Please note that this agreement has been manually updated to reflect changes made by
WAIRC order effective 7 July 2006 pending publication of official version on the Western
Australian Industrial Relations Commission website.

GOVERNMENT SERVICES (MISCELLANEOUS) GENERAL
AGREEMENT 2005

AG 70of 2005

Please note that weekly wage rates prescribed in Schedule 2:GENERAL AGREEMENT
WEEKLY WAGES — CATERING & TEA ATTENDANTS (GOVERNMENT) have been
adjusted in line with SWC - refer Circular to Department & Authorities No 14 of 2005
(1December 2005)



Please note that weekly wage rates prescribed in Schedule 2:GENERAL AGREEMENT
WEEKLY WAGES — CATERING & TEA ATTENDANTS (GOVERNMENT) have been
adjusted by WAIRC order effective 7 July 2006
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3.1

4.1

5.1

5.2

5.3

DEFINITIONS

For the purposes of the General Agreement the following definitions shall apply:

(a) “Agency” means a respondent listed in Schedule 12.

(b) “Agency Specific Agreement” means an industrial agreement developed in
accordance with Clause 10, which will be read in conjunction with the General
Agreement and Award.

(c) “Award” means an award listed in Clause 7 of the General Agreement.

(d) “Employees” means persons employed by the respondents listed in Schedule
13 in the classifications referred to in Schedules 2 —7.

(e) “Employer’” means the respondents listed in Schedule 12.

()  “General Agreement” means the Government Services (Miscellaneous)
General Agreement 2005.

(g) “Partner” means a person who is a spouse or defacto spouse.

(h)  “Union” means the Liquor, Hospitality and Miscellaneous Union, Western
Australian Branch.

H  “WAIRC” means the Western Australian Industrial Relations Commission.
PURPOSE OF AGREEMENT
The parties agree that the purpose of the General Agreement is to:

(a) effect wage increases in accordance with the General Agreement for
employees bound by the General Agreement;

(b) in conjunction with the relevant award provide a core set of employment
conditions for employees bound by the General Agreement; and

(c) to allow the parties to negotiate agency specific agreements in accordance
with Clause 10 — Agency Specific Agreements of the General Agreement.

APPLICATION AND PARTIES BOUND

This General Agreement shall replace the Government Services (Miscellaneous)
General Agreement 2004 in its entirety.

The parties bound by the General Agreement are the Liquor, Hospitality and
Miscellaneous Union, Western Australian Branch and the respondents listed in
Schedule 12.

The General Agreement shall apply to all employees who are members of or eligible
to be members of the union and covered by the awards and employed in Western
Australia. At the date of registration the approximate number of employees bound
by the General Agreement is 2490.



6.1

6.2

7.1

7.2

8.1

8.2

8.3

TERM OF AGREEMENT

The General Agreement shall operate from the first pay period commencing on or
after the date of registration in accordance with Section 41 of the Industrial Relations
Act 1979 and will expire on 31 December 2006.

The parties to the General Agreement agree to re-open negotiations for a
replacement Agreement at least six (6) months prior to the expiry of the General
Agreement with a view to implement a replacement agreement operative from 1
January 2007.

RELATIONSHIP TO PARENT AWARDS

The General Agreement shall be read in conjunction with the following awards:
(a) Catering Employees and Tea Attendants (Government) Award 1982

(b) Cleaners and Caretakers (Government) Award 1975

(c) Country High School Hostels Award 1979

(d) Cultural Centre Award 1987

(e) Gardeners (Government) Award 1986

()  Miscellaneous Government Conditions and Allowances Award 1992

() Recreation Camps (Department for Sport and Recreation) Award 1975

Where the provisions of the relevant Awards and the General Agreement are
inconsistent, the provisions of the General Agreement shall prevail.

NO FURTHER CLAIMS

The parties to the General Agreement undertake that for the term of the General
Agreement there shall be no wage increases sought or granted other than those
provided under the terms of the General Agreement. This includes wage
adjustments arising out of State Wage Cases. Such increases are to be absorbed in
the wages set out in the General Agreement in accordance with the provisions of
subclauses 8.3, 17.2 and 17.3.

The parties to the General Agreement undertake that for the term of the General
Agreement there will be no further claims on matters contained in the General
Agreement except where specifically provided for.

The parties to the General Agreement agree that should a replacement agreement
not be registered by 1 January 2007, wage adjustments arising out of State Wage
Cases subsequent to this date will apply to the General Agreement wage rates as
outlined at Schedules 2 to 7. The parties agree that any increases arising from
State Wage Cases will be absorbed into the replacement General Agreement’s
wage increases in accordance with the provisions of this clause.



9.1

CORE CONDITIONS

Except where specifically provided for the core conditions of employment for
employees shall be the terms and conditions of the General Agreement and the
following provisions contained in the following awards:

Catering Employees and Tea Attendants (Government) Award 1982:

(@)
(b)
(©)
(d)
(e)
(f)
(9)

Clause 7 - Contract of Service;

Clause 8 — Hours, in respect to 38 Hours per week only;
Clause 11 — Casual Employees;

Clause 12 — Part Time employees;

Clause 18 - Public Holidays;

Clause 19 - Annual Leave, including leave loading; and

Clause 26 - Higher Duties Allowance.

Cleaners and Caretakers (Government) Award 1975:

(h)
(i)
0
(k)
0

Clause 6 — Contract of Service

Clause 7 — Hours, in respect to 38 hours per week only;
Clause 12 - Public Holidays;

Clause 13 — Annual Leave, including leave loading; and.

Clause 18 — Higher Duties Allowance.

Country High School Hostels Award 1979

(m)
(n)
(0)
()
(a)

Clause 6 — Hours, except in application to gardeners and/or groundspersons;
Clause 7 — Contract of Service

Clause 10 — Public Holidays;

Clause 14 — Annual Leave; and

Clause 16 — Mixed Functions.

Cultural Centre Award 1987

()
(s)
(t)
(u)

Clause 6 — Contract of Service;
Clause 7 — Hours, in respect to 38 hours per week only;
Clause 11 — Public Holidays; and

Clause 12 — Annual Leave, including leave loading.



10.

10.1

10.2

10.3

10.4

Gardeners (Government) Award 1986:

(v) Clause 6 — Contract of Service;

(w) Clause 7 — Hours, in respect to 38 hours per week only;

(x) Clause 10 — Public Holidays;

(y) Clause 13 — Annual Leave, including leave loading; and

(z) Clause 24 — Higher Duties Allowance.

Miscellaneous Government Allowances and Conditions Award 1992:
(aa) Clause 11 — Time and Wages Record;

(bb) Clause 14 — Trade Union Training Leave;

(cc) Clause 15 — Leave to Attend Union Business; and

(dd) Clause 23 — Witness and Jury Service.

Recreation Camps (Department for Sport and Recreation) Award 1975
(ee) Clause 5 — Contract of Service;

(ff)  Clause 6 — Hours, in respect to 38 hours per week only;

(gg) Clause 10 — Annual Leave, including leave loading; and

(hh) Clause 11 — Public Holidays.

AGENCY SPECIFIC AGREEMENTS

The primary vehicle for regulating pay and conditions for employees shall be the
relevant award and the General Agreement.

Core conditions of employment referred to in Clause 9 of the General Agreement
cannot be the subject of an agency specific agreement.

The parties accept that agency specific agreements will only be made in the
following circumstances:

(a) where an existing agency specific agreement is due to expire and the parties
seek to register a replacement agency specific agreement; or

(b) where arrangements are agreed by the parties to be necessary due to the
nature of work undertaken or the environment in an agency.

Should the parties be unable to reach agreement the matter may be referred to the
WAIRC.

PART 2. TYPES OF EMPLOYMENT



11.

111

11.2

11.3

114

12.

12.1

12.2

12.3

GENERAL EMPLOYMENT

The employer may direct an employee to carry out such duties as are within the
limits of the employee’s skill, competence and training, including work, which is
incidental or peripheral to the employee’s main tasks or functions.

A person may be appointed full time or part time:

(a) onan ongoing basis; or

(b) fixed term.

A person may be appointed on a casual basis.

Employees appointed either on an ongoing basis or for a fixed term shall be advised
in writing of the terms of their appointment and such advice shall specify the dates of
commencement, hours of work and in the case of fixed term contracts the
termination of the contract.

MODES OF EMPLOYMENT

Except as otherwise provided by this clause employees will be employed on an
ongoing basis.

Fixed term and casual contracts may only be used in the following circumstances:
(@) special projects;

(b) to temporarily fill vacancies, where a decision has been made to fill that
vacancy, whilst the recruitment process is undertaken;

(c) tofill vacancies due to:

() parental leave;

(i) long service leave;

(i) personal leave;

(iv) workers compensation;
(v) secondments;

(vi) leave without pay;

(vii) other forms of leave as prescribed in the General Agreement and
relevant award; and

(d) any other situations as agreed between the employer and the union.
The parties agree that employees who are currently employed on fixed term

contracts and who are not employed in the circumstances as prescribed in
subclause 12.2 of this Agreement shall be made permanent.



12.4

12.5

12.6

13.

14.

14.1

14.2

15.

15.1

15.2

15.3

15.4

16.

16.1

16.2

To achieve the object of subclause 12.3, the employer will review the status of all
existing employees employed on fixed term contracts and identify those who will
qualify for ongoing employment.

The employer undertakes to complete the review of fixed term contract employees
by 9 July 2004 and to provide a list of employees to be made permanent and those
to remain on fixed term contracts to the union. This list will detail the circumstances
requiring the use of temporary contracts as listed in subclause 12.2.

Where there is a dispute between the parties concerning the correct status of an
employee it shall be dealt with in accordance with the dispute procedures of this
Agreement.

INDUCTION

All new employees shall participate in an appropriate induction program in
accordance with the employer’s Staff Induction Policy.

PERIOD OF PROBATION

All employees appointed by the employer shall initially be employed on a
probationary period not exceeding three (3) months.

Prior to the expiry of a probationary period of employment, the employer shall:

(@) confirm the appointment; or

(b) where performance issues have been identified and appropriate support and
training to enhance performance have been documented the employee’s
period of probation may be extended for a further period as determined by the
line manager, but shall not exceed a further three (3) months; or

(c) terminate the appointment due to unsatisfactory performance.

CASUAL EMPLOYMENT

A casual employee shall mean an employee engaged on an hourly basis for a
period not exceeding four (4) weeks in any workplace.

Casual employees shall receive a 20% loading in lieu of annual and personal leave.
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
the employer or the casual employee failing to give the required notice, one (1)
hour's wages shall be paid or forfeited.

This clause shall not apply to employees covered by the Catering Employees and
Tea Attendants (Government) Award 1982.

PART TIME EMPLOYMENT

Part time work is defined as work that is regularly undertaken for less than the
designated full time hours.

Part time employees shall be entitled to the same entitlements as a full time
employee on a pro rata basis in accordance with hours worked.



16.3

16.4

At the time of engagement the employer and the regular part time employee will
agree in writing, on a regular pattern of work, specifying the hours worked each day,
which days of the week the employee will work and the actual starting and finishing
times each day. Rostered employees shall be informed of their minimum hours of
engagement and the basis upon which rosters are formulated.

This clause shall not apply to employees covered by the Catering Employees and
Tea Attendants (Government) Award 1982.

PART 3. WAGES AND ASSOCIATED ALLOWANCES

17.

17.1

17.2

17.3

17.4

17.5

18.

18.1

WAGES

The wages provided for by the General Agreement shall be those contained in
Schedules 2 to 7.

Where the wage increase payable under the General Agreement on 1 January 2005
or 1 January 2006 is less than any flat dollar increase awarded to employees on the
minimum award wage in the WAIRC State Wage Case (SWC) decision in 2004 and
2005 respectively the wage increase payable will be adjusted to provide employees
the same amount awarded under the relevant SWC decision as follows:

(@) an adjustment to the agreement rate of pay required as a result of increases
granted by the 2004 SWC shall be payable from 1 January 2005.

(b) An adjustment to the agreement rate of pay required as a result of increases
granted by the 2005 SWC shall be payable from 1 January 2006.

Where the wage increase payable under the General Agreement on 1 January 2005
or 1 January 2006 is less than a percentage increase awarded to employees on the
minimum award wage in the SWC decision in 2004 and 2005 respectively the wage
increase payable will be adjusted to provide employees the same percentage
increase awarded under the relevant SWC decision in the same terms set out in
subclause 17.2. Provided that any adjustment will only be made where the weekly
agreement rate of pay is equal to or less than the benchmark or tier rate set by the
SWC decision or if no rate is set the equivalent of the C2(a) rate in the federal Metal,
Engineering and Associated Industries Award 1999 prior to the current National
Wage Case Decision.

The provisions of subclauses 17.2 and 17.3 only apply in respect of the 2004 and
2005 SWCs and have no application beyond the nominal expiry date of this
Agreement.

The union agrees that any adjustment made in accordance with the provisions of

this clause will not be used as a rationale to claim that relativities need to be
adjusted or restored in subsequent agreements.

RECOGNITION OF PRIOR SERVICE
Where an employee recommences with the employer within three (3) years, the

employee shall be placed at the appropriate increment within the appropriate level in
consideration of previous relevant service.

10



19.

19.1

19.2

19.3

19.4

19.5

19.6

19.7

19.8

19.9

20.

20.1

SALARY PACKAGING

An employee may, by agreement with the employer, enter into a salary packaging
arrangement in accordance with this clause and Australian Taxation Office
requirements.

Salary packaging is an arrangement whereby the entitlements and benefits under
this Agreement contributing toward the Total Employment Cost (as defined in
subclause 19.3) of an employee, can be reduced by and substituted with another or
other benefits.

The TEC for salary packaging purposes is calculated by adding the following
entitlements and benefits:

(@) the base salary;

(b) other cash allowances;

(c) non cash benefits;

(d) any Fringe Benefit Tax liabilities currently paid; and
(e) any variable components.

Where an employee enters into a salary packaging arrangement the employee will
be required to enter into a separate written agreement with the employer setting out
the terms and conditions of the salary packaging arrangement.

Notwithstanding any salary packaging arrangement, the wage rate as specified in
the General Agreement, is the basis for calculating salary related entitlements
specified in the General Agreement or the relevant award.

Compulsory Employer Superannuation Guarantee contributions are to be calculated
in accordance with applicable federal and state legislation. Compulsory employer
contributions made to superannuation schemes established under the State
Superannuation Act 2001 and the Parliamentary Superannuation Act 1970 are
calculated on the gross (pre packaged) wage amount regardless of whether an
employee participates in a salary packaging arrangement with their employer.

A salary packaging arrangement cannot increase the costs to the employer of
employing an individual.

A salary packaging arrangement is to provide that the amount of any taxes,
penalties or other costs for which the employer or employee is or may become liable

for and are related to the salary packaging arrangement, shall be borne in full by the
employee.

In the event of any increase in taxes, penalties or costs relating to a salary
packaging arrangement, the employee may vary or cancel that salary packaging
arrangement.

SUPPORTED WAGE

Workers Eligible for a Supported Wage

11



20.2

20.3

This clause defines the conditions that will apply to employees who, because of the
effects of a disability, are eligible for a supported wage under the terms of this
clause. In the context of this clause, the following definitions will apply:

"Supported Wage System” means the Commonwealth Government system to
promote employment for people who cannot work at full award wages because of a
disability, as documented in "(Supported Wage System: Guidelines and Assessment
Process)";

"Accredited Assessor ", means a person accredited by the management unit
established by the Commonwealth under the Supported Wage System to perform
assessment of an individual's productive capacity within the Supported Wage
System;

"Disability Support Pension” means the Commonwealth pension scheme to provide
income security for persons with a disability as provided under the Social Security
Act 1991, as amended from time to time, or any successor to that scheme; and

"Assessment Instrument” means the form provided for under the Supported Wage
System that records the assessment of the productive capacity of the person to be
employed under the Supported Wage System.

Eligibility Criteria

Employees covered by this clause will be those who are unable to perform the range
of duties to the competence level required within the class of work for which the
employee is engaged under the relevant award, because of the effects of a disability
on their productive capacity and who meet the impairment criteria for receipt of a
Disability Support Pension. (This clause does not apply to any existing employee
who has a claim against the employer, which is subject to the provisions of workers’
compensation legislation, or any provision of the relevant award relating to the
rehabilitation of employees who are injured in the course of their current
employment).

This clause also does not apply to employers in respect of their facility, programme,
undertaking, service or the like which receives funding under the Disability Services
Act 1986 and fulfils the dual role of service provider and sheltered employer to
people with disabilities who are in receipt of or eligible for a Disability Support
Pension, except with respect to an organisation which has received recognition
under s10 or s12A of the Act, or if a part only has received recognition, that part.

Supported Wage Rates
Employees to whom this clause applies shall be paid the applicable percentage of

the minimum rate of pay prescribed by the agreement for the class of work, which
the person is performing according to the following schedule:

Assessed Capacity (clause 20.5) % of Rate
10%* 10%
20% 20%
30% 30%
40% 40%
50% 50%

12



20.4

20.5

20.6

20.7

20.8

60% 60%

70% 70%
80% 80%
90% 90%

(@) (Provided that the minimum amount payable shall be not less than $60 per
week).

(b) *Where a person’s assessed capacity is 10%, they shall receive a high degree
of assistance and support.

Assessment of Capacity

For the purpose of establishing the percentage of the award rate to be paid to the
employees, the productive capacity of the employee will be assessed in accordance
with the Supported Wage System and documented in an assessment instrument by
either:

(a) the employer and the union, in consultation with the employee, or if desired by
any of these; or

(b) the employer and an accredited Assessor from a panel agreed by the parties
to the relevant award and the employee.

Lodgment of Assessment Instruments

All assessment instruments under the conditions of this clause, including the
appropriate percentage of the agreement wage rate to be paid to the employee,
shall be lodged by the employer with the Registrar of the Commission.

All assessment instruments shall be agreed and signed by the parties to the
assessment, provided that where the union is not a party to the assessment, it shall
be referred by the Registrar to the union by certified mail and shall take effect unless
an objection is notified to the Registrar within 10 working days.

Review of Assessment

The assessment of the applicable percentage should be subject to annual review or
earlier on the basis of a reasonable request for such a review. The process of review
shall be in accordance with the procedures for assessing capacity under the
Supported Wage System.

Other Terms and Conditions of Employment

Where an assessment has been made, the applicable percentage shall apply to the
wage rate only. Employees covered by the provisions of this clause will be entitled to
the same terms and conditions of employment as all other employees covered by
the relevant award paid on a pro rata basis.

Workplace Adjustment

An employer wishing to employ a person under the provisions of this clause shall
take reasonable steps to make changes in the workplace to enhance the employee’s
capacity to do the job. Changes may involve redesign of job duties, working time
arrangements and work organisation in consultation with other employees in the
area.

13



20.9

21.

21.1

21.2

Trial Period

In order for an adequate assessment of the employee's capacity to be made, an
employer may employ a person under the provisions of this clause for a trial period
not exceeding 12 weeks, except that in some cases additional work adjustment time
(not exceeding four (4) weeks) may be needed.

During the trial period the assessment of capacity shall be undertaken and the
proposed wage rate for a continuing employment relationship shall be determined.

The minimum amount payable to the employee during the trial period shall be no
less than $60 per week.

Work trials should include induction or training as appropriate to the job being
trialled.

Where the employer and employee wish to establish a continuing employment
relationship following the completion of the trial period, a further contract of
employment shall be entered into based on the outcome of assessment under
subclause 20.5.

TRAINEESHIPS
Definitions

“Part time trainee” means a trainee who is employed for a minimum of 20 hours per
week (except in the case of school based traineeships), and has regular and stable
hours of work each week, to allow training to occur. Wages and entitlements accrue
on a pro-rata basis.

“Traineeship” means a full time or part time structured employment based training
arrangement approved by the Western Australian Department of Education and
Training where the trainee gains work experience and has the opportunity to learn
new skills in a work environment. On successful completion of the traineeship the
trainee obtains a nationally recognised qualification.

“Traineeship Training Contract” means the agreement between the employer and
the trainee that provides details of the traineeship and obligations of the employer
and trainee and is registered with the Western Australian Department of Education
and Training.

“Training Plan” means the plan that outlines what training and assessment will be

conducted off-the-job and what will be conducted on-the-job and how the Registered

Training Organisation will assist in ensuring the integrity of both aspects of the

training and assessment process.

Traineeships

(@) Trainees are to be additional to the normal workforce of the employer so that
trainees shall not replace paid workers or volunteers or reduce the hours
worked by existing employees.

(b)  Training Conditions

14



The arrangements between the employer and the trainee in relation to training
are as specified in the Traineeship Training Agreement, as administered by
the Department of Education and Training.

(c) Employment Conditions

(i)

(i)

(iii)

(iv)

(v)

(d) Wages

the initial period of employment for trainees is the nominal training
period endorsed at the time the particular traineeship is established;

completion of the traineeship scheme will not guarantee the trainee
future employment in the public sector, but the employer will
cooperate to assist the trainee to be placed in suitable employment,
should a position arise;

trainees are permitted to be absent from work without loss of
continuity of employment to attend off the job training in accordance
with the training plan. However, except for absences provided for
under the General Agreement and the relevant award, failure to attend
for work or training without an acceptable cause will result in loss of
pay for the period of the absence; and

trainees will receive a mix of supervised work experience, structured
training on the job and off the job, and the opportunity to practice new
skills in a work environment; and

overtime and shift work shall not be worked by trainees except to
enable the requirements of the training to be effected. When overtime
and shift work are worked the relevant allowances and penalties of the
relevant award, based on the training wage stated in 21.2(d) will
apply. No trainee shall work overtime or shift work on their own.

The wages applicable to trainees shall be as prescribed in the National
Training Wage 2000 for employees up to and including 20 years of age. Adult
trainees will be paid the rate prescribed under the Minimum Conditions of
Employment Act 1993 for the minimum weekly rate of pay for employees 21 or
more years of age.

PART 4. LEAVE OF ABSENCE

22.

22.1

PARENTAL LEAVE

Definition

“Employee” includes full time, part time, permanent and fixed term contract

employees.

“Primary Care Giver” is the employee who will assume the principal role for the care
and attention of a child/children. The employer may require confirmation of primary
care giver status.

“Replacement Employee” is an employee specifically engaged to replace an
employee proceeding on parental leave.

15



22.2

22.3

“Public sector” means an employing authority as defined in Section 5 of the Public
Sector Management Act 1994.

Entitlement to Parental and Partner Leave

(@)

(b)

(€)

(d)

(e)

(f)

()]

(h)

(i)

)

An employee is entitled to a period of up to 52 weeks unpaid parental leave in
respect of the:

0] birth of a child to the employee or the employee’s partner; or

(i) adoption of a child who is not the child or the stepchild of the
employee or the employee’s partner; is under the age of five (5); and
has not lived continuously with the employee for six (6) months or
longer.

An employee identified as the primary care giver of a child and who has
completed twelve months continuous service in the Western Australian public
sector shall be entitled to six (6) weeks paid parental leave. Paid parental
leave will form part of the 52-week entitlement provided in 22.2(a).

The entitlement of 6 weeks paid parental leave provided for in 22.2(b) and (d)
is increased to seven (7) weeks from 1 January 2005 and eight (8) weeks from
1 January 2006.

A pregnant employee can commence the period of paid parental leave any
time up to six (6) weeks before the expected date of birth and no later than
four (4) weeks after the birth. Any other primary care giver can commence the
period of paid parental leave from the birth date or for the purposes of
adoption from the placement of the child but no later than four (4) weeks after
the birth or placement of the child.

Paid parental leave for primary care purposes for any one birth or adoption
shall not exceed six (6) weeks.

The paid and unpaid parental leave entittement up to a maximum of 52 weeks
may be shared between partners assuming the role of primary care giver.

Parental leave may not be taken concurrently by an employee and his or her
partner except under special circumstances and with the approval of the
employer.

Where less than the standard parental leave is taken the unused portion of the
period of paid or unpaid leave cannot be preserved in any way.

An employee may elect to receive pay in advance for the period of paid
parental leave at the time the parental leave commences, or may elect to be
paid the entitlement on a fortnightly basis over the period of the paid parental
leave.

An employee is eligible, without resuming duty, for subsequent periods of
parental leave in accordance with the provisions of this clause.

Partner Leave

An employee who is not a primary care giver shall be entitled to a period of unpaid
partner leave of up to one (1) week at the time of the birth of a child/children to his or

16



22.4

22.5

22.6

her partner. In the case of adoption of a child this period shall be increased to up to
three (3) weeks unpaid leave.

Birth of a child

(@)

(b)

An employee 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.

If the pregnancy results in other than a live child or the child dies in the six (6)
weeks immediately after the birth, the entitlement to paid parental leave
remains intact.

Adoption of a child

(@)

(b)

An employee seeking to adopt a child shall be entitled to two (2) days unpaid
leave to attend interviews or examinations required for the adoption
procedure. Employees working or residing outside the Perth metropolitan
area are entitled to an additional day’s unpaid leave. The employee may take
any paid leave entitlement in lieu of this leave.

If an application for parental leave has been granted for the adoption of a
child, which does not eventuate, then the period of paid or unpaid parental
leave is terminated. Employees may take any other paid leave entitlement in
lieu of the terminated parental leave or return to work.

Other leave entitlements

(@)

(b)

(©)

(d)

(e)

(f)

An employee proceeding on unpaid parental leave may elect to substitute any
part of that leave with accrued annual leave or long service leave for the whole
or part of the period of unpaid parental leave.

Subject to all other leave entitlements being exhausted an employee shall be
entitled to apply for leave without pay following parental leave to extend their

leave by up to two (2) years. The employer’s approval is required for such an
extension.

Any period of leave without pay must be applied for and approved in advance
and will be granted on a year-by-year basis. Where both partners work for the
employer the total combined period of leave without pay following parental
leave will not exceed two (2) years.

An employee on parental leave is not entitled to paid personal leave and other
paid absences other than as specified in 22.6(a) and (e).

Should the birth or adoption result in other than the arrival of a living child, the
employee shall be entitled to such period of paid personal leave or unpaid
leave for a period certified as necessary by a registered medical practitioner.
Such paid personal leave cannot be taken concurrently with paid parental
leave.

Where a pregnant employee not on parental leave suffers iliness related to the
pregnancy or is required to undergo a pregnancy related medical procedure
the employee may take any paid sick leave to which the employee is entitled
or unpaid leave for a period as certified necessary by a registered medical
practitioner.
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22.7

22.8

22.9

22.10

Notice and Variation

(@) The employee shall give not less than four (4) weeks notice in writing to the
employer of the date the employee proposes to commence paid or unpaid
parental leave stating the period of leave to be taken.

(b)  An employee seeking to adopt a child shall not be in breach of 22.7(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.

(c) An employee proceeding on parental leave may elect to take a shorter period
of parental leave and may at any time during that period elect to reduce or
extend the period stated in the original application, provided four (4) weeks
written notice is provided.

Transfer to a Safe Job

Where iliness or risks arising out of pregnancy or hazards connected with the work
assigned to the pregnant employee make it inadvisable for the employee to continue
in her present duties, the duties shall be modified or the employee may be
transferred to a safe position at the same classification level until the
commencement of parental leave.

Replacement Employee

Prior to engaging a replacement employee the employer shall inform the person of
the temporary nature of the employment and the entitlements relating to the return to
work of the employee on parental leave.

Return to Work

(a) An employee shall confirm the intention to return to work by notice in writing to
the employer not less than four (4) weeks prior to the expiration of parental
leave.

(b) Where an employer has made a definite decision to introduce major changes
that are likely to have a significant effect on the employee’s position the
employer shall notify the employee while they are on parental leave.

(c) An employee on return to work from parental 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 parental leave. Where the
employee was transferred to a safe job the employee is entitled to return to the
position occupied immediately prior to transfer.

(d)  An employee may return on a part time or job-share basis to the substantive
position occupied prior to the commencement of leave or to a different position
at the same classification level in accordance with the part time provisions of
the relevant award and agreement.

(e) Subject to the employer’s approval an employee who has returned on a part

time basis may revert to full time work at the same classification level within
two (2) years of the recommencement of work.

18



22.11 Effect of Parental Leave on the Contract of Employment

(@) An employee employed for a fixed term contract shall have the same
entitlement to parental leave, however the period of leave granted shall not
extend beyond the term of that contract.

(b) Paid parental leave will count as qualifying service for all purposes under the
relevant award and agreement. Absence on unpaid parental leave shall not
break the continuity of service of employees but shall not be taken into
account in calculating the period of service for any purpose under the relevant
award and agreement.

(c) Anemployee on parental leave may terminate employment at any time during
the period of leave by written notice in accordance with the relevant award and
agreement.

(d)  An employer shall not terminate the employment of an employee on the
grounds of the employee’s application for parental leave or absence on
parental leave but otherwise the rights of the employer in respect of
termination of employment are not affected.

23. PERSONAL LEAVE
Introduction

23.1  The provisions of this clause replace the “Sick Leave” Clause of the relevant award
listed in Clause 9 of the General agreement.

23.2  The intention of Personal Leave is to give employees and employers greater
flexibility by providing leave on full pay for a variety of personal purposes. Personal
leave replaces sick and carers leave. Personal leave is not to be used for
circumstances normally met by other forms of leave.

23.3  This clause does not apply to casuals.
Transitional Arrangement

23.4  This clause shall operate on and from 30 July 2004. On commencement of the
operation of this clause sick leave will cease to exist. All existing sick leave credits
will be converted to cumulative personal leave and recorded in hours. Employees
will receive an entitlement of 15.2 hours non-cumulative personal leave. An
employee’s current sick leave anniversary date will be maintained for the purposes
of the personal leave entitlement.

Entitlement

23.5  The employer shall credit each permanent employee with the following personal
leave credits:

Personal Leave Personal leave

Cumulative Non-cumulative
On the day of initial 49.4 hours 15.2 hours
appointment
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23.6

23.7

23.8

23.9

23.10

23.11

23.12

23.13

23.14

Personal Leave Personal leave
Cumulative Non-cumulative
On completion of 6 months 49.4 hours
continuous service
On the completion of 12 98.8 hours 15.2 hours
months continuous service
On the completion of each 98.8 hours 15.2 hours
further period of 12 months
continuous service

A part time employee shall be entitled to the same personal leave credits as a full
time employee, but on a pro rata basis according to the number of hours worked
each fortnight. Payment for personal leave shall only be made for those hours that
would normally have been worked had the employee not been on personal leave.

An employee employed for a period less than twelve (12) months shall be credited
personal leave on a pro rata basis for the period of the contract.

Where employees access personal leave, it shall be deducted from their non-
cumulative entitlement in the first instance.

In the year of accrual the 114 hours personal leave entitlement may be accessed for
illness or injury, carers leave, unanticipated matters or planned matters in
accordance with the provisions of this clause. On completion of each year unused
personal leave up to a maximum of 98.8 hours will be cumulative. Unused non-
cumulative leave will be lost on completion of each anniversary year.

Notwithstanding the provisions of this clause in accordance with the Minimum
Conditions of Employment Act 1993 an employee must ensure a minimum of 76
hours per anniversary year is available to be utilised or accessed for the purpose of
sick leave to cover absences from work for illness or injury. 38 hours of this
entitlement may be utilised for the purposes of carers leave. The provisions of this
subclause shall apply to part time employees on a pro rata basis.

An employee is unable to access personal leave while on any period of parental
leave or leave without pay. An employee is unable to access personal leave while
on any period of annual or long service leave, except as provided for in subclauses
23.22 and 23.23.

Personal leave will not be debited for public holidays, which the employee would
have observed.

If an employee has exhausted all accrued personal leave the employer may allow
the employee who has at least twelve (12) months service to anticipate up to 38
hours personal leave from next year’s credit. If the employee ceases duty before
accruing the leave, the value of the unearned portion must be refunded to the
employer, calculated at the rate of salary as at the date the leave was taken, but no
refund is required in the event of the death of the employee.

In exceptional circumstances the employer may approve the conversion of an

employee's personal leave credits to half pay to cover an absence on personal leave
due to illness.
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23.15

23.16

23.17

23.18

23.19

23.20

23.21

23.22

23.23

Personal leave may be taken on an hourly basis.
Application for Personal Leave

Reasonable and legitimate requests for personal leave will be approved subject to
available credits. Subject to subclause 23.5 Entitlement the employer may grant
personal leave in the following circumstances:

(a) where the employee is ill or injured;

(b) to care for members of his or her family or household who are ill or injured and
in need of immediate care and attention;

(c) for unanticipated matters of a compassionate or pressing nature which arise
without notice and require immediate attention; and

(d) by prior approval of the employer having regard for agency requirements and
the needs of the employee, planned matters where arrangements can not be
organised out side of normal working hours or be accommodated by the
utilisation of flexitime credits by employees working according to approved
flexible working hours arrangements or other leave. Planned personal leave
will not be approved for regular ongoing situations.

Employees must complete the necessary application and clearly identify which of
the above circumstances apply to their personal leave request.

The definition of family shall be the definition contained in the Equal Opportunity Act
1984 for “relative”. That is, a person who is related to the employee by blood,
marriage, affinity or adoption and includes a person who is wholly or mainly
dependent on, or is a member of the household of, the employee.

Where practicable, the employee must give reasonable notice prior to taking leave.
Where prior notice cannot be given, notice must be provided as early as possible on
the day of absence. Where possible, an estimate of the period of absence from
work shall be provided.

Evidence

An application for personal leave exceeding two consecutive working days shall be
supported by evidence that would satisfy a reasonable person of the entitlement.

Personal leave will not be granted where an employee is absent from duty because
of personal illness directly caused by the misconduct of the employee.

Where an employee is ill during the period of annual leave and produces at the time,
or as soon as practicable thereafter, medical evidence to the satisfaction of the
employer that as a result of the illness 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 personal leave for the period during which the employee
was so confined and reinstate annual leave equivalent to the period of confinement.

Where an employee is ill during the period of long service leave and produces at the
time, or as soon as practicable thereafter, medical evidence to the satisfaction of the
employer that as a result of iliness the employee was confined to their place of
residence or a hospital for a period of at least 14 consecutive calendar days, the
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employer may grant personal leave for the period during which the employee was so
confined and reinstate long service leave equivalent to the period of confinement.

23.24 Unused personal leave will not be cashed out or paid out when an employee ceases
their employment.

Worker’'s Compensation

23.25 Where an employee suffers a disability within the meaning of section 5 of the
Worker's Compensation and Rehabilitation Act, 1981, which necessitates that
employee being absent from duty, personal leave with pay shall be granted to the
extent of personal leave credits. In accordance with section 80(2) of the Worker's
Compensation and Rehabilitation Act, 1981 where the claim for worker's
compensation is decided in favour of the employee, personal leave credit is to be
reinstated.

24, BEREAVEMENT LEAVE
24.1  Employees including casuals shall on the death of:
(@) a partner of an employee;
(b) a child or step-child of an employee;
(c) aparent or step-parent of an employee;
(d) a brother, sister, step-brother or step-sister; or

(e) any other person who, immediately before that person’s death, lived with an
employee as a member of an employee’s family;

be eligible for up to two (2) days paid bereavement leave, provided that at the
request of an employee the employer may exercise a discretion to grant
bereavement leave to an employee in respect of some other person with whom the
employee has a special relationship.

24.2  The two (2) days need not be consecutive.
24.3 Bereavement leave is not to be taken during any other period of leave.

24.4  An employee shall not be entitled to claim payment for bereavement leave on a day
when that employee is not ordinarily rostered to work.

24,5 Payment of such leave may be subject to an employee providing evidence of the
death or relationship to the deceased, satisfactory to the employer.

24.6  Employees requiring more than two (2) days bereavement leave in order to travel
overseas or interstate in the event of the death overseas or interstate of a member
of an employee’s immediate family 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 in weekly multiples and/or leave
without pay provided all accrued leave is exhausted.

25. CULTURAL/CEREMONIAL LEAVE

25.1  Cultural/ceremonial leave shall be available to all employees.
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25.2

25.3

25.4

25.5

25.6

25.7

26.

26.1

26.2

26.3

26.4

26.5

Such leave shall include leave to meet the employee’s customs, traditional law and
to participate in cultural and ceremonial activities.

Employees are entitled to time off without loss of pay for cultural /ceremonial
purposes, subject to agreement between the employer and employee and sufficient
leave credits being available.

The employer will assess each application for ceremonial /cultural leave on its merits
and give consideration to the personal circumstances of the employee seeking the
leave.

The employer may request reasonable evidence of the legitimate need for the
employee to be allowed time off.

Cultural /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); or
(b) accrued days off or time in lieu.

Time off without pay may be granted by arrangement between the employer and the
employee for cultural/ceremonial purposes.

PURCHASED LEAVE- 44/52 WAGE ARRANGEMENT

The employer and an employee may agree to enter into an arrangement whereby
the employee can purchase up to eight (8) weeks additional leave.

The employer will assess each application for 44/52 wage arrangement on its merits
and give consideration to the personal circumstances of the employee seeking the
arrangement.

Where an employee is applying for purchased leave of between 5 and 8 weeks the
employer will give priority access to those employees with carer responsibilities.

Access to this entitlement will be subject to the employee having satisfied the
Agency’s accrued leave management policy.

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
44 weeks 8 weeks
45 weeks 7 weeks
46 weeks 6 weeks
47 weeks 5 weeks
48 weeks 4 weeks
49 weeks 3 weeks
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26.6

26.7

26.8

27.

27.1

27.2

27.3

27.4

27.5

27.6

28.

28.1

Number of weeks’ wages spread over 52 weeks | Number of weeks’ purchased leave

50 weeks 2 weeks

51 weeks 1 week

The purchased leave will not be able to be accrued. The employee is to be entitled
to pay in lieu of the additional leave not taken. In the event that the employee is
unable to take such purchased leave, his/her wage will be adjusted on the last pay
period in January to take account the fact that time worked during the year was not
included in the wage.

Where an employee who is in receipt of a Higher Duties allowance provided for in
the relevant award 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.

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 January
to take into account any variations to the employee’s ordinary working hours during
the previous year.

PURCHASED LEAVE - DEFERRED WAGES ARRANGEMENT

With the written agreement of the employer, an employee may elect to receive, over
a four-year period, 80% of the wage they would otherwise be entitled to receive in
accordance with the General Agreement.

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.

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.

Where an employee completes four (4) 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.

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.

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.

BLOOD/PLASMA DONORS LEAVE
Subject to operational requirements, employees shall be entitled to absent

themselves from the workplace in order to donate blood or plasma in accordance
with the following general conditions:
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28.2

28.3

28.4

29.

20.1

29.2

29.3

29.4

29.5

30.

30.1

30.2

30.3

30.4

(@) prior arrangements with the supervisor has been made and at least two (2)
days’ notice has been provided; or

(b) the employee is called upon by the Red Cross Blood Centre.

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.

Employees shall be required to provide proof of attendance at the Red Cross Blood
Centre upon return to work.

Employees shall be entitled to two (2) hours of paid leave per donation for the
purpose of donating blood or plasma to the Red Cross Blood Centre.

EMERGENCY SERVICES LEAVE

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 FESA Units, in order to
allow for attendances at emergencies as declared by the recognised authority.

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.

The employee must complete a leave of absence form immediately upon return to
work.

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 subclauses 29.2, 29.3 and 29.4.

LEAVE FOR TRAINING WITH DEFENCE FORCE RESERVES

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.

Leave of absence may be paid or unpaid in accordance with the provisions of this
clause.

Application for leave of absence for defence service shall, in all cases, be
accompanied by 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.

Paid leave
(@) An employee who is a volunteer member of the Defence Force Reserves or
the Cadet Force is entitled to paid leave of absence for the purpose of

attending a training camp, school, class or course of instruction, subject to the
conditions set out hereunder.
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30.5

30.6

30.7

30.8

(b)

(©)

(d)

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.

On written application, an employee shall be paid salary in advance when
proceeding on such leave.

Casual employees are not entitled to paid leave for the purpose of defence
service.

Attendance at a Camp for Annual Continuous Obligatory Training

(@)

(b)

An employee is entitled to paid leave for a period not exceeding 76 hours on
full pay in any period of twelve months commencing on 1 July in each year.

If the Employee-in-Charge of a military unit certifies that it is essential for an
employee to be at the camp in an advance or rear party, a maximum of 30.4
extra hours leave on full pay shall be granted in the twelve-month period.

Attendance at One Special School, Class or Course of Instruction

(@)

(b)

In addition to the paid leave granted under subclause 30.5, an employee is
entitled to a period not exceeding 16 calendar days in any period of twelve
months commencing on July 1 in each year, provided the employer is satisfied
that the leave required is for a special purpose and not for a further routine
camp.

In this circumstance, an employee may elect to utilise annual leave credits.
However, if the leave is not taken from annual leave, salary during the period
shall be at the rate of the difference between the normal remuneration of the
employee as a public servant 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 special 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.

Unpaid leave

(@)

(b)

Any leave for the purpose of defence service that exceeds the paid entitlement
prescribed in subclauses 30.5 and 30.6 shall be unpaid.

Casual employees are entitled to unpaid leave for the purpose of defence
setrvice.

Use of other leave

(a)

(b)

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.

An employer cannot compel an employee to use annual leave or long service
leave for the purpose of defence service.
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PART 5. CHANGE MANAGEMENT

31.

31.1

31.2

CONSULTATION

The parties recognise the need for effective communication to improve the
business/operational performance and working environment in agencies. 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 agency.

The parties agree that:

(a) Where the employer proposes to make changes likely to affect existing
practices, working conditions or employment prospects of the employees, the
union and employees affected shall be notified by the employer as early as
possible.

(b) For the purposes of such discussion the employer shall provide to the union
and employees concerned relevant information about the changes, including
the nature of the changes on the employees provided that the employer shall
not be required to disclose confidential information the disclosure of which,
would be inimical to their interests.

(c) Inthe context of such discussion the union and employees are able to
contribute to the decision making process.

PART 6. UNION REPRESENTATIVES & GENERAL MEETINGS

32.

32.1

32.2

32.3

324

UNION FACILITIES FOR UNION REPRESENTATIVES

The employer recognises the rights of the union to organise and represent its
members. Union representatives (“delegates”) in the agency 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 agency.

The employer will recognise union representatives in the agency and will allow them
to carry out their role and functions.

The union will advise the employer in writing of the names of the union
representatives in the agency.

The employer shall recognise the authorisation of each union representative in the
agency and shall provide them with the following:

(@) Reasonable paid time off from normal duties:

() to perform their functions as a union representative such as
organising, recruiting, individual grievance handling, collective
bargaining, involvement in union authorised committees; and

(i) to attend union business in accordance with Clause 15 — Leave to
attend Union Business, of the Miscellaneous Government Conditions
and Allowances Award 1992.

(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,
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32.5

32.6

32.7

(©)

(d)

(e)

(f)
(9)

(h)
(i)

0

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 agency protocols.

A notice board for the display of union materials including broadcast email
facilities.

Paid access to periods of leave for the purpose of attending union training
courses in accordance with Clause 14 — Trade Union Training Leave, of the
Miscellaneous Government Conditions and Allowances Award 1992. Country
representatives will be provided with appropriate travel time.

Notification of the commencement of new employees, and as part of their
induction, time to discuss the benefits of union membership with them.

Access to a sheltered area for meetings of members.

Access to work location, names, rosters and hours of work of employees. This
information and access will also be provided to union officials upon request.

Access to awards, agreements, policies and procedures.

Access to information on matters affecting employees in accordance with
Clause 31 — Consultation, of the General Agreement.

The names of any Equal Employment Opportunity and Occupational Health,
Safety and Welfare representatives.

The employer agrees, upon receiving written authorisation from an employee, to
provide to the union within five (5) 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.

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 thirty minutes to address new employees
without employer representatives being present.

Union General/Delegate Meetings

(@)

(b)

(©)

Subiject to reasonable notice and prior arrangement with the employer,
employees will be granted paid time off to attend quarterly general meetings of
up to one hour duration on site with the union. Where the site meeting
exceeds one (1) hour, such absence will be without pay for the period of the
meeting, which exceeds one (1) hour.

To conduct these meeting the union shall be entitled to a private facility at the
workplace wherever possible provided the union gives the management
reasonable notice.

On an annual basis one of the meetings at 32.7(a) can be converted to a paid
meeting of up to two (2) hours duration with additional time allocated for travel.
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32.8

(d) Delegates will be able to attend paid quarterly delegate meetings of up to two
(2) hours duration with additional time allocated for travel.

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.

PART 7. DISPUTE SETTLEMENT PROCEDURE

33.

33.1

33.2

33.3

33.4

33.5

33.6

33.7

33.8

DISPUTE SETTLEMENT PROCEDURE

Any questions, disputes or difficulties arising under the General Agreement or in the
course of the employment of employees covered by the General Agreement shall be
dealt with in accordance with this clause.

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 (3) working days.
An employee may be accompanied by a union representative.

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 (3) working days. An employee may be
accompanied by a union representative.

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.

Where the dispute cannot be resolved within five (5) 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 WAIRC.

The period for resolving a dispute may be extended by agreement between the
parties.

At all stages of the procedure the employee may be accompanied by a union
representative.

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
WAIRC for conciliation and/or arbitration.
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PART 8. SCHEDULES TO THE AGREEMENT

SCHEDULE 1: SIGNATURES OF PARTIES

Signed & Common Seal 10.1.2005

David Kelly Date
Secretary
The Liquor, Hospitality and Miscellaneous Union

Western Australian Branch.

Signed 7 January 2005

Ted Anthony Date
A/Executive Director
Department of Consumer and Employment Protection

Acting as agent for and behalf of the respondents listed in Schedule 12
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NOTE: Rate adjusted in line with 2004 SWC — refer Circular to Departments & Authorities
No 14 of 2005 (1 December 2005).

Please note that weekly wage rates prescribed in Schedule 2:.GENERAL AGREEMENT WEEKLY
WAGES — CATERING & TEA ATTENDANTS (GOVERNMENT) have been adjusted by WAIRC

order effective 7 July 2006

SCHEDULE 2: GENERAL AGREEMENT WEEKLY WAGES — CATERING & TEA
ATTENDANTS (GOVERNMENT)

Current rate $28.60 or Wage to be
0 :
31 3.4% 350 33% paid on and
Increase from
December , .| Increase Increase
whichever is
2003
greater
: 1 January | 1January | 1January |7 July 2006
Operative date 2004 2005 2006
A B C
Chef
1st year of employment $547.70 $576.30 $596.50 $616.20 616.20
2nd year of employment $553.70 $582.30 $602.70 $622.60 622.60
3rd year of employment $559.00 $587.60 $608.20 $628.30 628.30
Qualified Cook
1st year of employment $513.70 $542.30 $561.30 $579.80 579.80
2nd year of employment $519.90 $548.50 $567.70 $586.50 586.50
3rd year of employment $525.00 $553.60 $573.00 $591.90 591.90
Cook Employed Alone
1st year of employment $490.80 $519.40 $538.40 | $555.40 557.90
2nd year of employment $496.80 $525.40 $544.40 | $561.80 564.40
3rd year of employment $502.10 $530.70 $549.70 | $567.40 570.10
Other Cooks
1st year of employment $486.60 $515.20 $534.20 | $550.90 554.60
2nd year of employment $492.50 $521.10 $540.10 | $557.20 561.10
3rd year of employment $497.80 $526.40 $545.40 | $562.80 566.80
Bar Attendant
1st year of employment $490.20 $518.80 $537.80 $554.70 557.40
2nd year of employment $496.20 $524.80 $543.80 | $561.10 563.90
3rd year of employment $501.50 $530.10 $549.10 | $566.80 569.60
Waiter/Waitress
1st year of employment $480.70 $509.30 $528.30 | $544.60 550.20
2nd year of employment $486.80 $515.40 $534.40| $551.10 556.70
3rd year of employment $492.00 $520.60 $539.60 | $556.60 562.40
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Current rate $28.60 or Wage to be
31 3.4% 35% 3.3% paid on and
December Ir)crease . | Increase Increase L=
2003 whichever is
greater
] 1 January | 1 January | 1 January |7 July 2006
Operative date 2004 2005 2006
A B C
Steward/Stewardess
1st year of employment $480.70 $509.30 $528.30 | $544.60 550.20
2nd year of employment $486.80 | $515.40 | $534.40 | $551.10 556.70
3rd year of employment $492.00 $520.60 $539.60 | $556.60 562.40
Cashier
1st year of employment $490.20 $518.80 $537.80 | $554.70 557.40
2nd year of employment $496.20 $524.80 $543.80 | $561.10 563.90
3rd year of employment $501.50 $530.10 $549.10 $566.80 569.60
Counterhand
1st year of employment $480.70 $509.30 $528.30 | $544.60 550.20
2nd year of employment $486.80 $515.40 $534.40 | $551.10 556.70
3rd year of employment $492.00 $520.60 $539.60 | $556.60 562.40
Tea Attendant
1st year of employment $476.70 $505.30 $524.30 | $540.30 547.20
2nd year of employment $482.90 $511.50 $530.50 | $546.90 553.70
3rd year of employment $488.00 $516.60 $535.60 | $552.40 559.40
Kitchenhand
1st year of employment $476.70 $505.30 $524.30 | $540.30 547.20
2nd year of employment $482.90 $511.50 $530.50 | $546.90 553.70
3rd year of employment $488.00 $516.60 $535.60 | $552.40 559.40
General Hand
1st year of employment $476.70 $505.30 $524.30 | $540.30 547.20
2nd year of employment $482.90 $511.50 $530.50 | $546.90 553.70
3rd year of employment $488.00 $516.60 $535.60 | $552.40 559.40
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SCHEDULE 3: GENERAL AGREEMENT WEEKLY WAGES — CLEANERS AND
CARETAKERS (GOVERNMENT) PART A
All Employees except those employed by Department of Education & Training

Current rate $2§ 2?/0 or
31 ' 3.5% 3.3%
December Increase_ Increase Increase
2003 whichever is
greater
. 1 January | 1 January | 1 January
Operative Date 2004 2005 2006
A B C

Level One
Comprehends the following
classes of work
Kitchen Hand (Agricola College)
1st year of employment $489.80 $518.40 $536.60 $554.30
2nd year of employment $495.60 $524.20 $542.60 $560.50
3rd year of employment $500.60 $529.20 $547.80 $565.80
Attendant
Cleaner
1st year of employment $507.10 $535.70 $554.50 $572.80
2nd year of employment $512.50 $541.10 $560.10 $578.60
3rd year of employment and
thereafter $517.90 $546.50 $565.70 $584.30
Level Two
Comprehends the following
classes of work
Home Economic Assistant
Car Park Attendant
Window Cleaner
1st year of employment $516.70 $545.30 $564.40 $583.10
2nd year of employment $521.90 $550.50 $569.80 $588.60
3rd year of employment and
thereafter $526.90 $555.50 $575.00 $594.00
Level Three
Comprehends the following
classes of work
Caretaker
Estate Attendant (Homeswest)
Grade 1
1st year of employment $530.90 $559.50 $579.10 $598.20
2nd year of employment $535.80 $564.40 $584.20 $603.50
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Current rate $2§ 209 or
31 Incresse 3.5% 3.3%
December hich . | Increase Increase
2003 whichever is
greater
. 1 January | 1 January | 1 January
Operative Date 2004 2005 2006
A B C

3rd year of employment and
thereafter $541.00 $569.60 $589.60 $609.00
Level Four
Comprehends the following
classes of work
Estate Attendant (Homeswest)
Grade 2
1st year of employment $545.90 $574.50 $594.70 $614.30
2nd year of employment $551.10 $579.70 $600.00 $619.80
3rd year of employment and
thereafter $556.10 $584.70 $605.20 $625.20
Level Five
Comprehends the following
classes of work
Janitor
Security Employee
1st year of employment $551.90 $580.50 $600.90 $620.70
2nd year of employment $557.10 $585.70 $606.20 $626.20
3rd year of employment and
thereafter $562.50 $591.10 $611.80 $632.00
Office Attendant (Homeswest)
1st year of employment $540.90 $569.50 $589.50 $608.90
2nd year of employment $551.20 $579.80 $600.10 $619.90
3rd year of employment and
thereafter $564.40 $593.00 $613.80 $634.10
Level Six
Comprehends the following
classes of work
Court Usher
Second Cook (Agricola College)
1st year of employment $569.90 $598.50 $619.50 $639.90
2nd year of employment $576.80 $605.40 $626.60 $647.30
3rd year of employment and
thereafter $582.20 $610.80 $632.20 $653.10
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Current rate $2§ 209 ol
31 [l 3.5% 3.3%
December hi .| Increase Increase
2003 whichever is
greater
. 1 January | 1 January | 1 January
Operative Date 2004 2005 2006
A B C

Level Seven
Comprehends the following
classes of work
Estate Attendant (Homeswest)
Grade 3
1st year of employment $586.40 $615.00 $636.60 $657.60
2nd year of employment $591.60 $620.20 $642.00 $663.10
3rd year of employment and
thereafter $597.00 $625.60 $647.50 $668.90
First Cook (Agricola College)
1st year of employment $598.90 $627.50 $649.50 $670.90
2nd year of employment $605.30 $633.90 $656.10 $677.80
3rd year of employment and
thereafter $609.90 $638.50 $660.90 $682.70
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SCHEDULE 3: GENERAL AGREEMENT WEEKLY WAGES — CLEANERS AND
CARETAKERS (GOVERNMENT) PART B
All Employees employed by the Department of Education and Training

Current rate $2§ 2?/0 or
31 : 3.5% 3.3%
December Ir_1crease_ Increase Increase
2003 whichever is
greater
. 1 January | 1 January | 1 January
Operative Date 2004 2005 2006
A B C

Level Two
2.1 $507.10 $535.70 $554.50 $572.80
2.2 $512.50 $541.10 $560.10 $578.60
2.3 $516.80 $545.40 $564.50 $583.20
2.4 $521.10 $549.70 $569.00 $587.80
Level Three
Cleaner working alone, Assistant
Cleaner in Charge
3.1 $521.50 $550.10 $569.40 $588.20
3.2 $526.80 $555.40 $574.90 $593.90
3.3 $532.20 $560.80 $580.50 $599.60
Level Four
Cleaner in Charge with
supervisory responsibility in a
school with a cleanable internal
area of up to 7000m2
4.1 $533.70 $562.30 $582.00 $601.20
4.2 $538.40 $567.00 $586.90 $606.30
4.3 $543.90 $572.50 $592.60 $612.10
Level Six
Cleaner in Charge with
supervisory responsibility in a
school with a cleanable internal
area 7000m2 and over
6.1 $590.20 $618.80 $640.50 $661.60
6.2 $597.20 $625.80 $647.70 $669.10
6.3 $602.90 $631.50 $653.60 $675.20

NOTE: The rate shown at Level 1 in the Cleaners and Caretakers (Government) General
Agreement 2002 No AG101 of 2002 has been incorporated in the above schedule at Level 2.1.
Level 5 is not being utilised.
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SCHEDULE 3: GENERAL AGREEMENT WEEKLY WAGES — CLEANERS AND
CARETAKERS (GOVERNMENT) PART C

All Home Economics Assistants employed by TAFE Colleges

Classification From 1 January $2§ f& or
290 Increase 3.5% 3.3%
whichever Increase Increase
is greater
g utr regi Operative Date | 1 January | 1January | 1 January
ate 2004 2005 2006
December
2003
A B C
Home Economics
Assistant
Level 1.1 $549.60
Level 1.2 $565.80 Level 1.1 $594.40 $615.20 $635.50
Level 1.3 $582.10 Level 1.2 $610.70 $632.10 $653.00
Level 1.4 $598.50 Level 1.3 $627.10 $649.00 $670.40
Level 2.1 $615.00
Level 2.2 $634.10 Level 2.1 $662.70 $685.90 $708.50
Level 2.3 $647.00 Level 2.2 $675.60 $699.20 $722.30
Level 2.4 $666.00 Level 2.3 $694.60 $718.90 $742.60
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SCHEDULE 4: GENERAL AGREEMENT WEEKLY WAGES — COUNTRY HIGH

SCHOOL HOSTELS AUTHORITY

Current $2§ fg or
rate31 || 00| 3.5% 3.3%
December| ' Increase | Increase
whichever
2003 ;
is greater
. 1 January |1 January |1 January
OIFERIS DR 2004 | 2005 | 2006
A B C
Cook
1% year of employment $543.40 | $572.00 | $592.10 | $611.60
2" year of employment $549.20 | $577.80 | $598.10 | $617.80
3" year of employment & thereafter $554.60 | $583.20 | $603.70 | $623.60
Groundsperson/Gardener
1% year of employment $524.90 | $553.50 | $572.90 | $591.80
2" year of employment $526.90 | $555.50 | $575.00 | $594.00
3" year of employment & thereafter $536.30 | $564.90 | $584.70 | $604.00
Domestic Employee
1% year of employment $506.70 | $535.30 | $554.10 | $572.40
2" year of employment $512.80 | $541.40 | $560.40 | $578.90
3" year of employment & thereafter $518.10 | $546.70 | $565.90 | $584.60
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SCHEDULE 5: GENERAL AGREEMENT WAGES CULTURAL CENTRE AWARD -
DEPARTMENT OF CULTURE AND THE ARTS -

A number of changes have been made to the classification structure effective from 21 June 2004.
A new classification of Visitor Services Officer Grade Two has been created with pay increases
phased in over two years and the Supervisor Assistant classification has been reduced to two
increments by the deletion of the first year increment.

The new classification structure and applicable wage rates are as follows:

C $28.60 or
urrent rate 3.4%
31 : 3.5% $9.00 3.3% $9.00
Increase |New Rate
December . Increase | Increase | Increase | Increase
whichever
2003 .
is greater
Operative Date 1 January| 21 June |1 January| 21 June |1 January| 21 June
P 2004 2004 2005 2005 2006 2006
A AA B BB C CcC
Cleaner
Lst year of $507.10 | $535.70 | N/A | $554.50 | N/A | $572.80 | NIA
employment
2nd year of $512.50 | $541.10 | N/A | $560.10 | N/A | $578.60 | NIA
employment
3rd year of
employment and $517.90 | $546.50 N/A $565.70 N/A $584.30 N/A
thereafter
Groundskeeper
Lstyear of $517.60 | $546.20 | N/A | $565.40 | N/A | $584.00 | N/A
employment
2nd year of $527.60 | $556.20 | N/A | $575.70 | N/A | $594.70 | NIA
employment
3rd year of
employment and $538.20 | $566.80 N/A $586.70 N/A $606.00 N/A
thereafter
Attendant or Receptionist Attendant/ Visitor
Services Officer
Grade One
Lst year of $539.00 | $567.60 | NJ/A | $587.50 | N/A | $606.90 | NI/A
employment
2nd year of $550.00 | $578.60 | N/A |$598.90 | N/A |$618.70 | NI/A
employment
3rd year of
employment and $561.10 | $589.70 N/A $610.40 N/A $630.50 N/A
thereafter
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Current rate

$28.60 or

31 3.4% 35% | $9.00 | 3.3% | $9.00
December In(_:rease NERTRELS Increase | Increase | Increase | Increase
2003 whlchever
is greater
Operative Date 1 January| 21 June |1 January| 21 June |1 January| 21 June
2004 2004 2005 2005 2006 2006
A AA B BB C CC
Visitor Services Officer Grade Two
1st year of $539.00 | $567.60 | $590.60 | $611.27 | $620.27 | $640.74 | $649.74
employment
2nd year of $550.00 | $578.60 | $598.60 | $619.55 | $628.55 | $649.29 | $658.29
employment
3rd year of $561.10 | $589.70 | $609.60 | $630.94 | $639.94 | $661.05 | $670.05
employment and
thereafter
Security Officer
Lstyear of $530.00 | $567.60 | VA |sgse7s0| NA | geoe90| NA
employment
2nd year of $550.00 | $578.60 | VA |gs98.00| VA |ge170| NA
employment
3rd year of N/A N/A N/A
employment and $561.10 | $589.70 $610.40 $630.50
thereafter
Supervisor Assistant
(rates in force until 20
June 2004)
Lst year of $588.60 | $617.20 | \/a | g$638.80 | N/A |$659.90 | N/A
employment
2nd year of $500.40 | $628.00 | VA |ges0.00| VA |ge7is0| NA
employment
3rd year of N/A N/A N/A
employment (and $610.10 | $638.70 $661.10 $682.90
thereafter)
Supervisor Assistant
(rates in force from 21
June 2004)
st
1" year of $628.00 | $650.00 | N/A | $671.50 | N/A
employment
2" year of
employment and $638.70 | $661.10 N/A $682.90 N/A
thereafter
Installation Assistant
Lstyear of $627.10 | $655.70 | VA |ge7e70| VA |g70110| NA
employment
2nd year of $636.40 | $665.00 N/A $688.30 N/A $711.00 N/A
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Current rate

$28.60 or

0,
31 3.4% 35% | $9.00 | 3.3% | $9.00
Increase |New Rate
December - Increase | Increase | Increase | Increase
whichever
2003 .
is greater
Operative Date 1 January| 21 June |1 January| 21 June |1 January| 21 June
P 2004 2004 2005 2005 2006 2006
A AA B BB C CC
employment
3rd year of N/A N/A N/A
employment and $646.70 | $675.30 $699.00 $722.00
thereafter
Attendant Supervisor
Lst year of $646.60 | $67520 | VA |ge9s90| NA |g72100| VA
employment
2nd year of N/A N/A N/A
employment and $666.80 | $695.40 $719.80 $743.50
thereafter
Installation Supervisor
Lst year of $705.90 | $73450| N/A |$760.30| N/A |$785.30| N/A
employment
2nd year of
employment and $724.40 | $753.00 N/A $779.40 N/A $805.10 N/A
thereafter
Regional Attendant
Lst year of $588.60 | $617.20 | N/A |$638.80| N/A |$659.90 | N/A
employment
2nd year of $5909.40 |$628.00| N/A |$650.00| N/A |$671.50| N/A
employment
3rd year of
employment and $610.10 | $638.70 N/A $661.10 N/A $682.90 N/A
thereafter
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SCHEDULE 6: GENERAL AGREEMENT WEEKLY WAGES GARDENERS
(GOVERNMENT) AWARD- PART A

All Employees except those employed by the Department of Education & Training

Current rate $2§ 209 or
31 = 3.5% 3.3%
Increase
December . . | Increase Increase
whichever is
2003
greater
. 1 January | 1 January | 1 January
Operative Date 2004 2005 2006
A B C

Level One
Comprehends the following classes
of work
Gardener/Ground Attendant (Grade
2)
Labourer (Maintenance and
General)
Mower Operator (Walk Mower)
1st year of employment $510.60 $539.20 $558.10 $576.50
2nd year of employment $515.70 $544.30 $563.40 $582.00
3rd year of employment and
thereafter $521.10 $549.70 $569.00 $587.80
Level Two
Comprehends the following classes
of work
Assistant on Rubbish Vehicle
Gardener/Ground Attendant (Grade
1)
1st year of employment $516.70 $545.30 $564.40 $583.10
2nd year of employment $521.90 $550.50 $569.80 $588.60
3rd year of employment and $526.90 $555.50 $575.00 $594.00

thereafter

Level Three

Comprehends the following classes
of work

Concrete Finisher, Slab and Kerb
Layer

Machinery Operators
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Current rate
31
December
2003

$28.60 or
3.4%
Increase
whichever is
greater

3.5%
Increase

3.3%
Increase

Operative Date

1 January
2004

1 January
2005

1 January
2006

A

B

C

- Rotary Hoe (not attached to
tractor)

- Tractor Pneumatic Tyred Class |
(without power - operated
attachments)

Maintenance Attendant

Power-operated Portable Saw

1st year of employment

$530.90

$559.50

$579.10

$598.20

2nd year of employment

$535.80

$564.40

$584.20

$603.50

3rd year of employment and
thereafter

$541.00

$569.60

$589.60

$609.00

Level Four

Comprehends the following classes
of work

Assistant Mechanical Maintenance
Attendant

Machinery Operators

- Power Roller

- Tractor (Pneumatic Tyred)(with
power-operated attachments
Classes 1 - 5)

- Tractor (Pneumatic
Tyred)(without power-operated
attachments Classes 2 - 5)

Motor Vehicle Driver (less than 1.2
tonnes)

Mower Operator

- Rider Mower

- Walk Mower (In Charge of
Vehicle) Grades 1 and 2

Senior Gardener/Ground Attendant

Senior Maintenance Attendant

1st year of employment

$545.90

$574.50

$594.70

$614.30

2nd year of employment

$551.40

$580.00

$600.30

$620.20

3rd year of employment and
thereafter

$556.10

$584.70

$605.20

$625.20
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Current rate

$28.60 or

31 3.4% 3.5% 3.3%
December Increase_ Increase Increase
2003 whichever is
greater
. 1 January | 1 January | 1 January
Operative Date 2004 2005 2006
A B C

Level Five
Comprehends the following classes
of work
(1) Machinery Operator
Tractor (Pneumatic Tyred with
power-operated attachments Class
6 and up to 230 hp)
Motor Vehicle Driver (over 1.2
tonnes and below 3 tonnes)
Tractor Mower Operator
1st year of employment $549.40 $578.00 $598.30 $618.00
2nd year of employment $554.30 $582.90 $603.30 | $623.30
3rd year of employment and $559.00 $587.60 $608.20 $628.30
thereafter
(2) Motor Vehicle Driver (over 3
tonnes and less than 6 tonnes)
Rider Mower (In charge of vehicle)
1st year of employment $555.60 $584.20 $604.70 $624.60
2nd year of employment $560.70 $589.30 $610.00 $630.10
3rd year of employment and $565.50 $594.10 $614.90 $635.20
thereafter
Level Six
Comprehends the following
classes of work
Tradesperson Gardener
1st year of employment $569.90 $598.50 $619.50 $639.90
2nd year of employment $576.80 $605.40 $626.60 $647.30
3rd year of employment and $582.20 $610.80 $632.20 $653.10

thereafter

Level Seven

Comprehends the following classes
of work
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Current rate

$28.60 or

0
31 3.4% 3.5% 3.3%
Increase
December . . | Increase Increase
whichever is
2003
greater
. 1 January | 1 January | 1 January
Operative Date 2004 2005 2006
A B C

Horticulturist (Certificated)
Senior Mower Operator (BMA)
1st year of employment $594.30 $622.90 $644.70 $666.00
2nd year of employment $599.70 $628.30 $650.30 $671.80
3rd year of employment and $605.00 $633.60 $655.80 $677.50
thereafter
Level Eight
Comprehends the following classes
of work
Foreperson Grade 2
1st year of employment $634.40 $663.00 $686.30 $708.90
2nd year of employment $641.20 $669.80 $693.30 $716.20
3rd year of employment and $647.00 $675.60 $699.30 $722.40
thereafter
Level Nine
Comprehends the following classes
of work
Estate Foreperson (Homeswest)
Foreperson Grade 1
1st year of employment $672.20 $700.80 $725.40 $749.30
2nd year of employment $678.90 $707.50 $732.30 $756.50
3rd year of employment and $684.90 $713.50 $738.50 $762.90

thereafter
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SCHEDULE 6: GENERAL AGREEMENT WEEKLY WAGES GARDENERS

(GOVERNMENT) AWARD- PART B

All Employees employed by the Department of Education & Training

Current rate $2§’ 28 or
31 0 3.5% 3.3%
Increase
December - . | Increase Increase
whichever is
2003
greater
: 1 January | 1January | 1 January
Operative Date 2004 2005 2006
A B C

Level One
Nil
Level Two
Assistant Gardener/Handyperson
1st year of employment $520.60 $549.20 $568.50 $587.20
2nd year of employment $524.90 $553.50 $572.90 $591.80
3rd year of employment and thereafter $529.00 $557.60 $577.20 $596.20
Level Three
Gardener/Handyperson
Gardener/Pool Maintenance Officer
1st year of employment $529.60 $558.20 $577.80 $596.80
2nd year of employment $534.90 $563.50 $583.30 $602.50
3rd year of employment and thereafter $540.40 $569.00 $589.00 $608.40
Level Four
Gardener/Ride on Mower
Operator/Handyperson
1st year of employment $541.80 $570.40 $590.40 $609.90
2nd year of employment $546.50 $575.10 $595.30 $614.90
3rd year of employment and thereafter $552.00 $580.60 $601.00 $620.80
Level Five
Senior Gardener/Handyperson
Senior Gardener/Pool Maintenance
Officer
Handyperson (Belmont SHS)
1st year of employment $557.50 $586.10 $606.70 $626.70
2nd year of employment $562.60 $591.20 $611.90 $632.10
3rd year of employment and thereafter $567.50 $596.10 $617.00 $637.40
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Current rate $2§ 28 or
31 0 3.5% 3.3%
Increase
December . . | Increase Increase
whichever is
2003
greater
: 1 January | 1January | 1 January
Operative Date 2004 2005 2006
A B C
Level Six
Horticulturist (Certificated)
1st year of employment $598.30 $626.90 $648.90 $670.30
2nd year of employment $605.30 $633.90 $656.10 $677.80
3rd year of employment and thereafter $611.00 $639.60 $662.00 $683.90
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SCHEDULE 7: GENERAL AGREEMENT WAGES — RECREATION CAMPS AND

RESERVE BOARDS (DEPARTMENT FOR SPORT AND RECREATION)

Current rate $2§ 209 or
31 = 3.5% 3.3%
Increase
December ; .| Increase | Increase
whichever is
2003
greater
. 1 January |1 January |1 January
OperEive DEiE 2004 2005 2006
A B C

Warden-In-Charge
1% year of employment $551.10 $579.70 | $600.00 | $619.80
2" year of employment $556.00 $584.60 | $605.10 | $625.10
3" year of employment $561.10 $589.70 | $610.40 | $630.50
Mobile Warden
1% year of employment $544.00 $572.60 | $592.70 | $612.20
2" year of employment $548.90 $577.50 | $597.80 | $617.50
3" year of employment $553.90 $582.50 | $602.90 | $622.80
Assistant Warden
1% year of employment $523.00 $551.60 | $571.00 | $589.80
2" year of employment $527.90 $556.50 | $576.00 | $595.00
3" year of employment $533.00 $561.60 | $581.30 | $600.50
Ranger
1% year of employment $526.00 $554.60 | $574.10 | $593.00
2" year of employment $531.00 $559.60 | $579.20 | $598.30
3" year of employment $544.90 $573.50 | $593.60 | $613.20
Noalimba Night Supervisor
1% year of employment $543.80 $572.40 | $592.50 | $612.00
2" year of employment $548.80 $577.40 | $597.70 | $617.40
3" year of employment $553.70 $582.30 | $602.70 | $622.60

48




SCHEDULE 8: AGENCY SPECIFIC SCHEDULE —CULTURAL CENTRE AWARD -
DEPARTMENT OF CULTURE AND THE ARTS

The provisions of this clause shall only apply to employees of the Department of Culture
and the Arts (“the Department”) covered by the General Agreement.

1.

1.1

1.2

2.1

2.2

2.3

2.4

RETURN TO WORK DURING PERIODS OF APPROVED ABSENCES

Employees who are or have been absent from the workplace other than on secondment
for a period in excess of three (3) months, whether on leave without pay or unpaid
parental leave, may by mutual Agreement return to work in order to meet organisational
needs.

Subject to Agreement between the parties regarding return to work, the employee shall
be paid at casual rates for the period of recall.

OPERATIONAL APPROACH

The parties commit to maintaining a clear focus on outcomes by adopting flexible work
practices. Emphasis will be given to increased work flexibility and job satisfaction through
multiskilling and multifunctionality, supported by an appropriate level of training and
professional development.

Multiskilling:

(@ Providing skilled and semi-skilled carpentry services to allow for the construction of
crates, frames, backing boards, exhibition furniture, etc;

(b)  Allowing for routine condition reporting to a standard checklist at the time of receipt
and unpacking of crates;

(c) Routinely ordering and maintaining stock;

(d) Routinely rostering staff resources to meet operational needs and program delivery;
and

(e) The parties commit to provide skilled labour in support of other operations, saving
on the use of contractors.

Multifunctionality:

The parties commit to undertake training in order to broaden skills, providing greater
mobility of staff.

Part Time Flexibility

(@) For the purpose of meeting exhibition schedules, part time employees may, by
agreement, work an aggregate of their part time hours over an eight week period.
For example, a part time employee normally working 48 hours per fortnight, may
work and be paid for 76 hours per fortnight and proportionately reduce his/her
normal hours for the remainder of the eight week period.
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(b)

()

(d)

(e)

Unless extra hours are worked, part time employees will continue to receive their
normal part time salary on a fortnightly basis.

By agreement within the Team process, and in order to meet schedules, part time
employees may extend their hours within the range of normal full time hours without
incurring overtime, up to a maximum of 8 hours per day in any day. However, any
hours worked in excess of 8 hours per day will attract overtime penalties.

In order to meet schedules, and subject to paragraph (e), full time employees
commit to accruing RDOs, which will be taken during off-peak periods.

No more than five RDOs can be accrued.

CLASSIFICATION STRUCTURE

(@)

(b)

()

(d)

(e)

(f)

The following definition will replace the definition of “Receptionist Attendant”
currently contained in the Cultural Centre Award 1987 and will apply to employees
engaged as Receptionist Attendants with the Western Australian Museum
(“Museum”):

“Receptionist Attendant/Visitor Services Officer — Grade One” (VSOL1) shall mean a
person employed by the Department whose duties include the provision of
customer service, public liaison and security to the public and the museum
collection; shared responsibility for Museum admissions, reservations and
registrations; interpretation of the Museum for visitors through general tours and
other Museum programs; and cleaning of museum premises (including toilets).

The following position has been added to the classification structure currently
contained in the Cultural Centre Award 1987:

“Visitor Services Officer — Grade Two” (VSO2) shall mean a person employed by
the Department whose duties include the interpretation of the Museum for visitors
through tours and interpretive programs; assistance with the provision of education
programs; shared responsibility for Museum admission, reservation and registration
systems, including reconciliation; provision of customer service, public liaison and
security to the public and the museum collection. The provision of tours and other
interpretive experiences forms a substantial part of the duties.

All employees engaged as receptionist attendants, as at 12 July 2004 at the
Maritime Museum (including the Shipwreck Museum) will be reclassified as
VSO02's, effective from 21 June 2004.

Entry level positions at the Maritime Museum (including the Shipwreck Museum)
will be VSO1 unless the position is specifically advertised as VSO?2.

At the time of the registration of the General agreement the operational requirement
of the Maritime Museum (including the Shipwreck Museum) for VSO2 positions is
12 Full Time Equivalents. The number of VSO2 positions will be reduced to 12
FTE’s through natural attrition.

Nothing in subclause (d) prevents the Department from increasing or decreasing

the number of FTE positions based on its operational requirements in accordance
with Clause 31- Consultation.
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(f)

(9)

(h)

Other employees engaged as receptionist attendants elsewhere in the Museum will
continue to be classified at Grade 1.

Nothing in subclause (f) prevents the advancement of any employee who works at
a Western Australian Museum site, other than the Maritime Museum (including the
Shipwrecks Museum), to the VSO2 classification if they are in fact performing the
duties of a VSO2.

A Memorandum of Understanding will be negotiated between the union and the
Department. The MOU will include JDFs of VSO1 and VSO2 positions as well as
definitions of the types of tours to be conducted by VSOs.

Any dispute arising from the application of this clause shall be dealt with in

accordance with the dispute settlement procedure outlined in clause 33 of the
Agreement.
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SCHEDULE 9: AGENCY SPECIFIC SCHEDULE — TAFE COLLEGES

The provisions of this clause shall only apply to employees of the TAFE Colleges covered by the
General Agreement.

1.
11

1.2

1.3

14

15

2.1

2.2

2.3

2.4

2.5

2.6

FLEXIBLE WORKING HOURS

The ordinary hours of work and settlement periods may be varied by the employer and
employee/s, to better cater for operational requirements and employee/s’ personal
responsibilities.

Any such arrangement is subject to agreement between the employee/s and the
employer, and the union shall be notified.

Any such arrangement entered into must be detailed in writing, signed by the employer or
the employer’s delegate, and the relevant employee/s, and a copy given to the Human
Resources Section.

Specifically excluded from these arrangements are longer working hours, overtime and
split shifts except where provided for in the relevant award.

Notwithstanding the above, where it is considered necessary to provide more economic
operations, the Managing Director may authorise the operation of alternative working
arrangements in a College. The continuing operation of any alternative working
arrangement, so approved, will depend on the Managing Director being satisfied that the
efficient functioning of the College is being enhanced by its operation.

PROGRESSION THROUGH THE CLASSIFICATION STRUCTURE FOR HOME
ECONOMICS ASSISTANTS

Employees shall initially be employed at Level 1 Step 1 of the Classification Structure.

Employees shall progress through Level 1 and Level 2 of the classification structure by
annual increments.

An employee will progress to Level 2 Step 1 on their increment date, unless the relevant
supervisor/manager indicates prior to an employee’s increment date that an employee’s
work performance is not satisfactory and the employee is not capable of exercising the
responsibilities and carrying out the duties of a Level 2 Home Economics Assistant. The
supervisor/manager must be able to demonstrate to the employer that performance
issues are genuine and have been raised with the employee.

The employer undertakes to provide reasonable and appropriate training prior to a further
competency assessment in the event of a Level 1 employee being unable to meet the
competencies required of a Level 2 position.

The employee will subsequently be reassessed in a reasonable timeframe and provided
the required competencies are met will progress to Level 2.

In the event an employee is unable to meet the required competencies within a
reasonable period the employee will be further assessed at the next anniversary date.
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2.7 Home Economics Assistants who progress to Level 2 will carry out the functions and
duties as prescribed by the relevant Level 2 Home Economics Assistant Job Description
Form (JDF).
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SCHEDULE 10: AGENCY SPECIFIC SCHEDULE — DEPARTMENT OF EDUCATION
AND TRAINING

The provisions of this schedule only apply to employees of the Department of Education and
Training.

1.

11

1.2

2.1

2.2

3.1

3.2

3.3

3.4

REFORM INITIATIVES - OBJECTIVES

The Department of Education and Training’s mission is to ensure that students develop
the understandings, skills and attitudes relevant to individual needs, thereby enabling
them to fulfil their potential and contribute to the development of our society.

All staff strive for excellence in learning and teaching and are committed to maximising the
educational achievements of all students and the maintenance of an appropriate learning
and teaching environment.

STRATEGIES AND INITIATIVES DEVELOPED TO ACHIEVE OBJECTIVES

The parties are committed to the development and implementation of a broad agenda of
initiatives designed to increase efficiency and effectiveness of program and service
delivery of the Department of Education and Training.

The parties are committed to the development and implementation of productivity
improvements which include, but are not limited to:

(& customer focus;

(b) changes to work practices;

(c) continuous improvement;

(d) review of, and implementation of, flexible application of employment conditions;
(e) improvement of the management of staff performance;

(H  current staffing practices;

(g) application of new technology; and

(h) ongoing skills development.

REFORM INITIATIVES

The parties agree that change will be implemented through a gradual process which
ensures that individual employees are not disadvantaged and is consistent with merit and

equity principles.

The parties acknowledge that consultation with employees will occur with respect to
school based decisions which directly affect them.

The parties agree to progress these workplace reforms in accordance with the terms of
the General Services Agreement, which is expected to deliver significant enhancement to
the efficiency and effectiveness of school operations in the medium to long term.

The major initiatives are outlined below in clauses 4, 5 and 6 of this schedule.
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4.1

4.2

4.3

4.4

4.5

51

5.2

FLEXIBLE WORKING HOURS INITIATIVE

Employees covered by the General Services Agreement may agree to work flexible hours
where these are implemented at the school site, and where:

(@) animproved curriculum can be offered as a result; or more effective and efficient
use of resources occurs;

(b) consultation has occurred at a school level involving all stakeholders, including the
union, school decision making groups, parents, students and whole of school staff;

(c) issues such as duty of care, health, safety and welfare, equity and other legislative
requirements have been allowed for;

(d) workload, career aspirations and family circumstances have been allowed for;
individual circumstances have been fully and reasonably considered; and

(e) the distribution of hours is equitable.

Specifically excluded from these arrangements are longer working hours, overtime and
split shifts except where provided for in the relevant award.

Arrangements for working of flexible hours as provided for in this clause shall be subject
to agreement between the employee and employer. No employee shall be coerced into
working flexible hours.

Notwithstanding the above, where it is considered necessary to provide more economic
operations, the Director-General may authorize the operation of alternative working
arrangements in a school. The continuing operation of any alternative working
arrangements, so approved, will depend on the Director-General being satisfied that the
efficient functioning of the school is being enhanced by its operation.

The parties agree that employees may, by agreement with all parties, to meet the needs
of individual Remote Teaching Service schools, vary the school year and hours per day
to take into account educational, cultural, climate and local factors. The Principal will
negotiate school hours and days of attendance and the employees will be consulted and
have a choice of undertaking these changes without being coerced into taking the
changes. The total hours worked in any one year will still equal the total hours that would
have been worked if the school year had not been varied by the Government Services
(Miscellaneous) General Agreement.

MULTISKILLING INITIATIVE

The parties are committed to allowing employees to be deployed in a way that will best
address the needs of the worksite. Employees agree to carry out such duties as are
within the limits of the employee's skills, competencies and training. This could include
the allocation of specific duties and/or temporary secondment to other positions in the
worksite.

The parties to the Government Services (Miscellaneous) General Agreement will develop
worksite multiskilling for employees and such development will include the following:

(a) objective(s) and guidelines for the multiskilled position;

(b) boundaries of the position;

(c) rosters of work;
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5.3

6.1

6.2

6.3

6.4

7.1

7.2.

8.1

8.2

8.3

9.1

(d) lines of accountability; and

(e) adjustment, if any, to normal work.

The multiskilling proposal should not compromise any duty of care or occupational health
and safety standards or requirements.

PROFESSIONAL AND CAREER DEVELOPMENT INITIATIVE

Professional and career development will be based on a focus on both current and future
job needs, career path planning, recognition of each employee's prior learning and
building on this through the acquisition of new skills. It is agreed that accredited training
is important to the development of employee skills and that relevant training shall be
accessible wherever practicable.

Employees will be provided with opportunities for appropriate training and development
during school hours (where applicable).

Each employee’s prior learning will be recognized and built upon through the acquisition
of new skills. Accredited training shall be used wherever possible.

Principals will ensure that all employees party to the Government Services
(Miscellaneous) General Agreement have equitable access to Professional Development
through the provisions of the School Grant in any school year.

ANNUAL LEAVE FOR GARDENERS

Gardeners may take annual leave during the year in which it accrues subject to the
approval of the employer.

Notwithstanding subclause 7.1 of this schedule school gardeners shall not proceed on
annual leave over summer between the period 31 October and March 30, unless the
school is automatically irrigated.

WORKING PARTY

The parties agree to establish a working party to review the provision of gardening
services to schools.

The working party will examine the efficiencies of gardening services with a view to
allowing greater flexibility and productivity in the delivery of these services. The working
party will also establish guidelines on rostering and hours of appointment which ensure
that employees are not financially disadvantaged.

Membership of the working party will consist of representatives from both the Union and
the Department.

RECOGNITION OF PRIOR SERVICE FOR CLEANERS
Level 2 cleaners who can demonstrate at least 12 months experience in a school or

relevant commercial setting immediately prior to employment will commence at Level 2
Step 2.
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10. ANNUAL LEAVE LOADING - CLEANERS

10.1 Cleaners shall be paid annual leave loading as a lump sum amount in the first pay period
of December. This will be an amount equivalent to the loading which would have been
paid had the employee taken all the leave accruing for that calendar year.
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SCHEDULE 11: AGENCY SPECIFIC SCHEDULE — COUNTRY HIGH SCHOOL
HOSTELS AUTHORITY

The provisions of this clause shall only apply to employees of the Country High School Hostels
Authority covered by the General Agreement.

1. HOURS OF WORK — GARDENERS/GROUNDSPERSONS

1.1 This clause replaces subclause 6 (1) (b) — Hours of the Country High Schools Hostels
Award 1979 in so far as it applies to gardeners and/or groundspersons.

1.2 As a means of working a 38 hour week, gardeners and/or groundspersons shall be
entitled to payment including shift and weekend penalties:

(@) for one day per month on which gardeners and/or groundspersons shall not be
required to attend for work; or

(b) for the following days on which gardeners and/or groundspersons shall not be
required to attend for work:

(i) three (3) agreed days during the first school term vacation in each year;
(i)  two (2) agreed days during the other school term vacations; and
@iy  five (5) agreed days during the Christmas vacation;

whichever arrangement meets the operational requirements of the employer and is
agreed to by the employee.
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SCHEDULE 12: LIST OF RESPONDENTS

Director General
Department of Agriculture

Director General
Department of Culture and the Arts

Executive Director
Department of Conservation & Land Management

Director General
Department of Housing and Works

Commissioner
Main Roads Western Australia

Minister for Police and Emergency Services

Governing Council of Central TAFE

Governing Council of Central West College of TAFE
Governing Council of Challenger TAFE

Governing Council of CY O'Connor College of TAFE
Governing Council of Great Southern Regional College of TAFE
Governing Council of Kimberley College of TAFE

Governing Council of Pilbara TAFE

Governing Council of South West Regional College of TAFE
Governing Council of Swan TAFE

Governing Council of West Coast College of TAFE

The Director General
Department of Employment and Training

Attorney General
Minister for Community Development, Women'’s Interests, Seniors and Youth

General Manager
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Metropolitan Cemeteries Board

President
Recreation Camps and Reserves Board

Director General
Department of Industry and Resources

Minister for Housing and Works

Director
Country High Schools Hostels Authority
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