e) Right to Revert 

(i) An employee who has returned on a part time or modified basis in 

accordance with sub clause 6.13.14(d) may subsequently request 

permission from the Employer to resume working on the same basis 

as the employee worked immediately before starting maternity leave 

or full time work at the same classification level. 

(ii) A request made under sub clause 6.13.14(e)(i) must be in writing and 

must be made at least four weeks before the day on which the 

employee wishes to resume working on the same basis as the 

employee worked immediately before starting maternity leave or full 

time work at the same classification level. 

(iii) An Employer is to agree to a request to revert made under sub clause 

6.13.14(e)(i) unless there are grounds to refuse the request relating to 

the adverse effect that agreeing to the request would have on the 

conduct of operations or business of the Employer and those grounds 

would satisfy a reasonable person. 

(iv) An Employer is to give the employee written notice of the 

Employer’s decision on a request to revert under sub clause 

6.13.14(e)(i). If the request is refused, the notice is to set out the 

reasons for the refusal. 

(v) An employee who believes their request to revert under sub clause 

6.13.14(e)(i) has been unreasonably refused may seek to enforce it as 

a minimum condition of employment and the onus will be on the 

Employer to demonstrate that the refusal was justified in the 

circumstances. 

(f) Employer Requirement to Revert 

(i) If, on finishing maternity leave, an employee has returned to work on 

a modified basis in accordance with clause 6.13.14(d) the Employer 

may subsequently require the employee to resume working on the 

same basis as the employee worked immediately before starting 

maternity leave. 

(ii) A requirement can be made under sub clause 6.13.14(f)(i) only if: 

• the requirement is made on grounds relating to the adverse effect 

that the employee continuing to work on a modified basis would 

have on the conduct of the operations or business of the Employer 

and those grounds would satisfy a reasonable person; or 

• the employee no longer has a child who has not reached the 

compulsory education period as defined in section 6 of the School 

Education Act 1999. 
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6.13.15. Effect of Maternity Leave on the Contract of Employment 

(a)  

(i) Paid maternity leave will count as qualifying service for all purposes 

under this Agreement. 

(ii) Qualifying service for any purpose under this Agreement is to be 

calculated according to the number of weeks of paid maternity leave 

that were taken at full pay or would have been had the employee not 

taken paid maternity leave at half pay.  Employees who take paid 

maternity leave on half pay do not accrue entitlements beyond those 

that would have accrued had they taken the leave at full pay. 

(b)  

(i) Absence on unpaid maternity leave or extended unpaid maternity 

leave shall not break the continuity of service of employees. 

(ii) Where an employee takes a period of unpaid maternity leave or 

extended unpaid maternity leave exceeding 14 calendar days in one 

continuous period, the entire period of such leave shall not be taken 

into account in calculating the period of service for any purpose under 

any relevant award, agreement or industrial instrument.  Periods of 

unpaid leave of 14 days or less shall, however, count for service. 

(c) An employee on maternity leave may terminate employment at any time 

during the period of leave by written notice in accordance with sub clause 

2.13 of this Agreement. 

(d) An Employer shall not terminate the employment of an employee on the 

grounds of the employee’s application for maternity leave or absence on 

maternity leave but otherwise the rights of the Employer in respect of 

termination of employment are not affected. 

6.14. Adoption leave 

6.14.1. Eligibility 

(a)  

(i) A permanent, fixed term contract or eligible Casual Employee is 

entitled to 52 weeks unpaid adoption leave on the placement of a 

child for adoption as provided for under this sub clause. 

(ii) The period of leave granted to a fixed term contract employee shall 

not extend beyond the term of that contract. 

(iii) An employee is eligible, without concluding their adoption leave and 

resuming duty, for subsequent periods of adoption leave, including 

paid adoption leave, in accordance with the provisions of this sub 

clause. 
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(b) A permanent or fixed term contract employee must have completed 12 

months continuous service in the Public Sector immediately preceding the 

adoption leave in order to receive the forms of paid leave as provided for by 

this sub clause. 

(c) An employee on a period of leave without pay unrelated to maternity leave, 

adoption leave or other parent leave must resume duties prior to being 

entitled to paid adoption leave in accordance with the eligibility 

requirements. 

(d) An eligible Casual Employee as defined under sub clause 6.13.2(b) - 

Maternity Leave of this Agreement is entitled to unpaid adoption leave as 

provided by this sub clause. 

6.14.2. General entitlement to Adoption Leave 

(a) Subject to the requirements of this sub clause an eligible employee is 

entitled to 52 weeks unpaid adoption leave. 

(b)  

(i) Subject to the requirements of this sub clause an eligible employee is 

entitled to 14 weeks paid adoption leave that will form part of the 52 

week unpaid entitlement. 

(ii) The 14 week period of paid adoption leave is inclusive of any public 

holidays falling within that time. 

(iii) The period of paid adoption leave can be extended by the employee 

taking double the leave on a half-pay basis and its effect is in 

accordance with sub clause 6.13.15 – Effect of Maternity Leave on 

the Contract of Employment. 

(c) An employee must take adoption leave in one continuous period with the 

exception of Special Temporary Employment or Special Casual 

Employment pursuant to sub clause 6.13.12(a) – Employment During 

Maternity Leave. 

(d) Except for leave provided under sub clause 6.15.3 and 6.16 - Partner Leave 

of this Agreement only one parent can proceed on maternity, adoption or 

other parent leave at any one time. 

(e) Where less than the 52 weeks adoption leave is taken paid or unpaid, the 

unused portion of the leave cannot be banked or preserved in any way. 
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(f) Unpaid adoption leave may be taken in more than one continuous period 

where the employee undertakes special temporary employment or special 

casual employment in accordance with the provisions at sub clause 

6.13.12(a) – Employment During Unpaid Maternity Leave of this 

Agreement.  In these circumstances, the provisions of sub clause 6.13.12(a) 

– Employment During Unpaid Maternity Leave of this Agreement shall 

apply. 

(g)  

(i) Where both parents are employed in the Public Sector an entitlement 

to paid or unpaid maternity leave, adoption leave or other parent leave 

or Parental Leave provided for by another industrial agreement can be 

shared. 

(ii) The entitlement provided to the employees shall not exceed the paid 

maternity, adoption or other parent leave quantum for one employee 

or its half pay equivalent. 

(iii) The employees may only proceed on paid and/or unpaid maternity, 

adoption or other parent leave at the same time in exceptional 

circumstances with the approval of the Employer or as provided for 

under sub clause 6.13.4(d). This does not prevent an employee from 

taking paid or unpaid partner leave as prescribed by sub clause 6.16 

of this Agreement. 

6.14.3. Payment for Paid Adoption Leave 

(a)  

(i) Subject to sub clause 6.14.3(c), a Full Time Employee proceeding on 

paid adoption leave is to be paid according to their ordinary working 

hours at the time of commencement of adoption leave.  Shift and 

weekend penalty payments are not payable during paid adoption 

leave. 

(ii) Subject to 6.14.3(c), payment for a Part Time Employee is to be 

determined according to an average of the hours worked by the 

employee over the preceding 12 months; or their ordinary working 

hours at the time of commencement of adoption leave, exclusive of 

shift and weekend penalties, whichever is greater. 

(b) An employee may elect to receive pay in advance for the period of paid 

adoption leave at the time the adoption leave commences or may elect to be 

paid the entitlement on a fortnightly basis over the period of the paid 

adoption leave. 
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(c)  

(i) An employee in receipt of a higher duties allowance for a continuous 

period of 12 months immediately prior to commencing paid adoption 

leave is to continue to receive the higher duties allowance for the first 

four weeks of paid adoption leave. 

(ii) An employee who is entitled to be paid higher duties allowance in 

accordance with sub clause 6.14.3(c)(i) and elects to take paid 

adoption leave at half pay will be paid the higher duties allowance at 

the full rate for the first four weeks only. 

(d) Where an employee is on a period of half pay adoption leave and their 

employment is terminated through no fault of the employee, the employee 

shall be paid out any period of unused paid adoption leave equivalent to the 

period of leave the employee would have accessed had they been on full 

pay adoption leave when their termination occurred. 

(e) An employee eligible for a subsequent period of paid adoption leave as 

provided for under sub clause 6.14.1(a)(iii) shall be paid the adoption leave 

as follows: 

(i) According to the employee’s status, classification and ordinary 

working hours at the time of commencing the original period of paid 

adoption leave; and 

(ii) Not affected by any period of special temporary employment or 

special casual employment undertaken in accordance with sub clause 

6.13.12(a) – Employment during Unpaid Maternity Leave of this 

Agreement. 

(f) Where less than the 52 weeks adoption leave is taken paid or unpaid, the 

unused portion of the leave cannot be banked or preserved in any way. 

(g) An eligible Casual Employee provided for under sub clause 6.14.1(d) is not 

entitled to paid adoption leave. 

(h) The ‘day of placement’, in relation to the adoption of a child by an 

employee, means the earlier of the following days: 

(i) the day on which the employee first takes custody of the child for the 

adoption; or 

(ii) the day on which the employee starts any travel that is reasonably 

necessary to take custody of the child for the adoption. 

(i) An employee is not entitled to adoption-related leave unless the child that 

is, or is to be, placed with the employee for adoption 

(i) is, or will be, under 16 years old as at the day of placement, or the 

expected day of placement, of the child 
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(ii) has not, or will not have, lived continuously with the employee for a 

period of six months or more as at the day of placement, or the 

expected day of placement, of the child; and 

(iii) is not (otherwise than because of the adoption) a child or stepchild of 

the employee or the employee’s partner. 

(j)   

i) An employee seeking to adopt a child is entitled to two days unpaid 

leave to attend interviews or examinations required for the adoption 

procedure. 

ii) An employee working or residing outside of the Perth metropolitan 

area is entitled to an additional day’s unpaid leave. 

iii) The employee may take any paid leave entitlement to which the 

employee is entitled to in lieu of this leave. 

(k)  

(i) If an application for adoption leave has been granted for the adoption 

of a child, which does not eventuate, then the period of paid or unpaid 

adoption leave is terminated. 

(ii) Employees may take any other paid leave entitlement to which they 

are entitled in lieu of the terminated adoption leave or return to work. 

6.14.4. Commencement of Adoption Leave 

(a) An eligible employee can commence adoption leave from the day of 

placement of the child. 

(b) The period of paid adoption leave must conclude within 12 months of the 

day of placement except under exceptional circumstances as provided under 

sub clause 6.13.6(f) – Commencement of Maternity Leave of this 

Agreement, but as it relates to adoption leave. 

6.14.5. Notice and Variation Requirements 

(a) An employee shall give no less than eight weeks written notice to the 

Employer of: 

(i) the date the employee proposes to commence paid or unpaid adoption 

leave; and 

(ii) the period of leave to be taken. 

(b) An employee is not in breach of sub clause 6.14.5(a) by failing to give the 

required period of notice if such failure is due to the requirement of the 

adoption agency to accept earlier or later placement of a child, or other 

compelling circumstances. 
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(c) An employee proceeding on adoption leave may elect to take a shorter 

period of adoption leave to that provided by this sub clause and may at any 

time during that period elect to reduce or seek to extend the period stated in 

the original application, provided four weeks written notice is provided. 

6.14.6. Other Provisions: The following provisions, as provided under sub clause 6.12.9 

– Maternity Leave have application to adoption leave under this Agreement: 

• 6.13.9 – Interaction with Other Leave Entitlements; 

• 6.13.10 – Extended Unpaid Maternity Leave; 

• 6.13.11 – Communication during Maternity Leave; 

• 6.13.12 – Replacement Employee; 

• 6.13.12(a)– Employment during unpaid Maternity Leave; 

• 6.13.14 – Return to work on conclusion of Maternity Leave; and 

• 6.13.15 – Effect of Maternity Leave on the contract of employment 

6.15. Other Parent Leave 

6.15.1.  

(a) For the purposes of this sub clause: 

(i) The “other parent” may or may not be the biological parent and does 

not necessarily have to be the partner of the birth parent and has a 

responsibility for the care of the child. 

(ii) The “primary care giver” means the employee will assume the 

principal role for the care and attention of a child aged under 12 

months or a newly adopted child. 

(iii) Only one person can be the primary care giver of the child at any one 

time. 

6.15.2. Eligibility 

(a)  

(i) Where an eligible employee, other than an employee entitled to paid 

maternity leave under sub clause 6.12.9 or adoption leave under sub 

clause 6.14 in this Agreement, is the other parent and has a 

responsibility for the care of a child under the age of 12 months or 

newly adopted child the provisions of this sub clause will apply. 

(ii) An employee must be the primary care giver of the child to access 

paid other parent leave. 

(iii) An Employer may require an employee to provide confirmation of 

their primary carer status with evidence that would satisfy a 

reasonable person. 
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(b) An eligible Casual Employee as defined under sub clause 6.13.1 - Maternity 

Leave of this Agreement is entitled to unpaid other parent leave as provided 

by this sub clause. 

(c)  

(i) A permanent, fixed term contract or eligible Casual Employee is 

entitled to 52 weeks unpaid other parent leave in accordance with this 

sub clause. 

(ii) An eligible permanent or fixed term contract employee is entitled to 

14 weeks paid other parent leave in accordance with this clause if 

they are the primary care giver of the child. 

(iii) An employee employed on a fixed term contract shall have the same 

entitlement to other parent leave; however, the period of leave granted 

shall not extend beyond the term of that contract. 

(iv) An employee is eligible, without concluding their other parent leave 

and resuming duty, for subsequent periods of other parent leave, 

including paid other parent leave, in accordance with the provisions 

of this sub clause. 

(d) A permanent or fixed term contract employee must have completed 12 

months continuous service in the Public Sector immediately preceding the 

other parent leave in order to receive the forms of paid leave as provided for 

by this sub clause. 

(e) An employee on a period of leave without pay unrelated to maternity leave, 

adoption leave or other parent leave must resume duties prior to being 

entitled to paid other parent leave in accordance with the eligibility 

requirements. 

6.15.3. General Entitlement to Other Parent Leave 

(a) Subject to the requirements of this sub clause an eligible employee is 

entitled to 52 weeks unpaid other parent leave. 

(b)  

(i) Subject to the requirements of this sub clause an eligible employee is 

entitled to 14 weeks paid other parent leave that will form part of the 

52 week unpaid entitlement if they are the primary care giver of the 

child. 

(ii) The 14 week period of paid other parent leave is inclusive of any 

public holidays falling within that time. 
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(iii) The period of paid other parent leave can be extended by the 

employee taking double the leave on a half-pay basis and its effect is 

in accordance with sub clause 6.13.15 – Effect of Maternity Leave on 

the Contract of Employment of this Agreement. 

(c) An employee must take other parent leave in one continuous period with 

the exception of Special Temporary Employment or Special Casual 

Employment pursuant to sub clause 6.13.12(a) – Employment During 

Unpaid Maternity Leave of this Agreement. 

(d) Except for leave provided under sub clause 6.15.3(f) and 6.16 - Partner 

Leave of this Agreement only one parent can proceed on Maternity, 

Adoption or other parent leave at any one time. 

(e) Where less than the 52 weeks other parent leave is taken paid or unpaid, the 

unused portion of the leave cannot be banked or preserved in any way. 

(f)  

(i) An employee, whose Partner is not employed, or is employed and 

does not intend to take unpaid parental leave for a child under the age 

of 12 months or placement of a newly adopted child as provided for 

in clause 6.14 – Adoption Leave of this Agreement, may access 

unpaid other parent leave where: 

• the employee will have a responsibility for the care of a child; and 

• the partner has responsibility for the care of the child for the period 

between the date of birth or placement of the child and the start 

date of the Employee’s leave. 

(ii) The leave application must ensure that the leave commences within 

12 months of the date of birth or placement of the child. 

(iii) This entitlement forms part of an employee’s 52 week unpaid other 

parent leave entitlement and may not be extended beyond 24 months 

after the date of birth or date of placement of a newly adopted child as 

provided for in clause 6.14 – Adoption Leave of this Agreement 

(g) Unpaid other parent leave may be taken in more than one continuous period 

where the employee undertakes special temporary employment or special 

casual employment in accordance with the provisions at sub clause 

6.13.12(a) – Employment During Unpaid Maternity Leave in this 

Agreement.  In these circumstances, the provisions of sub clause 6.13.12(a) 

– Employment During Unpaid Maternity Leave of this Agreement, shall 

apply. 
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(h)  

(i) Where both parents are employed in the Public Sector an entitlement 

to paid or unpaid maternity leave, adoption leave or other parent leave 

or parental leave provided for by another industrial agreement can be 

shared. 

(ii) The entitlement provided to the employees shall not exceed the paid 

maternity, adoption or other parent leave quantum for one Employee 

or its half pay equivalent. 

(iii) The employees may only proceed on paid and/or unpaid maternity, 

adoption or other parent leave at the same time in exceptional 

circumstances with the approval of the Employer or as provided for 

under sub clause 6.15.3(i).  This does not prevent an employee from 

taking paid or unpaid partner leave as prescribed by sub clause 6.16 – 

Partner Leave of this Agreement. 

(i) If both parents work in the Public Sector and the mother is able to remain 

on paid parental leave despite her incapacity to be her child’s primary care 

giver, the employees may choose which parent will access the paid leave. 

(i) If the mother chooses to remain on paid maternity leave, the other 

parent may access unpaid other parent leave for the period they are 

their child’s primary care giver. 

(ii) If the other parent chooses to be the primary care giver of the child 

and accesses paid other parent leave the mother may access unpaid 

maternity leave. 

(iii) Where the other parent accesses paid leave in accordance with this 

sub clause, the mother is entitled to resume paid maternity leave 

if/when she becomes her child’s primary care giver, subject to the 

provisions of sub clause 6.15.3(i)(i). 

(j) An eligible Casual Employee provided for under sub clause 6.15.2(b) is 

entitled to unpaid Other Parent Leave only. 

6.15.4. Payment for Paid Other Parent Leave 

(a)  

(i) Subject to sub clause 6.15.4(c), a Full Time Employee proceeding on 

paid other parent leave is to be paid according to their ordinary 

working hours at the time of commencement of other parent leave.  

Shift and weekend penalty payments are not payable during paid 

other parent leave. 
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(ii) Subject to sub clause 6.15.4(c), payment for a Part Time Employee is 

to be determined according to an average of the hours worked by the 

employee over the preceding 12 months; or their ordinary working 

hours at the time of commencement of other parent leave, exclusive 

of shift and weekend penalties, whichever is greater. 

(b) An employee may elect to receive pay in advance for the period of paid 

other parent leave at the time the other parent leave commences or, may 

elect to be paid the entitlement on a fortnightly basis over the period of the 

paid other parent leave. 

(c)  

(i) An employee in receipt of a higher duties allowance for a continuous 

period of 12 months immediately prior to commencing paid other 

parent leave, is to continue to receive the higher duties allowance for 

the first four weeks of paid other parent leave. 

(ii) An employee who is entitled to be paid higher duties allowance in 

accordance with sub clause 6.15.4(c) and elects to take paid other 

parent leave at half pay will be paid the higher duties allowance at the 

full rate for the first four weeks only. 

(d) An employee is entitled to remain on paid other parent leave where the 

mother is incapacitated following the birth of the child; or the child dies or 

is hospitalised such that the employee or the employee’s partner is not 

providing principal care to the child. 

(e) Where an employee is on a period of half pay other parent leave and their 

employment is terminated through no fault of the employee, the employee 

shall be paid out any period of unused paid other parent leave equivalent to 

the period of leave the employee would have accessed had they been on full 

pay other parent leave when their termination occurred. 

(f) An employee eligible for a subsequent period of paid other parent leave as 

provided for under sub clause 6.15.2(c)(iv) shall be paid the other parent 

leave as follows: 

(i) according to the employee’s status, classification and ordinary 

working hours at the time of commencing the original period of paid 

other parent leave; and 

(ii) not affected by any period of special temporary employment or 

special casual employment undertaken in accordance with sub clause 

6.13.12(a) – Employment During Unpaid Maternity Leave of this 

Agreement. 

(g) Where less than the 52 weeks other parent leave is taken paid or unpaid, the 

unused portion of the leave cannot be banked or preserved in any way. 
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(h) An eligible Casual Employee provided for under sub clause 6.15.2(b) is not 

entitled to paid other parent leave. 

6.15.5. Commencement of Other Parent Leave 

(a) An eligible employee who has a responsibility for the care of the child can 

commence other parent leave from the child’s birth date or placement, or a 

later date nominated by the employee. 

(b) The period of paid other parent leave must conclude within 12 months of 

the birth or placement of the child except under exceptional circumstances 

as sub clause 6.13.6(f) – of this Agreement but as it relates to other parent 

leave. 

6.15.6. Notice and Variation Requirements 

(a) An employee shall give no less than four (4) weeks written notice to the 

Employer of: 

(i) the date the employee proposes to commence paid or unpaid other 

parent leave; and 

(ii) the period of leave to be taken. 

(b)  

(i) An employee is not in breach of sub clause 6.15.6(a) by failing to 

give the required period of notice if such failure is due to the 

requirement of the employee to take on the role of primary care giver 

due to the birth parent or other adoptive parent being incapacitated to 

take on the principal caring role. 

(ii) In such circumstances the employee shall give notice as soon as 

reasonably possible. 

(c) The granting of leave under this sub clause is subject to the employee 

providing the Employer with evidence that would satisfy a reasonable 

person detailing the reasons for and the circumstances under which the 

leave application is made and the relationship the employee has with the 

child. 

(d) An employee proceeding on other parent leave may elect to take a shorter 

period of other parent Leave to that provided by this sub clause and may at 

any time during that period elect to reduce or seek to extend the period 

stated in the original application, provided four weeks written notice is 

provided. 
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6.15.7. Other Provisions: The following provisions, as provided under sub clause 6.12.9 

– Maternity Leave have application to other parent leave under this Agreement: 

• 6.13.9 - Interaction with Other Leave Entitlements; 

• 6.13.10 – Extended Unpaid Maternity Leave; 

• 6.13.11 – Communication during Maternity Leave; 

• 6.13.12 – Replacement Employee; 

• 6.13.12(a) – Employment during unpaid Maternity Leave; 

• 6.13.14 – Return to work on conclusion of Maternity Leave; and 

• 6.13.15 – Effect of Maternity Leave on the contract of employment 

6.16. Partner Leave 

6.16.1. An employee who is not taking maternity leave, adoption leave or other parent 

leave is entitled to one week's partner leave as prescribed by this sub clause in 

respect of the: 

(a) birth of a child to the employee's partner; or 

(b) adoption of a child who is not the child or the stepchild of the employee 

and/or the employee's partner; is under the age of 16; and has not lived 

continuously with the employee for six months or longer. 

6.16.2. Subject to available credits, the entitlement to one week's partner leave may be 

taken as; 

(a) paid personal leave subject to sub clause 6.16.6; 

(b) paid annual and/or long service leave; or 

(c) unpaid partner leave. 

6.16.3. Partner leave must be taken immediately following the birth or, in the case of 

adoption, the placement of the child. 

6.16.4.  

(a) Subject to sub clause 6.16.4(b), the taking of partner leave by an employee 

shall have no effect on their or their partner's entitlement, where applicable, 

to access paid maternity leave as provided by sub clause 6.13 of this 

Agreement, paid adoption leave as provided by sub clause 6.14 of this 

Agreement and paid other parent leave as provided for by sub clause 6.15 

of this Agreement. 

(b) Where applicable, unpaid partner leave taken by an employee shall be 

counted as part of the employee's other parent leave entitlement. 

6.16.5. Any public holidays that fall during partner leave shall be counted as part of the 

partner leave and do not extend the period of partner leave.  
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Personal Leave 

6.16.6. An employee may access their accrued personal leave entitlements for partner 

leave purposes, subject to the requirements of the Minimum Conditions of 

Employment Act 1993 being met. That is, a minimum of 76/80 hours personal 

leave must be kept available for an employee to access for the purposes of sub 

clause  6.2.3(a). 

The right to access personal leave credits for partner leave purposes does not 

affect an employee’s right to take more than five days personal leave for the 

purposes provided for in clause 6.2 – Personal Leave.  

Right to Request Additional Unpaid Partner Leave 

6.16.7.  

(a) The total period of partner leave provided by this clause shall not exceed 

eight weeks. 

(b) An employee is entitled to request an extension to the period of partner 

leave up to a maximum of eight weeks. The additional weeks’ leave shall 

be unpaid and the eight week maximum is inclusive of any period of partner 

leave already taken in accordance with sub clause 6.16.2. 

6.16.8.  

(a) The extended unpaid partner leave may be taken in separate periods. Unless 

the Employer agrees, each period must not be shorter than two weeks. 

(b) The period of extended unpaid partner leave must be concluded within 12 

months of the birth or placement of the child. 

6.16.9. The Employer is to agree to an employee's request to extend their unpaid partner 

leave made under sub clause 6.17.7(b) unless: 

(a) having considered the employee’s circumstances, the Employer is not 

satisfied that the request is genuinely based on the employee’s parental 

responsibilities; or 

(b) there are grounds to refuse the request relating to the adverse effect that 

agreeing to the request would have on the conduct of operations or business 

of the Employer and those grounds would satisfy a reasonable person. 

These grounds include, but are not limited to: 

(i) cost; 

(ii) lack of adequate replacement staff; 

(iii) loss of efficiency; and 

(iv) impact on the production or delivery of products or services by the 

Employer. 
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6.16.10. The Employer is to give the employee written notice of the Employer's decision 

on a request to extend their unpaid partner leave.  If the employee's request is 

refused, the notice is to set out the reasons for the refusal. 

6.16.11. An employee who believes their request to extend unpaid partner leave has been 

unreasonably refused may seek to enforce it as a minimum condition of 

employment and the onus will be on the Employer to demonstrate that the refusal 

was justified in the circumstances. 

6.16.12. Where an Employer agrees to an employee's request to extend their period of 

unpaid partner leave under sub clause 6.16.7, the Employer must allow an 

employee to elect to substitute any part of that period of unpaid partner leave with 

accrued annual leave or long service leave. 

6.16.13. An employee on unpaid partner leave is not entitled to paid personal leave. 

6.16.14. Notice 

(a) The employee shall give not less than four weeks’ notice in writing to the 

Employer of the date the employee proposes to commence partner leave, 

stating the period of leave to be taken. 

(b) An employee who has given their Employer notice of their intention to take 

partner leave shall provide the Employer with a medical certificate from a 

registered medical practitioner naming the employee, or the employee's 

partner, confirming the pregnancy and the estimated date of birth. 

6.16.15. Effect of Partner Leave on the Contract of Employment: The provisions of sub 

clause 6.13.15 – Effect of Maternity Leave on the Contract of Employment of this 

Agreement shall apply to employees accessing partner leave, with such 

amendment as necessary. 

6.16.16. Eligible Casual Employees: An eligible Casual Employee, as defined in sub 

clause 6.13 – Maternity Leave of this Agreement, is only entitled to unpaid 

partner leave. 

6.17. Superannuation on Unpaid Parental Leave 

6.17.1. In this clause, “unpaid parental leave” means: 

(a) unpaid maternity leave, which includes unpaid maternity leave, unpaid 

special maternity leave and extended unpaid maternity leave under clause 

6.13; 

(b) unpaid adoption leave under clause 6.14; and 

(c) unpaid other parent leave under 6.15 of this Agreement.  

6.17.2. An employee or eligible Casual Employee who is entitled to unpaid parental 

leave is entitled to have superannuation contributions made in respect of the 

period of unpaid parental leave taken to a maximum of 12 weeks.   

6.17.3. Superannuation contributions made under this clause will be calculated: 



 

98 

 

(a) in respect of the period of unpaid maternity leave, unpaid adoption leave or 

unpaid other parent leave taken or 12 weeks; whichever is lesser; 

(b) based on the amount that would have been paid to the employee had they 

taken paid maternity leave, paid adoption leave or paid other parent leave 

for that period, in accordance with the following: and exclusive of shift and 

weekend penalties; 

(c) for Full Time Employees – the ordinary working hours at the time of 

commencement of parental leave;  

(i) for Part Time Employees – an average of the hours worked by the 

employee over the preceding 12 months; or their ordinary working 

hours at the time of commencement of parental leave, whichever is 

greater; or 

(i) for eligible Casual Employees – an average of the hours worked by 

the eligible Casual Employee over the preceding 12 months; 

6.17.4. Superannuation contributions will be paid: 

(a) to the employee’s superannuation fund in respect of which superannuation 

contributions for that employee are made; and 

(b) at the time that the period of unpaid parental leave in respect of which the 

contributions are payable concludes. 

6.17.5. Superannuation contributions will be made in accordance with the State 

Superannuation Act 2000 and the State Superannuation Regulations 2001. 

6.18. Purchased Leave 

6.18.1. The Employer may approve an employee’s application to enter into an 

arrangement whereby the employee can purchase up to four weeks additional 

leave. 

6.18.2. The Employer will assess each application for 48/52 wage arrangement on its 

merits and consider the personal circumstances of the employee seeking the 

arrangement and to the Employers’ operational requirements. 

6.18.3. Access to purchased leave will be subject to sub clauses 6.18.1 – 6.18.2 and to: 

(a) the employee having satisfied the Employer’s accrued leave management 

policy; 

(b) the employee having not more than in excess of 10 weeks accrued annual 

leave, long service leave, and days in lieu balance at the time the employee 

requests access to purchased leave;  

(c) the employee not qualifying for a period of long service leave during the 

financial year for which the purchased leave is requested; and  
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(d) the employee having nominated when the purchased leave will be taken as 

part of the Leave Roster Process, which can only be altered by approval of 

the Employer. 

6.18.4. The Employer reserves the right to withdraw from the purchased leave 

arrangement where the employee: 

(a) Is internally transferred or promoted; or  

(b) Where there are operational requirements warranting such action 

6.18.5. Purchased leave arrangements run over a financial year concluding on 30 June. 

employees participating in a purchased leave arrangement who wish to continue 

in the arrangement in the following year must apply to do so annually as part of 

the leave rostering process in accordance with sub clause 6.6.9. 

6.18.6. The employee can agree to take a reduced wage spread over the 52 weeks of the 

year and receive the following amounts of additional purchased leave: 

Number of weeks wages spread over 52 weeks Number of weeks purchased leave 

48 weeks 4 weeks 

49 weeks 3 weeks 

50 weeks 2 weeks 

51 weeks 1 week 

6.18.7. An employee who receives an aggregated wage and agrees to a reduced wage 

spread in accordance with sub clause 6.18.6 will also receive a deduction to the 

Aggregated Wage Rate that will match the deduction made to their ordinary 

wage. The Aggregated Wage Rate will continue to be paid (at the reduced rate) 

when the employee takes the purchased leave. 

6.18.8. The purchased leave will not be able to be accrued.  The employee is to be 

entitled to payment in lieu of the additional leave not taken.  In the event that the 

employee is unable to take such purchased leave, their wage will be adjusted on 

the last pay period in July to take account of the fact that time worked during the 

year was not included in the wage. Untaken purchased leave will be paid out at 

the rate at which it was purchased. 

6.18.9. Where an employee who is in receipt of a higher duties allowance proceeds on 

any period of additional purchased leave, the employee shall not be entitled to 

receive payment of the allowance for any period of purchased leave.  

6.18.10. In the event that a Part Time Employee’s ordinary working hours are varied 

during the year, the wage paid for such leave taken will be adjusted on the last 

pay in July to take into account any variations to the employee’s ordinary 

working hours during the previous year. 
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6.18.11. An employee may withdraw from this arrangement prior to completing the 52 

week period by four weeks written notice.  The employee will be entitled to 

payment in lieu of wages forgone to that time but will not be entitled to 

equivalent absence from duty.   

6.18.12. Where an employee or the Employer withdraws from a purchased leave 

arrangement, payment in lieu of wages forgone will be paid out at the rate at 

which it was purchased. 

6.19. Emergency Services Leave 

6.19.1. Subject to operational requirements, paid leave of absence shall be granted by the 

Employer to an employee who is an active volunteer member of State Emergency 

Service, St John Ambulance Brigade, Volunteer Fire and Rescue Service, Bush 

Fire Brigades, Volunteer Marine Rescue Services Groups or Department of Fire 

and Emergency Services Units, in order to allow for attendances at emergencies 

as declared by the recognised authority.  

6.19.2. The Employer shall be advised as soon as possible by an employee, the 

emergency service, or other person as to the absence and, where possible, the 

expected duration of leave.  

6.19.3. The employee must complete a leave of absence form immediately upon return to 

work.  

6.19.4. The application form must be accompanied by a certificate from the emergency 

organisation certifying that the employee was required for the specified period. 

An employee who, during the course of an emergency, volunteers their services 

to an emergency organisation shall comply with all provisions of this sub clause. 

6.20. Defence Force Reserves Leave 

6.20.1. The Employer must grant leave of absence for the purpose of Defence service to 

an employee who is a volunteer member of the Defence Force Reserves or the 

Cadet Force.  Defence service means service, including training, in a part of the 

Reserves or Cadet Force. 

6.20.2. Leave of absence may be paid or unpaid in accordance with the provisions of this 

clause and the Public Sector Labour Relations’ Defence Force Reserves Policy 

Statement as amended from time to time. 

6.20.3. Application for leave of absence for Defence service shall, in all cases, be 

accompanied by at least six weeks' notice and evidence of the necessity for 

attendance.  At the expiration of the leave of absence granted, the employee shall 

provide a certificate of attendance to the Employer. 

6.20.4. Paid leave 

(a) An employee who is a volunteer member of the Defence Force Reserves or 

the Cadet Force is entitled to paid leave of absence for Defence service, 

subject to the conditions set out hereunder. 
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(b) Part Time Employees shall receive the same paid leave entitlement as Full 

Time Employees but payment shall only be made for those hours that 

would normally have been worked but for the leave. 

(c) On written application, an employee shall be paid salary in advance when 

proceeding on such leave. 

(d) An employee is entitled to paid leave for a period not exceeding 105 hours 

on full pay in any period of 12 months commencing on 1 July in each year. 

(e) An employee is entitled to a further period of leave, not exceeding 16 

calendar days, in any period of 12 months commencing on July 1.  Pay for 

this leave shall be at the rate of the difference between the normal 

remuneration of the employee and the Defence Force payments to which 

the employee is entitled if such payments do not exceed normal salary.  In 

calculating the pay differential, pay for Saturdays, Sundays, Public 

Holidays and rostered days off is to be excluded, and no account is to be 

taken of the value of any board or lodging provided for the employee. 

6.20.5. Unpaid leave: Leave of absence for the purpose of Defence service shall be 

unpaid where: 

(a) the absence exceeds the paid entitlement prescribed in sub clause 6.20.4 of 

this Agreement; or 

(b) the employee fails to provide the Employer with at least six weeks' notice 

and evidence of the necessity for attendance as required by sub clause 

6.20.3 of this Agreement.  

6.20.6. Use of other leave 

(a) An employee may elect to use annual or long service leave credits for some 

or all of their absence on Defence service, in which case they will be treated 

in all respects as if on normal paid leave. 

(b) The Employer cannot compel an employee to use annual leave or long 

service leave for the purpose of Defence service. 

6.21. Study Leave 

6.21.1. Conditions for Granting Time Off 

(a) An employee may be granted time off with pay for part time study purposes 

at the discretion of the Employer. 

(b) Part Time Employees are entitled to study leave on the same basis as Full 

Time Employees.  Employees working Shift Work or on fixed term 

contracts also have the same access to study leave as all other employees. 
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(c) Time off with pay may be granted up to a maximum of five hours per week, 

including travelling time, where subjects of approved courses are conducted 

during normal working hours.  The equivalent applies if studying by 

correspondence. 

(d) Employees who are obliged to attend educational institutions for 

compulsory block sessions may be granted time off with pay, including 

travelling time, up to the maximum annual amount allowed to an employee 

in sub clause 6.21.1(c). 

(e) Employees shall be granted sufficient time off with pay to travel to and sit 

for the examinations of any approved course of study or for the mature age 

entrance examination for tertiary admission conducted by the Tertiary 

Institution Service Centre. 

(f) In every case the approval of time off to attend lectures and tutorials will be 

subject to: 

(i) the Employer’s convenience; 

(ii) the course being undertaken on a part-time basis; 

(iii) employees undertaking an acceptable form of study load in their own 

time; 

(iv) employees making satisfactory progress with their studies; and 

(v) the course being relevant to the employee’s career in the Public 

Sector and being of value to the state. 

(g) A service agreement or bond will not be required. 

6.21.2. Payment of Fees and Other Costs  

(a) Cadets and Trainees 

(i) Employers are to meet the payment of higher education 

administrative charges for cadets and trainees who, as a condition of 

their employment, are required to undertake studies at a post-

secondary institution.  Employees who, of their own volition, attend 

such institutions to gain higher qualifications will be responsible for 

the payment of fees. 

(ii) This assistance does not include the cost of textbooks or Guild and 

Society fees. 

(iii) An employee who is required to repeat a full academic year of the 

course will be responsible for payment of the higher education fees 

for that particular year. 
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(b) All Employees 

Notwithstanding sub clause 6.21.2(a), the Employer has the discretion to 

reimburse an employee for the full or part of any reasonable costs of enrolment 

fees, Higher Education Contribution Surcharge, compulsory textbooks, 

compulsory computer software, and other necessary study materials.  Half of 

the value of the agreed costs shall be reimbursed immediately following 

production of written evidence of successful completion of the subject for 

which reimbursement has been claimed. The Employer and employee may 

agree to alternative reimbursement arrangements. 

6.21.3. Approved Courses 

(a)  

(i) First degree or Associate Diploma courses at a post-secondary 

institution. 

(ii) Diploma courses and two year full time certificate courses at 

Technical and Further Education (TAFE). 

(iii) Secondary courses leading to the Tertiary Entrance Examination, or 

courses preparing students for the mature age entrance conducted by 

the Tertiary Institutions Service Centre. 

(iv) Courses recognised by the National Authority for the Accreditation of 

Translators and Interpreters (NAATI) in a language relevant to the 

needs of the Public Sector. 

(b) Except as outlined in sub clause 6.21.3(d) employees are not eligible for 

study assistance if they already possess one of the qualifications specified in 

sub clause 6.21.3(a).  

(c) An employee who has completed a Diploma through TAFE is eligible for 

study assistance to undertake a degree course at any of the tertiary 

institutions in sub clause 6.21.3(a)(i).  An employee who has completed a 

two year full-time Certificate through TAFE is eligible for study assistance 

to undertake a Diploma course specified in sub clause 6.21.3(a)(ii), or a 

degree or Associate Diploma course specified in sub clause 6.21.3(a)(i). 

(d) Assistance towards additional qualifications including second or higher 

degrees may be granted in special cases in a specialist area of benefit to the 

Public Sector as well as the employee. 
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6.21.4. For the purposes of this sub clause: 

(a) In determining the Employer’s convenience, Employers should give due 

emphasis to the employee’s career aspirations. 

(b) An acceptable part time study load should be regarded as not less than five 

hours per week of formal tuition or the equivalent if studying by 

correspondence with at least half of the total formal study commitment 

being undertaken in the employee’s own time, except in special cases such 

as where the employee is in the final year of study and requires less time to 

complete the course, or the employee is undertaking the recommended part-

time year or stage and this does not entail five hours formal study. 

(c) The relevance of a course should be determined from a Public Sector rather 

than an Employer perspective.  For instance, an employee may be 

undertaking a course of study which is of no special relevance to the 

employee’s work or Employer but which may well be particularly 

significant in some other section of the Public Sector. 

(d) A first degree or Associate Diploma course does not include the 

continuation of a degree or Associate Diploma towards a higher 

postgraduate qualification. 

(e) In cases where employees are studying subjects that require fortnightly 

classes, the weekly study load should be calculated by averaging over two 

weeks the total fortnightly commitment. 

(f) Travelling time returning home after lectures or tutorials is to be calculated 

as the excess time taken to travel home from such classes, compared with 

the time usually taken to travel home from the employee’s normal place of 

work. 

(g) An employee shall not be granted more than five hours time off with pay 

per week except in exceptional circumstances where the Employer may 

decide otherwise. 

(h) Time off with pay for those who have failed a unit or units may be 

considered for one repeat year only. 

(i) Study leave for attendance at courses leading to the Tertiary Entrance 

Examination will generally only be granted if the employee has already 

unsuccessfully attempted to enter tertiary studies through the mature age 

entrance examination conducted by the Tertiary Institutions Service Centre.  

However, this condition will not apply if a pass in certain subjects is a 

prerequisite for entry into an intended course of non-tertiary study or 

training that meets the requirements specified in this sub clause. 
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6.21.5. Subject to the provisions of sub clause 6.21.6, the Employer may grant an 

employee full time study leave with pay to undertake: 

(a) Post graduate degree studies at Australian or overseas tertiary education 

institutions; 

(b) Study tours involving observations and/or investigations; or 

(c) A combination of postgraduate studies and study tours. 

6.21.6. Applications for full time study leave with pay are to be considered on their 

merits and may be granted provided that the following conditions are met: 

(a) The course or a similar course is not available locally.  Where the course of 

study is available locally, applications are to be considered in accordance 

with the provisions of sub clauses 6.21.1 to 6.21.5 of this sub clause and the 

Leave Without Pay provisions of this Agreement. 

(b) It must be a highly specialised course with direct relevance to the 

employee’s profession. 

(c) It must be highly relevant to the Employer’s corporate strategies and goals. 

(d) The expertise or specialisation offered by the course of study should not 

already be available through other employees employed within the 

organisation. 

(e) If the applicant was previously granted study leave, studies must have been 

successfully completed at that time.  Where an employee is still under a 

bond, this does not preclude approval being granted to take further study 

leave if all the necessary criteria are met. 

(f) A fixed term contract employee may not be granted study leave with pay 

for any period beyond that employee’s approved period of engagement. 

6.21.7. Full time study leave with pay may be approved more than 12 months subject to a 

yearly review of satisfactory performance. 

6.21.8. Where an outside award is granted and the studies to be undertaken are 

considered highly desirable by an Employer, financial assistance to the extent of 

the difference between the employee’s normal wage and the value of the award 

may be considered.  Where no outside award is granted and where a request 

meets all the necessary criteria, then part or full payment of wages may be 

approved at the discretion of the Employer. 

6.21.9. The Employer supports recipients of coveted awards and fellowships by 

providing study leave with pay.  Recipients normally receive as part of the award 

or fellowship; return airfares, payment of fees, allowance for books, 

accommodation or a contribution towards accommodation. 

6.21.10. Where recipients are in receipt of a living allowance, this amount should be 

deducted from the employee’s wages for that period. 
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6.21.11. Where the Employer approves full time study leave with pay, the actual wage 

contribution forms part of the Employer’s approved average staffing level 

funding allocation.  Employers should bear this in mind if considering temporary 

relief. 

6.21.12. Where study leave with pay is approved and the Employer also supports the 

payment of transit costs and/or an accommodation allowance, the Employer will 

gain approval for the transit and accommodation costs as required. 

6.21.13. Where employees travelling overseas at their own expense wish to participate in a 

study tour or convention whilst on tour, study leave with pay may be approved by 

the Employer together with some local transit and accommodation expenses 

providing it meets the requirements of sub clause 6.21.6.  Each case is to be 

considered on its merits. 

6.21.14. The period of full time study leave with pay is accepted as qualifying service for 

leave entitlements and other privileges and conditions of service prescribed for 

employees under this Agreement. 

6.22. Paid Leave For English Language Training 

6.22.1. Leave during normal working hours without loss of pay shall be granted to 

employees from non-English speaking backgrounds who are unable to meet 

standards of communication to advance career prospects, or who constitute a 

safety hazard or risk to themselves and/or fellow employees, or are not able to 

meet the accepted production requirements of that particular occupation or 

industry to attend English training conducted by an approved and authorised 

Authority.  The selection of employees for training will be determined by 

consultation between the Employer and the Union. 

6.22.2. Leave will be granted to enable the employees selected to achieve an acceptable 

level of vocational English proficiency.  In this respect the tuition content with 

specific aims and objectives incorporating the pertinent factors at sub clause 

6.22.3 and 6.22.4, shall be agreed between the Employer, the Union, and the 

Adult Migrant Education Service or other approved Authority conducting the 

training. 

6.22.3. Subject to appropriate needs assessment participation in training will be on the 

basis of minimum of 100 hours per employee per year.  

6.22.4. The agreed desired proficiency level will take account of the vocational needs of 

an employee in respect of communication, safety and welfare, and productivity 

within the employee’s current position, as well as those positions to which the 

employee may be considered for promotion or redeployment.  It will also take 

account of issues in relation to training, retraining and multi-skilling, award 

restructuring, industrial relations and safety provisions, and equal opportunity 

employment legislation. 
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6.23. Leave Without Pay 

6.23.1. Subject to the provisions of sub clause 6.23.2 of this sub clause, the Employer 

may grant an employee leave without pay for any period and is responsible for 

that employee on their return. There is no obligation to offer leave without pay 

unless otherwise provided for by agreement or policy provisions.  

6.23.2. Every application for leave without pay will be considered on its merits and may 

be granted provided that the following conditions are met:  

(a) The work of the Employer is not inconvenienced; 

(b) All other leave credits of the employee are exhausted; and  

(c) A reasonable period of notice has been provided in advance of the date the 

leave of absence is requested to start. 

6.23.3. The proposed reason for absence shall be considered before any decision is made 

in relation to approval or refusal of the employee’s application. 

6.23.4. An employee on a fixed term appointment may not be granted leave without pay 

for any period beyond that employee’s approved period of engagement.  

6.23.5. Leave Without Pay For Full Time Study: The Employer may grant an employee 

leave without pay to undertake full time study, subject to a yearly review of 

satisfactory performance. Leave without pay for this purpose shall not count as 

qualifying service for leave purposes.  

6.23.6. Leave Without Pay For Australian Institute of Sport Scholarships: Subject to the 

provisions of sub clause 6.23.2 of this sub clause, the Employer may grant an 

employee who has been awarded a sporting scholarship by the Australian 

Institute of Sport, leave without pay. 

6.23.7. An employee who is granted Leave Without Pay to accept a scholarship from the 

Australian Institute of Sport shall have that absence count as qualifying service 

for all purposes except annual leave. 

6.23.8. Unless otherwise specified in this Agreement, any continuous period of leave 

without pay which exceeds 14 days will not count as qualifying service for any 

purpose. 

7.  CONSULTATION  

7.1. Consultation 

7.1.1. The parties recognise the need for effective communication to improve the 

business and operational performance and working environment in the Public 

Transport Authority. 

7.1.2. The parties acknowledge that decisions will continue to be made by the Employer 

who is responsible and accountable to Government for the effective and efficient 

operation of the Public Transport Authority. 
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7.2. Introduction of Change 

7.2.1. This term applies if: 

(a) the Employer has made a definite decision to introduce a major change to 

production, program, organisation, structure, or technology in relation to its 

enterprise; and 

(b) the change is likely to have a significant effect on employees of the 

enterprise. 

7.2.2. The Employer must notify the relevant employees and the Union of the decision 

to introduce the major change. 

7.2.3. As soon as practicable after making its decision, the Employer must: 

(a) discuss with the relevant employees and the Union: 

(i) the introduction of the change;  

(ii) the effect the change is likely to have on the employees; and 

(iii) measures the Employer is taking to avert or mitigate the adverse 

effect of the change on the employees; and 

(b) for the purposes of the discussion — provide, in writing, to the relevant 

employees and the Union: 

(i) all relevant information about the change including the nature of the 

change proposed; 

(ii) information about the expected effects of the change on the 

employees; and 

(iii) any other matters likely to affect the employees. 

7.2.4. However, the Employer is not required to disclose confidential or commercially 

sensitive information to the relevant employees. 

7.2.5. The Employer must give prompt and genuine consideration to matters raised 

about the major change by the relevant employees. 

7.2.6. If a term in the enterprise agreement provides for a major change to production, 

program, organisation, structure or technology in relation to the enterprise of the 

Employer, the requirements set out in sub clauses 7.2.2, 7.2.3 and 7.2.5 are taken 

not to apply. 

7.2.7. In this provision, a major change is “likely to have a significant effect on 

employees” if it results in: 

(a) The termination of the employment of employees; 

(b) Major change to the composition, operation or size of the Employer’s 

workforce or to the skills required of employees; 
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(c) The elimination or diminution of job opportunities (including opportunities 

for promotion or tenure); 

(d) The alteration of hours of work; 

(e) The need to retrain employees; 

(f) The need to relocate employees to another workplace; or 

(g) The restructuring of jobs. 

7.2.8. In this provision, “relevant employees” means the employees who may be 

affected by the major change. 

8.  DISPUTE RESOLUTION  

8.1. Dispute Resolution Procedure 

8.1.1. Any questions, disputes or difficulties arising under this Agreement or in the 

course of the employment of employees covered by this Agreement shall be dealt 

with in accordance with this sub clause. 

8.1.2. The employee(s) and the manager with whom the dispute has arisen shall discuss 

the matter and attempt to find a satisfactory solution, within three working days.  

An employee may be accompanied by a Union representative. 

8.1.3. If the dispute cannot be resolved at this level, the matter shall be referred to and 

be discussed with the relevant manager’s superior and an attempt made to find a 

satisfactory solution, within a further three working days.  An employee may be 

accompanied by a Union representative. 

8.1.4. If the dispute is still not resolved, it may be referred by the employee/s or Union 

representative to the Employer or his/her nominee. 

8.1.5. Where the dispute cannot be resolved within five working days of the Union 

representatives’ referral of the dispute to the Employer or his/her nominee, either 

party may refer the matter to the Commission. 

8.1.6. The period for resolving a dispute may be extended by agreement between the 

parties. 

8.1.7. At all stages of the procedure the employee may be accompanied by a Union 

representative. 

8.1.8. Notwithstanding the above the Union may raise matters directly with 

representatives of the Employer.  In each case the Union and the Employer shall 

endeavour to reach agreement.  If no agreement is reached either party may refer 

the dispute to the Commission for conciliation and/or arbitration. 

8.1.9. The parties covered by this Agreement will maintain and will not disrupt the 

provision of services to the public while disputes are being dealt with under this 

procedure. 
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8.1.10. Nothing in this clause constitutes a referral agreement within the meaning of 

section 12 of the Employment Dispute Resolution Act 2008. 

9.  REGISTERED ORGANISATION MATTERS 

9.1. Facilities For Workplace Delegates 

9.1.1. The Employer recognises the rights of the Union to organise and represent its 

members.  Union representatives (delegates) in the organisation have a legitimate 

role and function in assisting the Union in the tasks of recruitment, organising, 

communication and representing members’ interests in the workplace and the 

organisation. 

9.1.2. The Employer will recognise Union representatives in the organisation and will 

allow them to carry out their role and functions. 

9.1.3. The Union will advise the Employer in writing of the names of the Union 

representatives in the organisation and their role and authorities. 

9.1.4. Subject to prior approval, the Employer shall recognise the authorisation of each 

Union representative in the organisation and shall provide them with the 

following: 

(a) Reasonable paid time off from normal duties: 

(i) to perform their functions as a Union representative such as 

organising, recruiting, individual grievance handling, and collective 

bargaining; and 

(ii) to attend Union business in accordance with sub clause 9.2.1 of this 

Agreement. 

(b) Access to facilities required for the purpose of carrying out their duties.  

Facilities may include but not be limited to, the use of lockable filing 

cabinets, meeting rooms, telephones, fax, email, Internet, photocopiers and 

stationery.  Such access to facilities shall not unreasonably affect the 

operation of the organisation and shall be in accordance with normal 

Employer protocols. 

(c) A notice board for the display of Union materials including broadcast email 

facilities.  Broadcast email facilities will need to be in accordance with the 

established policies, procedures and guidelines of the Employer.  This 

means prior approval for emailed materials must be issued by executive 

management. 

(d) Paid access to periods of leave for the purpose of attending Union training 

courses in accordance with sub clause 9.3 of this Agreement.  

(e) Notification of the commencement of new employees and, as part of their 

induction, time to discuss the benefits of Union membership with them. 
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(f) Access to a sheltered area for meetings of members. 

(g) Access to work locations, names, and rostered hours of work of employees.  

This information and access will also be provided to Union officials upon 

request. 

(h) Access to awards, agreements, policies and procedures. 

(i) Access to information on matters affecting employees in accordance with 

the consultation provisions under this Agreement. 

(j) The names of any Equal Employment Opportunity and Occupational 

Health, Safety and Welfare representatives. 

9.1.5. The Employer agrees, upon receiving written authorisation from an employee, to 

provide to the Union with five working days the employee’s bank account details 

and subsequent changes from time to time for the purpose of enabling the 

employee to establish direct debit facility for the payment of Union dues.  

Employers must be indemnified against financial accountability related to these 

transactions. 

9.1.6. Group inductions: Where the Employer conducts a group induction, which may 

be on or off site, the Union shall be given at least 14 days notice of the time and 

place of the induction.  The Union will be entitled to at least 30 minutes to 

address new employees without Employer representatives being present. 

9.1.7. The Employer recognises that it is paramount that Union representatives in the 

workplace are not threatened or disadvantaged in any way as a result of their role 

as a Union representative. 

9.2. Leave To Attend Union Business 

9.2.1. The Employer shall grant paid leave during ordinary working hours to an 

employee: 

(a) who is required to give evidence before any Industrial Tribunal; 

(b) who is a Union nominated representative of the employees is required to 

attend negotiations and/or conferences between the Union and Employer; 

(c) when prior agreement between the Union and Employer has been reached, 

for the employee to attend official Union meetings preliminary to 

negotiations or industrial hearings; or 

(d) who as a Union nominated representative of the employees and is required 

to attend joint Union/management consultative committees or working 

parties. 
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9.2.2. The granting of leave pursuant to this sub clause shall only be approved. 

(a) Where an application for leave has been submitted by an employee a 

reasonable time in advance. 

(b) For the minimum period necessary to enable the Union business to be 

conducted or evidence to be given. 

(c) For those employees whose attendance is essential; or. 

(d) When the operation of the organisation is not unduly affected and the 

convenience of the Employer is not impaired.  

9.2.3. Leave of absence will be granted at the Ordinary Wage Rate, or where the 

employee works part of a shift, at the rate the employee would have earned had 

the employee not been absent from their Rostered Shift. 

9.2.4. The Employer shall not be liable for any expenses associated with an employee 

attending to Union business. Leave of absence granted under this sub clause shall 

include any necessary travelling time in normal working hours. 

9.2.5. Nothing in this sub clause shall diminish the existing arrangements relating to the 

granting of paid leave for Union business.  An employee shall not be entitled to 

paid leave to attend Union business other than as prescribed by this sub clause. 

9.2.6. The provisions of this sub clause shall not apply to special arrangements made 

between the parties which provide for unpaid leave for employees to conduct 

Union business. 

9.2.7. The provisions of this sub clause shall not apply when an employee is absent 

from work without the approval of the Employer. 

9.2.8. The Employer shall grant leave without pay for a continuous period to the 

secretary of each applicant Union (should such secretary be employed by the 

Employer) to enable the secretary to attend exclusively to Union work. 

9.3. Trade Union Training Leave  

9.3.1. Subject to the convenience of the Employer and the provisions of this sub clause: 

(a) The Employer shall grant paid leave of absence to employees who are 

nominated by the Union to attend short courses relevant to the Public Sector 

or the role of Union workplace representative, conducted by the Union 

party to this Agreement or its nominated provider. 

(b) The Employer shall grant paid leave of absence to attend similar courses or 

seminars as from time to time approved by agreement between the 

Employer and the relevant Union. 
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9.3.2. An employee shall be granted up to a maximum of five days paid leave per 

calendar year for Trade Union training or similar courses or seminars as 

approved. However, leave of absence in excess of five days and up to 10 days 

may be granted in any one calendar year provided that the total leave being 

granted in that year and in the subsequent year does not exceed 10 days.  

9.3.3. Leave of absence will be granted at the Ordinary Wage Rate and shall not include 

shift allowances, penalty rates or overtime.  

9.3.4. Where a public holiday or rostered day off (including a rostered day off as a 

result of working a 38 hour week) falls during the duration of a course, a day off 

in lieu of that day will not be granted.  

9.3.5. Part Time Employees shall receive the same entitlement as Full Time Employees, 

but payment shall only be made for those hours that would normally have been 

worked but for the leave.  

9.3.6. The granting of leave pursuant to the provisions of this sub clause is subject to the 

operation of the organisation not being unduly affected and to the convenience of 

the Employer.  

9.3.7. Any application by an employee shall be submitted to the Employer for approval 

at least four weeks before the commencement of the course, provided that the 

Employer may agree to a lesser period of notice. 

9.3.8. All applications for leave shall be accompanied by a statement from the Union 

indicating that the employee has been nominated for the course. The application 

shall provide details as to the subject, commencement date, length of course, 

venue and the organisation that is conducting the course. 

9.3.9. A qualifying period of 12 months service shall be served before an employee is 

eligible to attend courses or seminars of more than one half-day duration. An 

Employer may, where special circumstances exist, approve an application to 

attend a course or seminar where an employee has less than 12 months service.  

9.3.10. The Employer shall not be liable for any expenses associated with an employee’s 

attendance at Trade Union training courses.  

9.3.11. Leave of absence granted under this sub clause shall include any necessary 

travelling time in normal working hours immediately before or after the course. 

9.4. Right of Entry 

9.4.1. The parties acknowledge that the Industrial Relations Act 1979 (the Act) 

empowers authorised representatives of the Union to exercise a right to enter the 

Employers’ premises in the circumstances and for the purposes specified in Part 

II Division 2G of the Act. 
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10.  MISCELLANEOUS PROVISIONS 

10.1. Principles and Programme of Change 

10.1.1. Principles 

The parties recognise that:  

(a) the Employer is committed to achieving 

(i) high customer satisfaction with the quality of the public transport 

services it provides 

(ii) extremely high safety standards; and 

(iii) cost-effective public transport services;  

(b) the commitment, competence and flexibility of the employees are an 

important part of the Employer achieving those outcomes; and 

(c) working arrangements and job descriptions within the Employer’s Network 

and Infrastructure Division will be subject to review during the term of this 

Agreement to ensure that those working arrangements best enable the needs 

of all stakeholders, namely customers, employees, Government and the 

Employer, to be met. 

10.1.2. Programme of Change 

The Parties will: 

(a) develop and implement ongoing improvements to enhance the quality, 

safety and cost-effectiveness of the service provided with the Employer’s 

network and infrastructure; 

(b) develop and implement specific change programmes which may include 

revised policies, procedures, systems and work practices; and 

(c) develop flexible and rewarding jobs. 

10.1.3. Operational Review 

During the term of this Agreement, the Employer will carry out reviews within its 

Network and Infrastructure Division focussing on: 

(a) job competencies, job descriptions, qualifications and training requirements 

of positions within the current divisional structures, to optimise employee 

effectiveness and compliance with the Rail Safety National Law (WA) Act 

2015 (by reference to the Australian Qualifications Framework (AQF) or 

where no relevant AQF competence standard or qualification exists, 

confirming development and validation of the Employer’s own competence 

standard by reference to knowledge and skills);  
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(b) identifying improved structures within the Division, including for the 

operations of the Control and Communication Systems Branch, including 

potential consolidation of workgroups and increasing the flexibility of roles 

within the Branch which will, among other things make resource 

management and performance within the Division/Branch more transparent 

and measurable, so that further appropriate role changes or efficiencies may 

potentially be later identified; 

(c) a further review to identify appropriate adjustments of job competencies, 

job descriptions, classifications qualifications and training requirements for 

positions within any new divisional structures, to ensure employees are 

provided with the required training to perform at their optimum level. 

10.1.4. The review process will comply with the Introduction of Change provisions of 

this Agreement and will include consultation with employees and the Union, and 

the parties are committed to working together to identify potential changes which 

would enhance the quality, safety and cost-effectiveness of the service provided 

with the Employer’s network and infrastructure. 

10.1.5. Commitment to Implementation of Change 

(a) Subject to the following sub clause, the parties are committed to 

implementing changes and other outcomes on completion of the review 

with a minimum of delay and minimising any avoidable adverse effects of 

the change process on employees. It is agreed that existing employees at the 

time of the introduction of a change will not suffer a reduction in their 

Ordinary Wage Rate or their allowances as a direct or indirect result of any 

operational review. 

10.1.6. The Dispute Resolution Procedure contained in this Agreement will remain 

available for an Employee or Employees to resolve any industrial matters, which 

arise from the subject of this sub clause. 

10.1.7. The parties acknowledge that the following component of the wage increases 

awarded by the 2011 Agreement are based upon the parties’ commitment in this 

sub clause to cooperate in the identification and implementation of workplace 

change and accept that this should be taken into account in the resolution of any 

disputes: 

Year 2011 2012 2013 

Parties’ Commitment to Workplace Change 1.25% 1.25% 1.25% 

CPI 2.75% 3.0% 3.25% 

Total Increase 4.0% 4.25% 4.5% 
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10.2. Training  

10.2.1. Training may be delivered on or off the job.  Wherever possible, the Employer 

will ensure that the training is Competency based and nationally recognised 

training with clearly defined programs and agreed performance standards.  

Provided the Employer determines the training to be required, the Employer will 

meet all reasonable costs associated with the training.  Provided that training time 

may be allowed for in relief lines within a drop down roster.  An Employer shall 

not unreasonably withhold paid training leave. 

10.2.2. Trainees 

(a) While in training, trainees will be paid in accordance with sub clause 4.1.2 

of this Agreement. 

(b) No trainee shall be permanently appointed at the base classification unless 

prescribed training requirements are assessed and satisfactorily completed 

within the stipulated time period.  Provided such time periods may be 

extended by written agreements between the parties. 

(c) Overtime and Shift Work shall not be worked by trainees except to enable 

the requirements of training to be effected.  When overtime and Shift Work 

are worked, the relevant allowances and penalties of the Agreement based 

on the training wage stated in the Agreement, shall apply.  No trainee shall 

work overtime or Shift Work on their own. 

10.2.3.  Training of Existing Employees 

(a) Each employee must be prepared to undertake training, refresher training, 

and maintain the qualifications necessary to carry out the employee’s role to 

the required standard. 

(b) Assessment – The level of skills possessed by each employee shall be 

determined by the assessment conducted by the Registered Training 

Organisation or such other independent and accredited assessor as agreed 

between the parties, based on; relevant training packages and Competency 

profiles, certification requirements for specific tasks, and the work 

experience necessary to perform a stipulated role. 

(c) Competency Standards – Where training packages have been developed by 

the industry, those training packages shall be adopted in respect of matters 

relating to training in the industry and callings covered by this Agreement.  

Training standards shall include but not be limited to the following:  

(i) standards and competencies for skills required for each calling;  

(ii) curricula development; training courses;  

(iii) articulation and accreditation requirements for both on and off the job 

training; and 
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(iv) on the job training guidelines. 

(d) Where it is agreed by the Employer that additional training should be 

undertaken by any employee, training may be undertaken either on or off 

the job.  All time involved with training shall be paid at the actual time 

displayed on the roster on the day 

(e) No employee will be forced to retrain, although a refusal to retrain may 

have adverse consequences on the employee’s contract of employment, 

should the employee fail to meet the required competencies for a classified 

position under this Agreement. 

10.2.4. Competency based training and assessment. 

(a) The parties to this Agreement recognize that training and assessment is 

fundamental to the Competency based classification structure and requires 

an ongoing commitment to training and assessment processes by 

employees, the Employer and the Union party to this Agreement.  

Therefore:  

(i) Training modules consistent with the Transport and Logistics training 

package and the Electrotechnology package are being developed in 

line with agreed nationally accredited industry training packages. The 

Employer will offer assessment and gap training to employees after 

Competency profiles are constructed for their workplaces, to assist the 

employees affected to obtain recognition for skills they have already 

developed through work experience and to develop new skills 

required in specific occupations.  

(ii) Employees may nominate and if accepted, become eligible for paid 

leave to train to become Workplace Assessors, enabling employees to 

participate directly in implementing Competency based classifications 

in their own workplace. Workplace Assessors may be able to assist in 

Competency assessments under the guidance and supervision of a 

Registered Training Provider and the Employer’s relevant managers. 

10.3. Uniforms, Clothing and Protective Equipment 

10.3.1. Employees as required will wear specialised clothing for particular operations. 

The Employer will establish a uniform committee in consultation with the Union. 

10.3.2. The Employer shall supply uniforms and protective clothing; as agreed from time 

to time between the Employer and the Union. 

10.3.3. An employee shall sign an acknowledgement on receipt of uniforms and/or 

protective clothing thereof, and on leaving employment shall return the same to 

the Employer. 

10.3.4. An employee shall be responsible for any loss or damage thereto, with fair wear 

and tear attributable to ordinary use excepted. 
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10.4. Fitness For Duty  

10.4.1. To ensure that an employee is medically fit to carry out duties in a satisfactory 

and safe manner the employee will, if required, undergo a medical examination or 

health assessment with the Employer’s Occupational Physician. The level of 

examination or assessment undertaken will be take into consideration the 

activities the employee is required to undertake and be in accordance with the 

requirements of the National Health Assessment for Rail Safety Workers. 

10.4.2. The Employer will pay the costs of any medical examination or assessment 

conducted by the Employer’s Occupational Physician. However, subject to any 

policy to the contrary, the employee is responsible for any costs associated with 

any treatment of a condition identified by the Employer’s Occupational 

Physician.  

10.4.3. The employee will, as required, undergo drug and alcohol testing in accordance 

with the Employer’s policies on the safety of personnel working on or about the 

railway system. 

10.4.4. The employee will not be required to undergo a medical examination for the 

purposes of the National Health Assessment for the Rail Industry while such 

employee is on workers compensation, except and only when an employee 

returns from workers compensation and is medically cleared to recommence paid 

remuneration or a circumstance where a health assessment is required for the 

purpose of alternative duties. 

10.5. Workplace Health and Safety Representatives Records 

10.5.1. The Employer shall maintain a Workplace Health and Safety (WHS) 

Representative Register (the Register). 

10.5.2. The Register is to record the following information for each WHS representative 

covered by this Agreement: 

(a) name; 

(b) work branch; 

(c) work location; 

(d) job title/occupation; 

(e) date of election as an WHS representative; and 

(f) training details on completion of relevant WHS training courses, including 

initial and refresher training dates. 

10.5.3. The Employer shall provide a copy of the Register to the Union every six months. 

10.5.4. The Register is to be submitted to the Department of Mines, Industry Regulation 

and Safety - Government Sector Labour Relations division by 31 January each 

year, for the previous year. 
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11. SIGNATURES OF PARTIES BOUND 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Sigm"t _ ~6,i?~--=25
~~ 

Joshua Dekuyer 

Date:._ /_S -,......;;./ <--1-/_z-=--3? __ 

WA Branch Secretary, Australian Rail, Tram and Bus Industry Union of Employees 

Western Australia Branch 

Peter Woronzow 
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12. SCHEDULE A –WAGES TABLES (EXCLUDING LINESPERSONS) 

 

BASE WAGE RATES TABLE – WEEKLY RATE 

  

From 19 May 2022 

  

From 19 May 2023 

Class 
38 hour base 

weekly rate 

40 hour base 

weekly rate 
Class 

38 hour base 

weekly rate 

40 hour base 

weekly rate 

Level 1 Maintainer  $960.80 $1,004.20 Level 1 Maintainer  $1,020.80 $1,064.20 

Level 2 Maintainer $1,007.30 $1,053.10 Level 2 Maintainer $1,067.30 $1,113.10 

Level 3 Maintainer $1,049.30 $1,097.30 Level 3 Maintainer $1,109.30 $1,157.30 

Level 3A Maintainer (Signals) $1,079.70 $1,129.30 Level 3A Maintainer (Signals) $1,139.70 $1,189.30 

Level 4 Maintainer $1,108.50 $1,159.70 Level 4 Maintainer $1,168.50 $1,219.70 

Level 5 Senior Maintainer  $1,154.90 $1,208.50 Level 5 Senior Maintainer  $1,214.90 $1,268.50 

Level 6 Advanced Maintainer $1,193.00 $1,248.50 Level 6 Advanced Maintainer $1,253.00 $1,308.50 

Level 7 Perway Patroller $1,239.40 $1,297.40 Level 7 Perway Patroller $1,299.40 $1,357.40 

Level 8 $1,351.40 $1,415.40 Level 8 $1,411.40 $1,475.40 

Level 9 $1,400.00 $1,466.50 Level 9 $1,460.00 $1,526.50 

Level 10 $1,448.60 $1,517.70 Level 10 $1,508.60 $1,577.70 
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ORDINARY WAGE RATE TABLE – 38 HOUR WEEKLY RATE  

(Includes Experience Allowance, Annualised Leave Loading and Enterprise Flexibility Allowance) 

  

Class 
From 19 May 2022 From 19 May 2023 

1.3% ALL 1.9% ALL 1.3% ALL 1.9% ALL 

Level 1 Maintainer   $        1,002.50   $   1,008.40   $           1,065.10   $   1,071.40  

Level 2 Maintainer  $        1,051.00   $   1,057.20   $           1,113.60   $   1,120.20  

Level 3 Maintainer  $        1,094.80   $   1,101.30   $           1,157.40   $   1,164.30  

Level 3A Maintainer (Signals)  $        1,126.50   $   1,133.20   $           1,189.20   $   1,196.20  

Level 4 Maintainer  $        1,156.60   $   1,163.40   $           1,219.20   $   1,226.40  

12 months  $        1,164.20   $   1,171.10   $           1,226.80   $   1,234.00  

24 months  $        1,172.60   $   1,179.40   $           1,235.20   $   1,242.40  

Level 5 Senior Maintainer   $        1,205.00   $   1,212.10   $           1,267.60   $   1,275.10  

12 months  $        1,212.60   $   1,219.80   $           1,275.20   $   1,282.70  

24 months  $        1,221.00   $   1,228.10   $           1,283.60   $   1,291.10  

Level 6 Advanced Maintainer  $        1,244.80   $   1,252.10   $           1,307.40   $   1,315.10  

12 months  $        1,252.40   $   1,259.80   $           1,315.00   $   1,322.70  

24 months  $        1,260.70   $   1,268.10   $           1,323.30   $   1,331.10  

Level 7 Perway Patroller  $        1,293.20   $   1,300.80   $           1,355.80   $   1,363.80  

12 months  $        1,300.80   $   1,308.50   $           1,363.40   $   1,371.40  

24 months  $        1,309.10   $   1,316.80   $           1,371.70   $   1,379.80  

Level 8  $        1,410.00   $   1,418.40   $           1,472.60   $   1,481.40  

Level 9  $        1,460.70   $   1,469.40   $           1,523.30   $   1,532.40  

Level 10  $        1,511.50   $   1,520.40   $           1,574.10   $   1,583.40  
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13.  SCHEDULE B – NINE DAY FORTNIGHT ARRANGEMENTS 

 

C1304 OF 1988 

 

T.'1e Rail Tram and l!us Industry Employees Union We.stern Australian Dranclt -(Connally kno,m as the 
"Australian Railways U11ion of Employees W.A. Branch) and the Public Transport Autltority recognise that on 
7th October 1988 the parties entered into thirty-eight hou,· week arrangements, specified in the Order arising out 
of Malter C No. 1304 of 1988 in the WAIRC and known as the '"Nillf; Day Fortnight Agreement'' ( copy 
auaciled). 

Tho parties continue to recoguise the document as thQ arrangements emered into aud will continue to retogr,isc 
the docmncn1 Mau accurate J'ecord that clearly identified lhc slmctural changes that occurred at the time. 
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·~ ~-·'·-'·.:.G' _____ 1_v.:.~s_·1_~_:K.:.N_,\_U~ l'RJ\LIJ\ N IND( :STKJA L G,,21.: rn 28'11 

fl.nlhc:r mcctfn~.s oonveocd bv lhc El~triclll T!adcs 
llnio1, ,:,f Worklfl of.Al'Stra.lia (W~st,m Australian 
Hn11tch), Per~h 111 lZnnon on S October 1991 and ~t 1.00 
a, m. 0:1 6 October • 9as. the tin J>l<1yi:.,ei; n-:.c>J.,~11 1<1 JS(• u 11 
strikt indcri11i1cly in S11i,port of the clail:r for severance 
pay; rind Whc:rt'u a f1,11thcr<onfe,M~ oi1he patties held 
on to (ktobcr 14J.~$1 i:liilll)I.I l1> re:,11.(ve llae ruu(h::; 111>w 
1hercEore the Comrni.~i<111 buvillK re,,,.anl lu eie pu::..lic 
inO:r(itt 1n.:I •he lntcr::sc of fhc partieE dim:d)· involved 
and to pre.vent any n1nbec dete:rioratioo of hKlustfUll 
rol~ti<111~ ii• llt$f.e¢t of Ute >mtllen in g•JCstjc.-n, hcscb>' 
ordoco ina,;:ord:\lll:ie l'>ib Ilic: nrovfaiun<tofthc rndtmriRi 
lt<latlon. ha 1919 lhst -

L ~nch t1nployce of tit! a,;:pli~ttru ctnploycr, lbe 
subjc.:t uf thi3 Order, w:io b. or Js dglble to b!. a 
o-::.r.ber of tt.~ P.lect, ll'.'11 ru,nl~~ U11.Wa ('lfW,,rkt:tli 
(Western A•.a.dralian Rr~ni:hJ, 1-'el'LI, ~h,dl ,i::111, 11 e('I 
wutk bY S.00 a.m. on l'l~ml.'1, U Oclobet 1988 :.ad 
lvork in Accordant¢ wUtl thdr norflW co,rtr:.<:11 oJ 
s,e:\·icc. Thruc cm1ll~ee-; 11(1( .it I e.ntl i,1..li wl)fk ut LI 111: 
time wtll t-edcom~ io1 the pwplk~ <,f ll.Jt:ir Aw1mJ 
to ha'it' aba.nclon<d til~r c.Ytpl<>yan::11.t wi:haut 
notie.:. 

2. TJter~ ,ire to \IC' nn tur1her ba,u (J/ H1l!Jt:.tlo:t.s 
()fan)' Jdnd i:l.11lo(e:J IJt'J\tU•tY. Ute 11:'.w;ul!<.ln -.,f (1:1"! 
dispute b)' either cor.cilit'lti(11l (w 1td1ilru(:•>•• 11ud 111l 
p1irlics lo thlS Order (the ApJ).lic~Dl ea,r.loyer, the 
lk,puudcnt uhior, and dw e:mplO)'Ctli re trred 1::, iJ) 
L. above) arc to l~nm1,ly V<ilh Uii::ir u':,Jii,:111iw,s wuler 
the rele·lllJlt award and Oult:r.5 ur thi:: l»,:u>w:loiun. 

J. Tbc St,tet:.r:,·.imd orficcrii: of the llhion ~hall, 
in .i<cfll'<l9n:-e wirh it, Comti1u1ion and RI.ti~~ or 
~!ht:rwj-.1::, 1·.~e lltcir best endeavours l<l cr.mr< 
:ompJ:ancc.v.ilb lhi~ f'k(rt, ;,ttid nny f11ilurt: s:, lC.> tfo 
wilC 1tls:e the Unin!l M<I j(i; s.•ECicer~ in breuuh. 

·[I..R.J 
(SgJ,) R •• ~- OJiORGll, 

CoaluJWit.-ncr. 

RATUHY JMl'l.Ot.t.l:S ,\WAUO No.18 or 1'69 
Wl<S'l'l-:~N J\USTRAI.IJ\N 

1:-lllU~l'RTAT. RRI.ATIONS OUMMll!.SIUN. 
ln<l\1S!rial Rt-1.itinn~ Act W7V. 

S°'tiou~1. 
We~. Avscralian Ouvcrnni:ml Rsilw:a.y.c; 

Cwomii;sion 
nml 

Elc~trical lradu 1:ninn nf Wt>rkc:-.r.. of A~~lmJit:. 
(WtsteufAastrdian Jlra11eh). Perth and Ofher.s. 

No. C I l4l4 of\ 988 
Rl\11~VJ\Y IJMPLOYEI!~ AW.'IRD No.18 or 1%~ 

~ailw~"''t RrllJllOy<t:S Rai]~ 
Cllllll' COMM ISSIONI\I\ W.S. COLllMA.'1. 

'/Odubi::r 198~. 
Otd,N. 

lJAV~G beard Mt O. \Vood nn hchatf of the 
F.lc~lricul 'lkOO~·Unlon of \',~rlc.eB of Aunrdia (\Vi;sl 
Austru1ian Rrnnr.h), Pt:rlh, Aus:tralasian S.:>clcey of 
En~ncers, Mo:.1ldet~ ilml l-uundc}· ~rlcen. lr.dmuciat 
UmuJl of Wormu. Wtitcrn Aujlrnlian Hr.,neh, 
Am1d11:~:mittccl Mccal Wo:kc1s and Shipw.-_igllts Uniou 
oNk.~:,e,n 4u~t,.'.li11. undMrJU,;. Wc1lsonb;ha.Uoftb.e 
AuiJcaJ ia o Rail Wa'¥ll l Jnicm urWoficeu West A11 stmU011 
Hrinch and Mr R. lionon <1n beh:tlf of tht: W-::i:tm1 
A11sl1.lli.'ln OO\WTimerl~ Railways Comm.iulo4 und 
billt,~atisfi~ thd thcparti(.: have reached a~eme:-11 

on cllehn,iemcnb11Wnofanai-ran3<=m¢nrfora "«:\-'Cnty 
S;A bou r nine dny fortnight' in ~ems ofthC' ttqulrtinenls 
to meet oo!.f neul:dity ind tn 11,.., $,11,j~I (o um.~,~ 
p1oducll'vil)· mt1Uru.ri1lJ:: in .:.,~b wc:1lk m,::u, und by 
cum,c:nr, hcr;by ordcn-

'C'h.tt nofwichatl1a.dJ11g (he provi~ion.s of th~ 
'R.lih .. ·i\y 6Jo!1Luy('ei;' Aw1m.l No. 18 or )969 the 
o,di11:t:)· ltuim; of w.irk fhr 11.II w~;s gl·ade 
M\plO)·ce& en~a,:ed in the lnc3fn,, lt(>t~ffa•d Cn 
Schedt.!lea ,\,, B uruJ C of th.: Aer<~1n;111 a:i.tmd 
in(" l•:)jw:::en the ruunod union.s ;,n(l the Wt-.sle:m 
/\ustr.iJi.e:1 novcrnmcn1 Rt ilw.lY$ C..\J11~,iW1 
th.ill be )8 bnurs a wccl: :m<'I 1th di l,e .-iu.i?Q(Cd L..
provld•~ .o,ioo working da~ ci~tu.stve of Satun:!a)· 
;uid &undn):i. tufollins '76 t.ou?l jn cacll f()rlnit:ht 

. unCer conctrt(*n't src:cifi,':ri in tht: IoJMVrni 
Se .. ·enty $i~ H<IUf Ni,10 n:.y },·1>rlni.i;hl 
Agrcemcn,. · 

(I.S.I 
(Sgd,) W .IJ. COL!!.t,!AN, 

CruefCon1mi,.,ii<1n~c. 

Scv.:nty Six Hour Nie\( Da)·Forl11~blAgrccnient 
Th.ls ?.~«Mte:tll made in puuuane: :;if th<: Wesu~m 

. .t,,u.;11.-ili;,~11 lm.l11:5,lriul~h1Uurulwt J~IJ. t11.is7th da}•of 
October, J988, belwt:4:n lht: Ykstr:in AJ.1SttaiJa4 
Goverumenl kai lways (;~m m i1-.;.i<1n <1fo •~•;,l 11 aud lh~ 
AUS\ra1i.Jn lYlilwi,ys Union ofWork~/S OfADr.urt~h), 
1:lectrl~i:.l 'Jhldc!I Union of Aumd:a, ,vA U111neh, 
Au.stn.hui:..ii ~,ci~y (Ir RneinjO,f':~. Mould~· ~nd 
foundrv Wnrkc~ T11d11.;.tfi.llt l1"io11 1>f Wur~s. WA 
Branch; a1ld 1h; .~~le:am:.ttd M.:t.iJ Workcn;· a1r1'1 
ShipwriJthtf Uni(Jn ofW~tm Australta cf 1he other 
~~~ff, w,tne•;~~I 11ml OK p11:lted hereto m11n1aJly 
001·:11.1111, :rn<', Jtt•~ lo ou~ wdl, (bt: ollt~ ni; follows: 

· Whereby it b agreed 1ha1 nnt\\ith.tlanliiut, 111-: 
•provUlion,; .:>f die llailw;t;)' Hmp~oycu' Aware ~o. 
HI 0~·11J6'J1hc ordinuy ho11rs oi· work for all w.-1,,-as 
~r3de e,n1tloy::Clt ~111pln}'M iu lh\' w~ttON 
i;pcciticd i11 Sc:hdule..<t A, R <11\,.I C ·lu tbis 
Agreement shaJl bt 36 hours a \IA:ck utd shRll fie 
a~ran3cd10pt->-i1denl.rteworkintd;,ys!'xcltisivenf 
SaluOOuy:; 1100 SdrK.ln)·s t..-lulling 7b houn in ca~b 
Io,tuigbl unJer fht: f1>lluwfoi t:or.llilioni: 

(1) Hour.-; o( Ou~. TI1c orrliMI)" hnn,s uf wvrk. 
fonllemp1n~:~sha11 bl8ho1.111 aw..:ct:.ddsh.ill 
bcunang.:dtoprovidcnin<:worlclr.8'1.avsexclu.si,,e 
.-.f S3nrnh)·<t .11n,t Su11cl:ly~ 't>l:tHi•'-!< 16 hu·Jn in 
c~h f<11tni9J;t u1Hh':1 th11 f<1ll1)Wi11t, wnd:(:um. 

(a) B.S hours sh:.11 L'Onsli:Ute the ord(J13,y 
wo:~t1$ hours o!' 11uy eight da}l or th~ 
fu:ll:q::ltl, 

(Ii) ~'ubjcct In rar~Mllh (-lj {b) (ij, ~lght 
hod·n shill cnnsti?Urc th:: l'l1di11,;1ry 
wurking houn cb th;, nintb 01 rem.'.hllng 
wurking duy in (he t(lnni.gllt, 

(e) 'Whnro rmy p:1,t of cite t::h1bJilhmcnt 
subjo,t lo ..;lause }6 t:IJ. - Stti£1 ~ind/nr 
Nig'ht Work of the A'W;lrd is required kl 
wotk.>bJfcs. tb" ordinary hour&of cll,l«y ill 
;111.;C(1nl,,.-.~ v,ilh clttusc :S~ (2, (d). -
Ilour.sofDulvoflheAwam thrrlay<thill 
b 1bal f."1'1 oi the e·-.1abUshnt:n1 d1$'11l l~ 
iti :p.,;CJ600 lu Schcdukj A, R a.ltd C ,o· 
lb.LI Agn:cmc.nl 

~) H<11;unrArrcnMno.:. R"ltwo, kt11~1>lherthirn 
sh1fi work~rs a11d •llO!S'v '\'ibOSCI duties 1e4iiire ltn 
e~1rt:Cror J 11c rstarttimc tb~ \lS\111 l '\'iotlct.t: hours.I 
•he (l lncr. or ,~rlc wn t he a, specified it\ Sehedu1e,s 
A. R $1;1l(I C ·•) 1hi~ A.j1.l\)flthfj1;, 

The cirr.eupcciEctJ in Schedulcj A, K .1111,1 C Lo 
this ~enl may be variod hy 3Slt.et,llt:11I 
bi::CWt.:cn th.c emr,lorcr and tlte <mployees 
(;Wli.J:nwd. 
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2812 ---- W~ST£RN M.JSTRIILl.~N CNDUSTKl,\L (iA7,~TTf. 

(:I) ~◊S[m::i.J DayOff.Araircmcl dayvff¥hul1 be 
Hnt.ngcd ci.dt fort!'i~ht ui1d thiit shall, \v}tccc 
pt~Ucahk, he a. Friday or .t Monday, e•~• II:!' 
\Uh~n:. otbeswite 1,•ct.l\'idcd for In Schcdt1k C. 

As ne,essa1y, an P.mp~uvc:c havin~ the abilit>· 
and 111, ne~$.1<1t)' the spJ.)J'OP,fate train in& to ~<'In) 
uut fhc la3k will bt nom1n11ttd' by lhe empJo)ti:c fO 
undcna\:.: lhc WM'k t>f othcl ~Jrlplo~~nbsentn~111 
rosteretJ da)· ml' ~:-.cl uo bun or limlb.lkm. will l:c 
folflOSE'l(l on lhi9 r,~nt wtlirt niil~ <luy 
(ortnighl wo,tfog rcm~in~ iJ1 ptuc,c. 

(4} Work (111 lt.<Jsterod.J)a)• 01[ · 
{1111) Wo,k l)•ll.M.;ornntnies. rollir.e,t<ict; 1n"k 

11nd Aign3lt and od~Ol V.Wk. rlt: .• lo m::ct 
1taff.<;. OJ1CUti<1111.r 11.nd J•talatenancc 
ncccllt E!lc. 
(i) Systemnjc Yl(lrliug ,.,ill not tak! 

(llace lln the JXJt(( l\:il Ci:.). otr. 
(ii) When,: circumi.t.1111.:~ 11llow 

emplo)'C~t rec11_1in:d to wvrk un the 
1os1ercd <'la)'vlf .... iu be s-=le<led from 
wlt,ulc,t,'Dltl aoc~anoc: with ;11.:ilily 
10 Catt)' Out lho UiS.k, ln (he c:\·cn l (h~1 
~ in:.irAh~ ·•olun!Cl;u I\~ avuHahle, 
erqp)l)yP,t$ will b: 11nn,l11,i1td l:w the 
t:mplu,rr. mklni; inu, :ll)OOt1n( 11ny 
IUEO&. advAl'I(.,.,) for not behtg 
svAi,!'11,Je un tbat (l;)y, 

(iii) Ju\)' ~l1<1gr:emo,1l 1lu1l •be wor~ 
mu!tt he ¢.tnied ou~ 011 lb(: nm<:rod 
davoftwill bt:delermincdhyil no.mi 
of ~r.fu1.encc. 

(l\1 \Vb.ct! then: ii;, in.sufttcicnt lime to 
oon\'Nlf! 1be Board uf l(e!cr:nco 
1:ielorc ltl(: dn)· nr ,1·,Ut wnocmod 
then lhc \\'Ork shalJ pru..:.ced tis 
<1rnffllinot1.b)•1becmpto-.t:t1 and 1be 
Rn:rn:I .Juli I · be i1utfion1"'~d to 
dc~r1'llim: that n~, lUue rutc:, .shall 
r1wirin li~u or All ahcnt.tU-.-e dce.~•nff 
lr.inl1i;.<1pi11i<1n. lhc ...,nd: Ct"a,,kt ii.a": 
c~:lSOrmbl>· b~C4 undcn.1.l:en d11rir~ 
norma~ .,.,'D,tfoe li.mc.s 'P;ichou~ 
boldi-.~ Ut1 ttonnaJ production. 

(v) J;m~lnyee-.> who ·l'iith p•rin, 1101itx: 
(sec psc:..(6)fu, '"f::lll out1"). \'ti.lrk o?L 
tltt rwt.:red da)' off will LAlcc tbciir 
alt<n,ach:c rcislered clRY oft' on tllc 
follm-.ior "1ond3l' or Pficl.t)' ur nuy 
01t1c1 clAy witbi11 die ~11mc nfne doy 
forlnighr. ai muoo~II~• IISfC:cil hy the 
cmplo,er ,i111I ernpln~e. \\lltero lltt 
!tChflCl11!eLJrose¢1cddayl)(fo the lust 
Friday of the nn, \ing lOJ1ft~l then 
lhe uliw;r.-.,11ivc to$t;;1eLJ day<1fl'$Jrnl1 
betaken .-.n llreMon<i.lyor F1id~yof 
1hc~1t$Ulng working fmt,,i~tl oran)· 
olhcrdayjnlb a.s 
' .. 

&, ., 
in IC!tf'£'1 ta emJ) O)eeB pro,;Jde,t.J fflr 
in Sch~rfl•k A. in particu(u1 
C:art1tol.cr8iln~1. tbll.twlienex11cmcs 
nr climi:.tic C'<lti.Jitio,~ 10.iy prc•Jail 
{e~ beat WSW$,, Ooudi. rJ4:J th.ca 
a.rr.in~ml!lul1 mar bt tn3dt to d~iir 
th~ ro'1er<(! daf off tr. cn.mhit 
pffll.ldll. 

(b) Cione,J;I, · 
(i) Foe t:mploycci.. ttquj1ed lo work on 

ttl; toE1ercd dtty<JJf. tM l~b oflhc 
sh in Wl)lf.ed and houn o( 3Uflt\f.lunce 
will bo 8.5 hauH to pcu\·idc for an 
~lt.:rnativ~ P..Shou,srostcredcby off, 
Whcrcct.eallem1ttiV¢ dayoff !all!tOtl 

3 da)' whOJ1 ouJy d::11, hoaco is 
worked the extra ltal{hm1, .wiJJ be 
p,,id at ordinary l31~. 

(H) Subicc.r Co p,uitgrtt.ph (~) (11) 11,a-e 
$huh be no t:xlra yuyn,tnl fur work 
ou u nnt-:!#.(! dfty. off CX(;Cflt a4 
dctetmloed h)1 Che R.'la;<I of 
Rcf.:r4!n~. 

{•ii) Subj,c,10p.irai;ir~1.1h {lv) h;rcun<Jer, 
a11employee-r-:quiro:1K1workctu1,~(# 
rfle ,,.,ual 1nc•l Lime nn (h~ ru:.tcrccL 
da)' .,f( i;halt be 1);1id in ll¢Wrdanoc 
wilt, CJau~ 40 (?.) ti). - 0\,er1(rue, 
Satun1ll.:,' .iud Sunda)' time; of llu:: 
Aw.i1d. 

(iv) Jn the ca11:o -0r un emplo)'(c rn ,~f! 
Civ.11 llagiJlC¢J:jnj or 0Jmm
unica1iow: aod R•e:n11ls IIJ~lwhc!t. 
where tll~ 0pC1'ational ~uircroe,us 
warra:ot.., (h~l•:.11ulmca.lbrc,l: fnt<tll 
~•np1o)eeo may be O(ll)uom.:cd 
bct\\'~&•l (b Jotir.h .\nd iim, imd 0 
(lUIITl.cr houi, !rum Ultld 
comtnencim~ liioe witltoutineu rri "g 
(!V\"rl?mc: p·C'nRUJcs a11rt toil)' be 
w.littl 1uwmprdtf11lJ Lh(:cha1t,Ge1 to 
Houl'l' <1; A.ncnd;:i.,l~e iimC\, u 
proyidod ror in Schcd\!lesA sl'l,t :R, 

(S) Ova, lime. OvcJ1ib1.¢ provi!tinns will nnr 
a1lp()' until afler(t.~ on:lin.111y li,.iun ofS.5 u: eigh• 
boun u r.rm:lrletl i11 pim,gra)h (I) lt~\'e been 
wnrb(I on Cl'lch i"Y• · 

(6) CtdlOuc. 
(a) Im em;,ln~·~ ''l:,1llcd ·(),:t•• fo, 11n 

cmecg,:-r.cy on the tostercd d:.)· ull~ i;haJl 
be p<tJd In KCC."lrcl.•ul~ v.ith nic norrMt 
Awimi provmc>ns (Cli\111c {-0.. -
Overtime-, 8nlunluy nr S'l1nd11.)' ti,111:) for 
wurkinJ on a di!>• norrn!'lllr rosc::1\.-il ()(f 
dol)I, 

(b) Ar,1>11:er LJ11y otI ..:t\11)' )s nnt f,rnnr::d :n 
lieu. 

1. PaymentufA1low11.ncc't. 
(a) \1let-kly nllowo.noos a. p1($1.ribcd in 1'1.e 

A\WH'd :iliall noc. be rcduct'-d o..s a 
oon,cq11cnoe ofdle introduction l)f a u:nt: 

.day fortnij!ht 
{h) Nu Jtq;h.crdt."t)' allowan<eswill he 1uiil1<1 

(uiplo)·ees oo,en:.:I hy thls ,,pccmcnt 
whf\r': Ttc1,1lrrd lo oet in .a l\Othi;: e.:ap.idC)· 
(Y.'ll.£#.!t (If IU~Uri('I) whik: the r::rM<1nent 
ui:cupan~ is on a rosceml d11.y off clue>·; 
P«mded lbt where .1. ,-.nrl:triJ ro3t.cTN 
in .11 hit.her poo.ilion ,., Tra,;kmastcr or 
l~reola.11 Clni.i:ebrook H.aitcaf' nep:>t, 
l1t1:h.:1 d11tics l)aymem. will apply. 

ll ~A~ ..nd PublM lfolid:•.,·s. 
(a) A,1 t:tupfoyocon•rost(Rdda)•ofi .,,.;11 not 

be cr,(nlcd to Clahn either AICk le;,,.-e .,, 
cumpll.ct!tlnn"(e lea.·•e for that day. 

(1'1) \\lhercap1,1bfo;hollduvtflllum~rn!t1e!t:i 
Ju)' utr, 12-,c fl•e~ec:fir,.g or lollowmg 
workiag da}' 311 t.E11ew1incJ by lbc 
cm1l~er ~hl'll b.:ob.••;r.td ir. Heu oi the 
roooor.:d Cny on: 

<~} A paid hnHct:iy-01 n ci11ov clc.u;J i,, fall or 
\rtorl: on t>.>eh d.a)' i;6aJJ be the U!tWll 
1(1$lrn:,J houn of i.s or tight a, p10,·i.ded 
in pmg<>ph (!). 

(d) Public: h◊IWt.v pciwll)· a.t thne and 011:
Ju,Jf will app~· on the tiri;t si.itM or 8.5 
Jwura u 1nnvrt1ed in parograpll (t). 

(e) l'or tlie puql~4 vf CW.use 35 (3) (b): -· 
Aww.ull.ca~andffc.,lld:m.:ihbeA\11~1M 
ciJbt holm mean~ ~if:bl ftoun; ul lbe ,IQ 
tana, llOl•dy rule or 71J houts ac the 38 
hour lmu,a, 11tCc. 

., 
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(f) l 'nrlh • P" •v<»" of (;I•·•" Jl (I H•)(O. -
Armu:e.11.eaveilnd Hofi,fayit nf(beA.-.,lru 
foor w::.:b .'lnnunl l::n\'l." shall :11¢1;11, 1.;2 
bOun. 

~J },·w the ;,urpn~i:- of 1o!lg oorvico lea:v~ .i:1 
l)restri?>ed i11 the G~rr.l Onkrfor Loni 
!:tt, 'iil.:t: .Lea\·; C'o~dilio~:.. St:stc 
Gaw, 1uue.ol Ws.~ R'1lJllO~t$.)J wtii::b 
Jcaw: !!1'1111~,m thcuwal 10$l1;J.-.;dJwun 
f.JJJing dutint C!te p~loC: oflcav.:. 

(b) lu Cuk.itl.1 aJlf.llJtl or Inn~ F,~rviC\~ le.lw., jf 
an einplO)'oe'-t fl111illeiuent t:.xpi:c, part 
w.1y l1'1vu~b 11. day, the etnpluye: ~h•ll 
ha,-c th.,; <1pfion of r~lllll Inti, (ll• l ). fur dhl: 
r11u dll)' or ralM the batuoo ortflt ,la1 .:.s 
approved fc3w. wjllJoul pi1y. 

(i) A,u•mpJo)·.:c·s sid:Jec'l\'ecntU;emcnt wm 
b:- cktiJfe:J on the hM,i~ uf u~ urditu1rv 

. hntir.oi: uM,;,(ly wwlcc.;I, • 

'!', Shill\Vork. 
(n) \\~ck clay sidle work~~•:h~lt:c<t,.lull :l'lply 

» cmr•l"t·eu m1urr::d lo 11,iJrk o~ the 
,o.s1ered day ()if. 

{b) The SC(IU.:N.\~ (If s!llt\s shli[ not be 
rt~~rJed as lunk~11 b1 -.irl.te ->1 th~ 
fl)~lt:J~I d.llY ~II. 

{lO) App1cnlices. ·fo me:::e nmir ~eho:1?i,, 
rcquircme11t~, ~r'L)1,,dK·l~Hlltl)' b1vc tbci~ rolltlVCd 
4la) wt <:t,nnjicd 2c ~lOl't t.ollce. 

{U) Wu:k 11way fC'()ffl Ifou1e Depot'Statioil. 
{a) l!u:ploycc,; rcq11i1ed Co. work u( uther 

loc,llk•1t.s i'ur r;li.;: pu~.;s v,ill bt 
•C<J.•i«:d lo ctcl~d fc~ wMk ·.,,,tt.-:r thP. 
<:or,ditio,u h\ ,,~e ~1 the tcrJpoNlt" 
loc:uion. • 

(b) l!.mi'.Jcmentroaro.s1t1:,c.Jtl,wo::'on II nine 
day fortnii::ht l.._<t~i~ 1}r(1n ,, 19.Jay 10011th 
ll~ib ..... u1 be dctc,mi 1\cd, :cotd!~ to the 
1>e1 i•xl uf i,:Jict and the n11111hl'\r"1 hnurt; 
aocru:d ill (be working fortnigtu: 

(e) \\'ht\1t bt,L;uu:iic or the op:u~ci-~n of 
i:ur.igraph '11) (bj r.n :mp1oyce hu 
;,u;c:umubrcd~xo;1 !11:to:i low1m.J 11.nin~duy 
fortnight thct i~ :1u: .sutm:quen(ly b•k~ 
b~;,iu~~ ol rhc ehsn»~ i11 l<1~'ll1()n lbt' 
cx~ss c,CCit 1irne tth<,\'t 7(> ••,1l11~ •• 
:'onnis,:f,t n1 b'-houn; n fonrwo:klyc\~].; 
..,,ill ~C ;,aid foe 1'11 ordinucy rate1,,,. • 

(I'\) \\-1lc•r. a,·, fl111a,luye~ U r<:quil.,;tJ l·:J work 
C.'l\'lllj' from lll..: m.1me d,:polt'•laliou, 
stlcc'.,k,n will he nn .11 vt>lnnt.ll)' h:i.<I~ in 
.1.ccunlu11..:e wiil ,,hiiity ~ c:i11f nu1 tlif: 
t1sk~. fo lhc .,;v·::nt •hat no suic:ablc 
volun{C.;ts are awiilnblc cmp!nvoc1. wiJJ 
h: nc:mi11:lrc)j1 hy ~he e:nployer· 10 wt,rk. 
away a~cr tttl:ine i11k, t•~1..::."ud ;111~ 
~.xl~nu.ih11.g citt'l1ms1snor;s. 

(!:~) l--roJn<:liYily. l::mplnv::,:c: ,r.ll).~-:ct m tbi~ 
Agr-."Cmcnt sl1aU p,lrticlpatC tn ~~m.~r.,mm,;1t of 
mc.,~rjns;: :,r,rl m,,rul-,riU& syi;l~m~ t111C 
.s\~pcl"'i:lion t~l:1,iqv••~ <~ishe<! by U,~ 
<:iuplU)'CC and which hA\':': Ou, <1hjtcrlW1 l)f 
cllmina(i11.201rtducingsignifi~n11>•loc:~r.~ rcl:ettr.il 
(il proi1~1crivi1)' ;l11d ooutm1.mi<:~ti~n1 .. \lo b1tn or 
Jimil:itions !!hall Ix pJaoeCI by em.pJ(),,,~ on 
pur~icipi1IUm in llUCb 1ty.<,tt1b$ 3nllr'o, 1etlin.i<}.l•C:5 
whll~ l'lirfl d~,y fottAii;ht wo,ki,,8 1t1ll3~,li iii 
llfaoe. 

(U) 'fndc Olfs. The folln'l'.fo,e ri:.clP. r>ff~ :igrcoil. 
t1> · on iuCrotl11..:IWn or th; 3~ b::;t:.r wc.:k \Vill 
continue t:i ;:i~ly untie~ thi.c: nine day Mn11.igbt 
,.,,.:cmn.-.t: 

ht) 1'1)'nt~n( 1>f odl einplo)·tes w.-.ges l:1to 
~~Ul'l~~. (n<1m.ln.1led t>)' the mipfoY(e) 
wi1h ii $i;,\j11~ Butil JhuliD~ n~,ui 

1$1t~u: :ll!C()tllll). Buildinj ~oc:i~:)· o, 
n~t11l ~nion (Wcs(to11d or Railw:iy 
Ofooen:,. 

(N r-Jimino.tiono!·w1ul1i118 11p Cime. 
(¢) Efaitination of arrernonn '"" bnW in 

the CMI P.:,~:::rin~ B,a,:.ch. 
(dj At·~i.11prim;iplctuthcclimiM!:'t>norlll1 

it(l::, wort. roe~~ other 1h11 fo• $;1fely 
rcu.ons. 

M !JM1tlbaru:lin@ of poslll()ns. lntroducti"" 
uf bro;1dbandm~ Jt ~ lit i'II tu11m1iemcnt 
di\( 1t11io:i huts ·.sb jccua «>•o:;1,iJl<1!1on 11nd 
!t~•\~Mlf\111 ,"1111 unwru. 

(t) In. th.; Ci"11 Engiacerfog R!a11¢l, an'-' I lac 
Motive PMM1 ni-.•~ku1., ::mploY(~ to 
<:ummcoce wo~hing \IP aJ1d/ur 1trc(l3re 
for dep.-.rturc ¥frertllerom,:-ien1..:emcr.r of 
i'h#lt>ff'lt'i\lt-~.,knnd~cclas4<,(sbi0.8111ft· 
•n~y I~~ 1,~uuil(t,J by 1hcir p~son•in• 
d'.i:rg,: •o w~sli \IP Jtfler t:omplc1.inP, 
p<1rliwl11.ly c!.irty 31tsii11me111s ~1Y wuuld 
l'l,)rm;l[ly 6e the e~sc. 

(Eel Jn ll~t Cn·il linginccrin;: Ru11¢.h, where 
op;ra(iot:1111. ffi,Lulrcrncnls w:lt1:i,d. I~ 
U~t:.d ll'lt~:l· h1,:,1k fo: ull .:mp]o~~ may 
be <:ommcm:.:d bctv,.;ca 1h-: fourth ~nd 
fill.b hvn: rmm OOIIIIU$1ldn~. Jttly 
\\ifoOll( in<:l•rrins OVCJ1imt pe:1W.li<:i1. 
Ho\\-.e\'l'•, ~.xi~W.igoon.:Jicion, ror··specl.'.11 
'1bam$'· wjJJ COl\tlut.e I() apply. 

(b) In the MOO~ P-0~r Vhision, ,tt.m 
m11::1tcnanoc 3lforrc.nheh1Uie!.tl ne,un 
W b·c curried out 011. tho: il,'ly the Jepot fa 
,~l(lw-,r in lieu of do,ns thi~ wu1l on 11 
~11h11llay, 

(i) la Gu~,· C'ommunica::on1t !11l1I Si~nub 
Jlr;nr:h, •11<1nci~ t::u break3• lO bt 
or.:J:~arily 1,3,lcc.n bcr.\'!eo OJJO hm•r~ :i11d 
0')40 houri; thrnni:i:tinm (:u~ b1~ncb whi:rc 
pr.i<:tica:>;c 3t1d.Jlrc1l:ett3\iC11, fur .:uorrting 
lt\1, luu,·::• brout 1111.d l:m::~k-,ff r.°' to be 
jn WO.tkbig dme. 

(14} Op:raliV( Dl',t¢, This ~.~eo,ent will 
comrncnc: to orcr.,ic fl\)nl II) <Ji.:Wbc.r 191!'.IS: 
l>1t.1\·i.J~cl dm: ut lhe con<:1 uaion ors ix roontbSIT'Um 
~>t J-11.e of <:1>m1a..:ncc;ucnt of the. nln~ <.la)' 
i011nia':u whtre =1"0\'ided fur in chi~ A£fCOlllAn1, I lie 
1u.rtie~ nuy t:il<t! 11,e (1wwt111tily tu r:vie,,.. 11'¢ 
'-lpcrndun of 1?.c sg.r;cm~;\C. 

Sitncd on bcJ-,nU oft:le ~utie~ h¢1:,W ih~ . 
My of ____ l?!IK . 

Si ~ncct: -----,-,--,--,--
h'T 11nd on behalf of ~~,e WeMcrn An~ti:.lit111 
VO\·tn:11.1-::ht R~:h\11'}'~ (",fJ:ll1lli~~iun. 

Sigm:<l:_ 
Rlr ;1nll (In behr,l( of tbe.iW3tr.alian R.11ilw~lli Union of 

. \lh1fke,!., \'k:il Aush1di1m llnmi:h . 

Signed: _______ _ 

lb: and on b<:haJf of tht Etectri<:.:il ·n-a~ 1:11i, ... <1r 
J\lt.str.illi.a, Vt'<:i;tcrn Atu.trali:rn R1,l1n:1L 

Sigued: 
For ;.•.nd 011 beb!llf QI 1be Au~<:r.li,si;:.n Soci:ty or 
Raiiu.eer.i. Mou~4.lcn and Foc.ndry \\.Olk~1$ lll.l.1l•&lrfo1 
1:nior. of Workers, WA nrall(h. 

8i.sncC:.: ___ ,..,-----,-
Ibr and cm hflh.ilf <1r(llfl.A11i;,llt111u11lcd Metal Y,'-Otki:t.i' 
111.td SJ:i~wri.ghlf Union of Worke,s o( WCQrn 
/u:a~re.Ue. 
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Schedule /I. 
Thi~ Schedule shall a~uJ y lo 1•;orlers empl-O)·cd in fhe 

c;vil HogiLtccti>lgBra11~£.hutshalluotapplytol.ength 
\tur.ne~ and those \Yho ,1rc engaged on ''::lpcciid Teams 
Cnm:fitiC111S" either on a pcrm:imcnl 01 lcm!J)Orarv basi!> 
cxcr.pf tha.t tho Hours or D1,1tv p11h•h;ums fn thi~ 
Schedule shall al"o apply tn thoic on \•si,~c.:i~l TouDS 
Cvnditio.os•. · 

Hours Of Out)'. The orCinary hn11r1t o1 duty in 
accordance wJth ))3txgraph (1). · - Hours oJ: Uttl)·; 
,ubp,ragr•pl> (c)oTlhc Ameoient$hAII be bchvccn the 
hourl of06UO bouts and fiOO hours Mor.day to t'dday 
in~·lu~ivt- for 1he durndon of the workin,g of shifts and 
lb<« hours shall also apply to ,n,.,,loycc, working 
1m<ler '"Spcclat Tuams Co1)(jfCkms". 

Hour~ ot Allemi;mce. · 
• Structc.r¢6 S1atl: hlclu((ing Metropolitan 

Gardening Ga11$ an<l Road Approu~h U:i:mg. 
• Mnhitc Gt.ngs. 

OA an 8.S hOl'r shift 

Ou an ~·igh l hour .shiCC 

L\mch 

• C.ire~.kec Gangs. 
o,un 8.S hou."' ,hilt 

On Rn <:ie.hr hotH slain 

Lunch 

(r7l5 h<>i:rs to 1615 
hour1.. 

. 0?15 lM>\lfS 10 l.~45 
houri. 
1200 fmun kl l:?30 
ho111s. 

07.!0 hours to 1630 
E:01.1r::. 
0130 houri m 1600 
h.ours. 
1200 hauTS I<> 1230 
boun;. 

l'mYidcd that belwi::t:u the months of 
Nov(':ntl;er to ~n;h inclusi,.;e, by pdor 
nrn:mgemeut. bc:t,•;ee,u Llte employer aod 
~mplCIJ('(:$, thc ti JUI:? ofcommen1:ing d11tymay 
he: vAnr.d 1c:i como-u?nce no c111rlicr thau 0600 
hmm; ~m1 nc:i later than 0800 hours ,,-itlt a 
cnn~r.c1u:::nti~I adj,1.stment to th¢ tfooc of 
ccft)r.i~ chaty tn c:,,rnprehend •n 8.5 t-our or 
,:ight h:our 8hUt ns lhc ca.~e ml-I)' be; Provlclcd 
rurlhcr Umt lhc oommcnumcnt of duly .-ftcr 
-0730 hoLJC'I> 8huH o:1ly occur in dn:;1mlslan.ocs 
wt:orc .the fo«:'(;ustcd or e).i,i;ting wc,thcr iri 
sucl, tbo.t 'heo.t Wflv;._ condition., may prr.v.llil. 
In these circuinstc.n.oc~ the laler cnmm~nC'.ing 
ttme co.11not heg(n until 24 l1<1uu. noti<:e hn,o; 
l::een. _giveo ood ~hall romafn i1' fon.::c for lht: 
rern:und~ of the week if commc1lc~dparl wa)· 
through n week odrt dil:iel:ctc period11 of one 
We"ek. ru .soon .is the 'hoat wa\-e' oonditi<►n11: 
cease~ pm•afJ. lhe oomntencing dUl)' ~imo 
shalt revert to Ch.it r,,evio·.1sly applying. 

•FlM.hbuU \Velding Dcpor. 
On an 8.5 hour shift 01fl0 hours to lWU 

· ht>u,:,.,. 
Oll an eight l~ou, ihift 0700 bouN; TO LSlO 

hours. · 
Lunch 1200 hou,. to 1230 

t,ou,s 
•Mi.,..,ll•noou• St•lf (es, SS,,1\' engaged on 
Tiu:rmil '\\'~din~ itcliv1t1ts). 

OL11cr ~nploycl>s of dt.e Br.auch. not attached lo the 
Jo.::.a~io11s/grv1.1p specified in the· roregoing will have 
lheir hour& of l:f.(rtndance- sublCOI. to paragraph 1. -
Hou,.s of Dul):' of the Agreement - arrangO\l in 
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14. SCHEDULE C – ALLOWANCES 

2022 Clause Allowance/Penalty Payment Methodology for adjustment  
From Date of 

Registration 

5.1.1 Afternoon Shift per hour = round to 

nearest 1 c 

Adjusted annually in line with the State 

Wage General Order and consistent with 

the methodology for shift work allowances 

the Employer has adopted in previous 

agreements. 

$3.58 

 Night Shift  Adjusted annually in line with the State 

Wage General Order and consistent with 

the methodology for shift work allowances 

the Employer has adopted in previous 

agreements. 

$4.26 

 Early Morning Shift  Adjusted annually in line with the State 

Wage General Order and consistent with 

the methodology for shift work allowances 

the Employer has adopted in previous 

agreements. 

$3.58 

 Early/Late (0101 – 0359 

hours) 

 Adjusted annually in line with the State 

Wage General Order and consistent with 

the methodology for shift work allowances 

the Employer has adopted in previous 

agreements. 

$4.26 

 Continuous Night Shift 

(1800 – 0600 

hours) 

 Adjusted annually in line with the State 

Wage General Order and consistent with 

the methodology for shift work allowances 

the Employer has adopted in previous 

$8.08 
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agreements. 

 5.1.2(g) Shifts other than day and 

five or more consecutive 

afternoons/nights 

  Adjusts with Wage Rate Time and a quarter on the 

hourly Ordinary Wage 

Rate for the first eight 

hours and at the rate of 

Time and a Half 

thereafter   

5.2 Experience Allowance Experience Allowance 

after 12 months 

Adjusted by a percentage derived from the 

State Wage General Order applied to the 

key classification rate of REA4 of the 

Railway Employees Award No 18 of 1969 

$7.40 for a 38 hour week. 

$7.80 for a 40 hour week. 

    Experience Allowance  

after 24 months 

Adjusted by a percentage derived from the 

State Wage General Order applied to the 

key classification rate of REA4 of the 

Railway Employees Award No 18 of 1969 

 $15.50 for a 38 hour 

week. 

$16.30 for a 40 hour 

week.  

5.3 Enterprise Flexibility 

Allowance 

 Calculated as 3% of the sum of the Base 

Wage Rate, plus the annualised leave 

loading, plus the Experience Allowance. 

 

 0 On call  per hour = round to 

nearest 1 c 

Adjusted in line with adjustments to 

Schedule H -Overtime of Public Service 

Award 1992 

$6.15 

5.5 Travel Allowance Rate per km for 

additional distance 

travelled 

Adjusted in line with variations to 

Schedule F and G of the Public Service 

Award 1992.   

Refer table below 
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 5.6.3 Meal Allowance 

(accommodation 

provided with dining 

facilities) 

daily= round to nearest 

5c 

Adjusted in accordance with movement 

from the most recent March quarter index 

value of the ABS Consumer Price Index -

6401.1 Food (Perth) and the March index 

value 12 months preceding 

$53.60 

 5.6.3 Meal Allowance 

(accommodation 

provided without dining 

facilities) 

daily= round to nearest 

5c 

Adjusted in accordance with movement 

from the most recent March quarter index 

value of the ABS Consumer Price Index -

6401.1 Food (Perth) and the March index 

value 12 months preceding 

$40.70 

 5.6.4 Away from Home 

Allowance hotel/motel 

  Adjusted in line with variations to 

Schedule I, Travelling, Transfer and 

Relieving Allowances in the Public 

Service Award 1992.  

Refer table below 

5.6.4 Away from Home 

Allowance other than 

hotel/motel 

  Adjusted in line with variations to 

Schedule I, Travelling, Transfer and 

Relieving Allowances in the Public 

Service Award 1992.  

Refer table below 

 5.6.8 Incidental Allowance daily= round to nearest 

5c 

Adjusted in accordance with movement 

from the most recent March quarter index 

value of the ABS Consumer Price Index -

6401.1 All Groups (Perth) and the March 

index value 12 months preceding 

$15.30 

 5.6.9 - 5.6.11 Meal Allowance:  first 

meal and second or 

successive meals 

daily= round to nearest 

5c 

Adjusted in accordance with movement 

from the most recent March quarter index 

value of the ABS Consumer Price Index -

6401.1 Food (Perth) and the March index 

value 12 months preceding 

$13.00 
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5.6 Away from Home and Meal Allowance 

PARTICULARS DAILY RATE 

DAILY RATE - WITH 

DEPENDENTS: PERIOD IN 

EXCESS OF 42 DAYS 

DAILY RATE - WITHOUT 

DEPENDENTS: RELIEVING 

ALLOWANCE FOR PERIOD IN 

EXCESS OF 42 DAYS 

WA - Metropolitan Hotel or Motel $305.45 $152.70 $101.80 

Locality South of 26° South Latitude 

Hotel or Motel 

$208.55 $104.30 $69.50 

Other than Hotel or Motel $93.65 

  

 

5.5 Travelling Allowance 

 

Metropolitan Area 

Rate (cents) per kilometre   Motor vehicle Engine Displacement (in cubic centimetres) 

Over 2600cc 

 
Over 1600cc to 2600cc 1600cc and under 

89.5 64.5 53.2 

Metropolitan Area 

Rate (cents) per kilometre   Motor cycle allowance 

31.0 
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15. SCHEDULE D – LINESPERSON CLASSIFICATION 

LINESPERSON BASE WAGE RATES TABLE (40 HOUR WEEK) 

  19 May 2022 19 May 2023 

Classification Weekly Rate Weekly Rate 

Level 1 Trainee Linesperson  $1,004.20   $1,064.20  

Level 2 Trainee Linesperson  $1,053.10   $1,113.10  

Level 3 Assistant Linesperson  $1,351.80   $1,411.80  

Level 4 Linesperson  $1,434.30   $1,494.30  

Level 5 Senior Linesperson   $1,496.00   $1,556.00  

Level 6 Advanced Linesperson  $1,546.60   $1,606.60  

 

LINESPERSON ORDINARY WAGE RATES TABLE (40 HOUR WEEK) – 1.9% ALL 

  19 May 2022 19 May 2023 

Classification Weekly Rate Weekly Rate  

Level 1 Trainee Linesperson  $1,054.00   $1,117.00  

Level 2 Trainee Linesperson  $1,105.30   $1,168.30  

Level 3 Assistant Linesperson  $1,418.80   $1,481.80  

Level 4 Linesperson  $1,505.40   $1,568.40  

12 months  $1,512.80   $1,575.80  

24 months  $1,520.90   $1,583.90  

Level 5 Senior Linesperson  $1,570.20   $1,633.10  

12 months  $1,577.60   $1,640.50  

24 months  $1,585.70   $1,648.60  

Level 6 Advanced Linesperson  $1,623.30   $1,686.20  

12 months  $1,630.70   $1,693.60  

24 months  $1,638.80   $1,701.70  
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AGGREGATION METHODOLOGY 

 

WAGE AGGREGATION 

Where shift penalties and other allowances for a group of employees working a Shift Work roster are 

aggregated, the allowances and penalties payable under the Shift Work roster are totalled and 

averaged across the full roster, and discounted for annual leave.  

Establishing an Aggregated Wage Rate allows an employee working that Shift Work roster to receive 

the same weekly wage rate (before additional hours overtime) for each pay period regardless of the 

shift penalties and allowances that would otherwise actually be earned by an individual employee 

when working any particular line of the roster, and to continue to be paid that same rate while on 

annual leave. 

The Aggregated Wage Rate paid to an employee under the following methodology is intended by the 

parties to be a reasonable approximation of the sum the employee would otherwise be paid averaged 

over the roster usually worked by the employee. 

 

METHODOLOGY 

1. Aggregate Component Calculation 

(a) Start with the relevant hourly Base Wage Rate for the rostered employees as shown in 

Schedule A – Wages Tables or Schedule D – Linesperson Classifications. This table 

also shows any relevant Experience Allowance (as per sub clause 5.3 of this 

Agreement). 

(b) Determine the hourly Ordinary Wage Rate by multiplying the hourly Base Wage Rate 

by the Annualised Leave Loading factor applicable to the employee group (see sub 

clause 6.7.9(a) of this Agreement) and round to two decimal points. 

(c) Determine the weekly Ordinary Wage Rate by multiplying that hourly Ordinary Wage 

Rate by the average number of ordinary hours per week for the rostered employees (as 

per sub clause 3.2 of the Agreement and any relevant Special Provisions in sub clause 

3.10 to 3.12). 

(d) Using the usual Shift Work Roster worked by the rostered employees, establish for the 

rostered employees:  

• the overall number of hours for early Morning, Afternoon or Night shifts – refer 

sub clause 5.1.1; 

• the number of Late Shifts – refer to sub clause 5.1.1(d); 

• the number of Monday to Friday shift hours between the minimum number of daily 

ordinary hours and the maximum number of daily ordinary hours applicable to the 

rostered employees – refer to sub clause 5.1.2(c); 

OR 

• the number of Monday to Friday shift hours that are not day shifts as defined by 

sub clause 5.1.2(d);  

• The number of night shifts as defined by sub clause 5.1.2(f)5.1.2(f) (applies to 

Linespersons). 
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and then 

• the number of rostered hours on a Saturday shift up to the maximum number of 

daily ordinary hours applicable to the rostered employees – refer to sub clause 

5.1.2(g); 

• the number of rostered hours on a Sunday shift up to the maximum number of daily 

ordinary hours applicable to the rostered employees – refer to sub clause 5.1.2(g); 

• the number of rostered hours, if any, in excess of the weekly ordinary hours (i.e. 

the number of hours rostered over the entire roster less the product of the number 

of weeks covered by the roster and the nominated ordinary weekly hours applicable 

to the rostered employees)  - refer to sub clause 3.5 or as per Special Provision 

3.11.8;  

• the number of hours that the roster specifies as “on call” (if any) - refer to sub clause 

5.4. 

(e) Calculate the Aggregate Component by calculating the following items and then 

summing all the values to give the Aggregate Overall Roster Component for that Shift 

Work roster: 

• the Early Morning, Afternoon & Night Shift hours multiplied by the applicable shift 

penalty hourly rates; (refer sub clause 5.1.1 for rates); 

• the number of Late Shifts multiplied by the applicable shift penalty rate per shift; 

(Refer sub clause 5.1.1(d) for rates); 

OR 

• the number of Monday to Friday shift hours that are not day shifts as defined by 

sub clause 5.1.2(d) multiplied by 0.25 times the applicable hourly Ordinary Wage 

Rate for the first eight hours of the shift, and at half the hourly Ordinary Wage rate 

thereafter (applies to  Linespersons); 

• The number of night shifts as defined by sub clause 5.1.2(f) multiplied by 0.25 

times the applicable hourly Ordinary Wage Rate for the first eight hours of the shift, 

and at the half the hourly Ordinary Wage rate thereafter (applies to  Linespersons); 

And then 

• the number of shift hours on a Saturday up to the maximum number of daily 

ordinary hours multiplied by half the applicable hourly Ordinary Wage Rate; 

• the number of shift hours on a Sunday up to the maximum number of daily ordinary 

hours multiplied by the applicable hourly Ordinary Wage Rate;  

• the number of hours that the roster specifies as “on call” (if any) multiplied by 5.4.2; 

and (where the parties agree); 

• the number of rostered hours, if any, in excess of the weekly ordinary hours 

multiplied by twice the applicable hourly Ordinary Wage Rate. 
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2. Average Weekly Aggregate Component Calculation 

Determine the Average Weekly Aggregate Component by dividing the Aggregate Overall 

Roster. Component by the number weeks covered by the Working Lines in the Shift Work 

roster. 

3. Discounting the Averaged Aggregate Component  

The Average Aggregate Component is then ‘discounted’ to allow the Aggregated Wage Rate to 

be paid during periods of annual leave, by multiplying by 47/52 (in the case of employees 

working 24 hour/7 day continuous shift rosters - based on an entitlement to  five weeks’ annual 

leave (refer sub clause 6.6.3).  

4. Aggregated Wage Rate Calculation 

The weekly Aggregated Wage Rate for the rostered employees is established by adding the 

discounted average weekly aggregate component to the weekly Ordinary Wage Rate plus the EFA 

(calculated as provided in sub clause 5.3). 
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CLASSIFICATION STRUCTURE 

1. The classifications of employees covered by this schedule are based on the following criteria: 

 

(a) Job requirements defined by the role, responsibilities, indicative tasks and 

qualifications; and 

(b) AQF training and Competency Levels which are essential to perform the position. 

2. Competency Based Classifications 

 

(a) Units of Competency: Units of Competency for any particular position will reflect the 

skills and knowledge required in order to perform the job.  

(b) Classification Determination: AQF levels have been used in the past in the Award to 

assist in determining classification levels under this Agreement, and refer to the skills 

and competencies required of employees to perform the core functions of the job.  

(c) Employee obligations: Employees shall be required to maintain currency in their 

qualifications and competencies they possess. Currency may be maintained by regular 

performance of tasks requiring the specified skills. Employees who fail to maintain 

currency of their qualifications or who choose not to carry out duties within their level 

may be reduced to a lower level. Employees undergoing training for advancement or 

promotion to a higher level will not be eligible for payment of higher duties allowance 

when carrying out work at the higher level in connection with their training. 

(d) As a consequence of the Competency based classification structure, employees will be 

expected to undertake a wider range of tasks provided that such duties are within the 

limits of the employee’s competence and training including work which is incidental 

and peripheral to the employee’s main tasks and without reference to traditional 

demarcations. 

3. Criteria Progression 

 

(a) Employees will have the opportunity to move progressively from Level 1 to 4 through 

acquisition of stipulated competencies gained by on the job and off the job training and 

assessments. Progression beyond Level 4 is subject to a vacancy arising or through 

reclassification.  

(b) An integral part of this structure is that whilst there is the opportunity to automatically 

progress to a higher level, it will be expected that employees will still continue to 

undertake lower level tasks that are associated with that area of operation.  

(c) For criteria progression, appointment to the higher level is subject to the employee 

satisfactorily completing all of the required training and achieving the competencies 

essential at the higher level.  

(d) Regression to a lower classification level may occur if an employee is not qualified or 

competent to perform work, for reasons which may include inability to meet licensing 

or certification requirements, failure to demonstrate required competencies or physical 

incapacity.  Should an employee be unable to perform tasks at that lower level, the 

Employer may review the employee’s contract of employment.  
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16. SCHEDULE E – AUTHORISED PERSON CLASSIFICATION 

 

BASE WAGE RATE TABLE – 40 HOUR WEEKLY RATE 

Class 19 May 2022 19 May 2023 

REA 3 – Authorised Person $1,097.30 $1,157.30 

REA 3A – Authorised Person $1,129.30 $1,189.30 

 

ORDINARY WAGE RATE TABLE – 40 HOUR WEEKLY RATE  

(Includes Experience Allowance, Annualised Leave Loading and Enterprise Flexibility 

Allowance) 

Class 
19 May 2022 19 May 2023 

1.3% ALL 1.9% ALL 1.3% ALL  1.9% ALL 

REA 3 – Authorised Person $1,144.9 $1,151.70 $1,207.50 $1,214.70 

REA 3A – Authorised Person $1,178.3 $1,185.30 $1,240.90 $1,248.30 

 


	AG 12-2023 - Order - Agreement registered - [2023] WAIRC 00361 - LS Version
	PUBLIC TRANSPORT AUTHORITY/ARTBIU RAILWAY EMPLOYEES (NETWORK AND INFRASTRUCTURE) INDUSTRIAL AGREEMENT 2022
	WESTERN AUSTRALIAN INDUSTRIAL RELATIONS COMMISSION
	APPLICANT
	RESPONDENT
	Representation
	Applicant Ms M Fayomi
	Respondent Mr J Dekuyer
	Minute of Proposed Order
	WHEREAS this is an application pursuant to s 41 of the Industrial Relations Act 1979 (WA) to register an industrial agreement;
	AND WHEREAS I am satisfied that the agreement meets the requirements of the Industrial Relations Act 1979 (WA) and that it should be registered;
	AND WHEREAS the parties have requested that this agreement be registered on the papers;
	AND HAVING heard from Ms M Fayomi as agent on behalf of the applicant and Mr J Dekuyer as agent on behalf of the respondent;
	NOW THEREFORE the Commission, pursuant to powers conferred under the Industrial Relations Act 1979 (WA), orders –
	THAT the agreement made between the parties filed in the Registry on 16 May 2023 entitled Public Transport Authority/ARTBIU Railway Employees (Network and Infrastructure) Industrial Agreement 2022 (AG 12 of 2023) and attached to this order be register...

	AG 122023 - Amended Industrial Agreement
	2023 06 30 Statement of changes letter - WAIRC amendments
	PTA Railway Employees Network and Infrastructure Agreement - Registration copy plus WAIRC amendments - FINAL




